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Abstract

The increasing participation of women in the organized workforce has intensified the debate surrounding work-
life balance (WLB) and its effect on job satisfaction. This study examines the relationship between WLB practices
and job satisfaction among 100 female employees from diverse sectors in Chomu (Jaipur), Rajasthan. Using a
cross-sectional design and stratified random sampling, data were collected through standardized questionnaires
measuring perceived organizational support, WLB, and job satisfaction. Descriptive statistics, correlation, and
multiple regression analyses were employed to evaluate the strength and nature of associations among variables.
Findings revealed a strong positive correlation between WLB practices and job satisfaction, with organizational
support emerging as a key moderating factor. Married and mid-career women reported significantly higher
satisfaction levels than younger or unmarried respondents, highlighting the role of demographic variables in
shaping employee attitudes. The study underscores that the presence of flexible work policies, supportive
leadership, and family-friendly benefits can significantly improve job satisfaction and reduce occupational stress.
Recommendations emphasize integrating WLB practices into human resource policy frameworks to ensure long-
term employee retention and organizational productivity.

Keywords: Work-life balance, job satisfaction, female employees, organizational support, occupational stress,
human resource management, gender inclusion.

I.  Introduction

In the contemporary corporate environment, work-life balance (WLB) has emerged as a central concern
for both employers and employees, particularly among female professionals. The rapid globalization of business,
technological advancement, and changing socio-economic structures have redefined traditional work roles,
pushing organizations to reconsider how employees manage the interface between their professional and personal
lives (Greenhaus & Allen, 2011). The increasing participation of women in the workforce has heightened the
importance of examining how organizational policies and cultural expectations interact to shape women’s
experiences of balancing work and family roles (Frone, 2003). Over the last two decades, female employees have
become an integral part of various sectors, yet they continue to face challenges in achieving equilibrium between
career demands and domestic responsibilities (Parasuraman & Greenhaus, 2002).

Historically, work and family were perceived as distinct domains with limited overlap; however,
industrial modernization, the rise of dual-income households, and the expansion of the service economy have
blurred these boundaries (Clark, 2000). This transformation has led to an increased need for organizations to
formulate and implement work-life balance policies that recognize the unique challenges faced by female
employees (Lewis, Gambles, & Rapoport, 2007). As women continue to enter and remain in the workforce in
growing numbers, their pursuit of job satisfaction and psychological well-being has been closely tied to how
effectively they can harmonize professional and personal commitments (Hill et al., 2001).

Evolution of the Work-Life Balance Concept

The concept of work-life balance has evolved considerably from its early focus on “work-family conflict”
in the 1980s to a more holistic understanding that emphasizes “integration” and “synergy” between multiple life
domains (Guest, 2002). Early theories centered on the conflict model, asserting that demands from work and
family are incompatible, resulting in stress and dissatisfaction (Greenhaus & Beutell, 1985). Later, scholars
advanced enrichment models that view experiences in one domain as enhancing performance and satisfaction in
another (Sieber, 1974; Greenhaus & Powell, 2006). This shift represents a broader movement toward recognizing
the dynamic interplay between work and non-work roles.
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Within this framework, work-life balance is often defined as the extent to which an individual is equally
engaged in and satisfied with both work and family roles (Greenhaus, Collins, & Shaw, 2003). The
operationalization of WLB varies across studies; some emphasize time balance, others focus on involvement or
satisfaction balance (Voydanoff, 2005). For women, especially those employed full-time, achieving this balance
is complicated by traditional gender expectations and social norms that still assign primary caregiving
responsibilities to females (Eby et al., 2005). Consequently, the absence of supportive work-life balance practices
may contribute to burnout, stress, absenteeism, and reduced job satisfaction among female employees (Burke,
2002).

Work-Life Balance and Female Employees

The growing presence of women in the labor market has intensified scholarly interest in gender-specific
work-life dynamics. The dual burden of professional and domestic roles places female employees under
significant strain, particularly in cultures where patriarchal structures persist (Hochschild & Machung, 2012).
Women are often expected to fulfill caregiving and household responsibilities while also performing effectively
at work, leading to heightened work-family conflict and reduced satisfaction levels (Aryee, Srinivas, & Tan,
2005). The resulting imbalance not only undermines individual well-being but also affects organizational
outcomes, including turnover intentions, absenteeism, and productivity (Kossek & Ozeki, 1998).

Work-life balance practices—such as flexible working hours, telecommuting, maternity and parental
leave, childcare support, and counseling services—have been introduced as strategic interventions to alleviate the
pressures faced by female employees (Dex & Bond, 2005). Empirical studies have shown that access to and
utilization of these practices are positively related to employees’ job satisfaction, organizational commitment, and
performance outcomes (Thompson, Beauvais, & Lyness, 1999). However, the extent of these benefits often
depends on the organization’s culture, managerial support, and the perceived legitimacy of using such benefits
(Allen, 2001). For many women, formal policies alone are insufficient; workplace attitudes, supervisory behavior,
and peer norms strongly influence whether WLB initiatives effectively enhance satisfaction and retention (Lewis
& Humbert, 2010).

Theoretical Framework of Work-Life Balance

The study of work-life balance and its influence on job satisfaction among female employees draws upon
several theoretical models. The role theory (Kahn et al., 1964) provides a foundational explanation, suggesting
that individuals occupy multiple roles that may generate conflict when demands are incompatible. This role
conflict perspective has been widely used to understand female employees’ struggle in managing work and family
obligations. Building upon this, spillover theory (Staines, 1980) posits that emotions, attitudes, and behaviors in
one domain can transfer to another, implying that satisfaction in family life can positively or negatively affect job
satisfaction and vice versa.

Boundary theory (Ashforth, Kreiner, & Fugate, 2000) further extends this analysis by emphasizing the
permeability and flexibility of boundaries between work and personal life. Female employees who experience
greater control over these boundaries tend to report higher satisfaction and lower stress levels (Clark, 2000).
Similarly, conservation of resources theory (Hobfoll, 1989) suggests that stress arises when individuals perceive
a threat of resource loss or fail to gain sufficient resources in exchange for their efforts. Thus, supportive work-
life practices that replenish time, energy, or emotional resources can enhance satisfaction levels among female
workers.

Job Satisfaction: A Critical Outcome of Work-Life Balance

Job satisfaction, defined as the extent to which individuals feel positively or negatively about their jobs,
is one of the most widely studied outcomes of work-life balance (Locke, 1976). It encompasses intrinsic factors,
such as personal growth and achievement, and extrinsic factors, such as pay, working conditions, and
organizational policies (Herzberg, 1966). For female employees, job satisfaction is not only determined by
professional rewards but also by the ability to manage family obligations effectively (Martins, Eddleston, & Veiga,
2002). When organizational policies accommodate flexible work arrangements and family support systems,
women are more likely to exhibit higher satisfaction and commitment (Grover & Crooker, 1995).

Conversely, when female employees encounter work overload, lack of childcare facilities, or
unsympathetic management, they experience higher stress and lower job satisfaction (Anderson, Coffey, &
Byerly, 2002). The perception of fairness and organizational justice also influences the relationship between work-
life balance practices and satisfaction. When women perceive that these policies are equitably applied and
genuinely supported, the positive effect on satisfaction is amplified (McDonald, Brown, & Bradley, 2005). Hence,
job satisfaction serves as a mediating variable linking organizational practices to employee performance and
retention.
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Empirical Trends and Research Gaps

Empirical research conducted between 2000 and 2015 has demonstrated a consistent relationship
between work-life balance and job satisfaction across different sectors and cultures (Burke & El-Kot, 2010).
However, most studies have been conducted in Western contexts, limiting the generalizability of findings to
developing countries where gender roles and organizational structures differ substantially (O’Driscoll et al., 2003).
In emerging economies, particularly in Asia and the Middle East, socio-cultural expectations regarding women’s
domestic responsibilities often exacerbate work-family conflict (Yasbek, 2004). Therefore, examining the
interplay between WLB practices and job satisfaction in these contexts is crucial to developing context-specific
policies.

Moreover, while numerous studies have established that flexible work arrangements and supportive
supervision enhance satisfaction, relatively few have investigated how the perception of organizational culture
mediates this relationship (Thompson & Prottas, 2005). Additionally, there is limited research on how marital
status, age, number of dependents, and type of employment influence the strength of WLB-satisfaction linkages
among female employees (Rashmi & Kataria, 2013). The absence of longitudinal data also constrains our
understanding of the causal direction between WLB initiatives and satisfaction outcomes (Poelmans, 2005).

Work-Life Balance Practices in Organizational Context

Organizations worldwide have adopted a range of WLB policies to address the needs of employees,
particularly women. Flexible working hours allow employees to adjust their schedules to accommodate family
demands, while telecommuting enables them to work remotely, reducing commuting time and stress (Hill et al.,
2008). Family leave policies provide necessary support during maternity or family emergencies, whereas
employee assistance programs offer counseling and psychological aid to manage work and personal challenges
(Dex & Scheibl, 2001). In addition, on-site childcare facilities have emerged as an essential component of gender-
sensitive corporate strategies (Hogarth et al., 2001).

Nevertheless, the effectiveness of these practices depends heavily on the organization’s culture and
managerial attitudes. A “supportive culture” encourages open dialogue about family responsibilities and
legitimizes the use of WLB policies without stigma (Lewis, 2001). Conversely, a “face-time culture,” where
visibility and long working hours are equated with commitment, discourages female employees from availing
themselves of available benefits (Perlow, 1995). The perceived support of supervisors and peers acts as a critical
enabler of policy utilization and, consequently, job satisfaction (Thomas & Ganster, 1995). Therefore,
organizational implementation must be accompanied by attitudinal and cultural shifts to ensure meaningful
outcomes.

Socio-Cultural Influences on Women’s Work-Life Balance

In many societies, particularly those in South Asia, traditional gender roles persist, expecting women to
prioritize family responsibilities over professional aspirations (Rajadhyaksha & Smita, 2004). Despite increasing
educational attainment and employment participation, women often encounter “double burden” syndrome,
managing both household and occupational responsibilities (Aryee et al., 1999). The persistence of patriarchal
values and limited institutional support contributes to work-life imbalance, resulting in reduced motivation and
satisfaction levels among women (Hassan et al., 2010). Additionally, cultural attitudes toward working mothers
often lead to guilt, social judgment, and stress, further compounding their difficulties (Powell & Greenhaus, 2010).

The absence of affordable childcare, eldercare support, and flexible working structures aggravates these
challenges. While legislative initiatives such as maternity benefits and equal opportunity policies exist, their
implementation remains inconsistent (Singh & Bhandarker, 2011). In many developing economies, informal
sectors employing women rarely provide structured WLB mechanisms, exacerbating stress and dissatisfaction
(Hagq, 2012). Thus, the examination of work-life balance practices must account for cultural, legal, and economic
contexts that influence their effectiveness.

Linking Work-Life Balance to Organizational Performance

Beyond individual well-being, effective work-life balance practices contribute significantly to
organizational success. Research indicates that firms that adopt family-friendly policies experience lower turnover
rates, higher employee engagement, and improved organizational citizenship behaviors (Perry-Smith & Blum,
2000). Female employees, when supported through flexible arrangements, tend to exhibit greater loyalty and
productivity (Beauregard & Henry, 2009). Job satisfaction acts as a mediating factor in this relationship, linking
personal balance to organizational commitment and performance outcomes (Lambert, 2000).

Organizations with inclusive WLB policies also attract and retain a more diverse workforce, improving
innovation and decision-making quality (Kossek et al., 2011). From a strategic human resource management
perspective, WLB initiatives enhance employer branding and strengthen corporate social responsibility profiles
(Bloom et al., 2006). Therefore, understanding how these practices influence female employees’ satisfaction is
not only a matter of individual welfare but also of organizational competitiveness and sustainability.
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Statement of the Problem

Despite the growing recognition of the importance of work-life balance, many organizations still face
challenges in effectively translating policy into practice. For female employees, the gap between formal policy
and actual experience remains substantial (Lewis et al., 2007). While organizations may offer flexible working
arrangements, implicit cultural expectations and managerial biases often discourage their utilization. As a result,
women continue to struggle with work overload, family stress, and declining job satisfaction. The absence of
comprehensive empirical data on how WLB practices influence satisfaction among women, particularly in
developing contexts, underscores the need for this investigation (Frone, 2003).

Objectives of the Study
The primary objective of this study is to examine the relationship between work-life balance practices and job
satisfaction among female employees. The specific objectives include:

1. To identify the key work-life balance practices adopted by organizations for female employees.

2. To assess the level of job satisfaction among female employees across different occupational categories.
3. To analyze the influence of specific WLB practices—such as flexible schedules, leave policies, and
childcare support—on job satisfaction.

4. To evaluate the moderating role of organizational culture and managerial support in the WLB-
satisfaction relationship.

5. To suggest policy recommendations for enhancing work-life balance and job satisfaction among female
professionals.

Significance of the Study

The significance of this study lies in its potential to bridge theoretical understanding and practical policy
design. By focusing on female employees, the study addresses a critical demographic whose experiences shape
broader gender equity outcomes in the workplace. Insights from this research can inform organizational strategies
aimed at improving employee retention, morale, and productivity. Moreover, the findings will contribute to the
growing literature on gender, work, and family dynamics in emerging economies, expanding the empirical
foundation for policy development (Dex & Bond, 2005). For policymakers, understanding these dynamics will
aid in designing labor laws and institutional frameworks that promote gender-inclusive employment
environments.

Scope and Delimitation of the Study

This study focuses exclusively on female employees working in formal sectors such as education,
healthcare, banking, and information technology. The scope includes examining organizational practices and their
perceived influence on employees’ satisfaction levels. It does not, however, include women in informal
employment or self-employment sectors, where structural conditions differ significantly. The study’s temporal
scope is limited to the post-2000 period, during which globalization and technological changes significantly
altered work-life dynamics. The geographical scope may focus on urban settings where professional women are
most likely to encounter work-life conflicts due to dual-career demands and urban lifestyles.

Theoretical and Conceptual Framework

The conceptual framework of this study integrates role conflict theory, spillover theory, and conservation
of resources theory to explain how work-life balance practices affect job satisfaction. It posits that when
organizations provide adequate support—such as flexible scheduling, family leave, and childcare assistance—
female employees experience reduced role conflict, leading to greater satisfaction. Organizational culture and
supervisory support are modeled as moderating variables that either strengthen or weaken this relationship. The
framework suggests a bidirectional linkage between balance and satisfaction: improved balance enhances
satisfaction, while satisfaction motivates continued engagement in both work and family roles.

Rationale for the Study

Despite extensive research on work-life balance, the gendered nature of its effects remains underexplored
in many contexts. Female employees often face unique pressures that are not adequately captured by generic
organizational surveys. Understanding how specific practices—such as maternity benefits, telecommuting, and
flexible schedules—impact women’s satisfaction levels is critical to fostering equitable work environments.
Furthermore, the study is timely in light of demographic and cultural shifts that have redefined women’s
participation in professional life (Greenhaus & Powell, 2006). By examining these relationships empirically, the
study seeks to inform more inclusive human resource policies that enhance both organizational performance and
employee well-being.
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II. Methodology

This quantitative study will use a cross-sectional survey design to examine the influence of work-life
balance practices on job satisfaction among female employees in Chomu (Jaipur), Rajasthan. The target
population comprises female employees aged 21-60 working in formal sectors (education, healthcare, banking,
IT, retail, and government offices) within Chomu tehsil. A sample of 100 respondents will be drawn using
stratified random sampling. Strata will be sector-based (e.g., education, healthcare, banking, IT, government,
retail) to ensure sectoral representation; proportional allocation will determine stratum sample sizes. Within each
stratum, respondents will be chosen randomly from workplace rosters or via systematic approaches (every kth
employee) until quotas are met.
Inclusion Criteria are Female, currently employed (minimum 6 months tenure), resident/working in Chomu, and
willing to provide informed consent. A structured, self-administered questionnaire (paper or electronic) will be
used. It will include: (a) demographics and job profile, (b) standardized scales measuring work-life balance
practices (availability and utilisation) and perceived organizational support, and (c) a validated job satisfaction
scale (Likert-type items). Items will be adapted from established instruments and translated to Hindi with back-
translation for accuracy. The questionnaire will be piloted with 15 respondents from Chomu to check clarity and
timing. Reliability will be assessed via Cronbach’s alpha (acceptable threshold o> .70). Trained enumerators will
distribute questionnaires at workplaces and collect responses over 3—4 weeks. Confidentiality will be assured and
informed consent obtained. Data will be cleaned and analyzed using SPSS/Excel. Descriptive statistics, reliability
tests, correlation analyses, and inferential tests (t-tests/ ANOVA for group differences; multiple regression to
assess the influence of WLB practices on job satisfaction, controlling for demographics) will be performed.
Significance set at p <.05.

III.  Data Analysis and Interpretation:

Table 1: Descriptive Statistics of Demographic Characteristics of Respondents (N = 100)

|Dem0graphic VariableHCategory ||Frequency||Percentage (%)|
|Age Group (years) 2130 |32 32.0 |
| 3140 36 136.0 |
| 4150  ]22 |[22.0 |
| 51-60  |[10 [10.0 |
Marital Status |Single |28 [28.0 |
| [Married  |[72 [72.0 |
|Sect0r of Employment ||Educati0n ||25 ||25.0 |
| ||Hea1thcare ||18 ||18.0 |
| |Banking |15 [15.0 |
| [[ES 14 l14.0 |
| ||Government||18 ||18.0 |
| |[Retail |10 [10.0 |

Table 1 presents the demographic distribution of the 100 female respondents employed in Chomu, Jaipur.
The age composition reveals that the largest group (36%) falls within the 31—40 years category, indicating a
mature and professionally active population balancing career and family life. Marital status data shows that 72%
of respondents are married, reinforcing the relevance of exploring work-life balance dynamics where family
obligations intersect with employment. Sectoral representation is diversified, with education (25%) and healthcare
(18%) being the most significant contributors, reflecting Chomu’s growing service economy. The presence of
respondents from IT and banking sectors demonstrates the inclusion of modern, time-demanding occupations.
This demographic distribution ensures a balanced representation across key employment domains and life stages.
The high proportion of married respondents provides valuable insights into how domestic responsibilities
influence job satisfaction. The diverse age and sectoral spread allow for comparative analysis of work-life balance
perceptions across industries. Overall, the demographic profile establishes a credible foundation for assessing how
work-life balance practices influence satisfaction among women with varied personal and professional
commitments in the semi-urban context of Rajasthan.
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Table 2: : Educational attainment of respondents indicating academic background levels

|Qualiﬁcati0n ”FrequencyHPercentage (%)I
|Higher Secondary ||12 || 12.0 |
|Undergraduate I |3 0 | |3 0.0 I
|Postgraduate H48 ||48.0 I
|Professiona1/Technical Degree| | 10 || 10.0 |

Table 2 highlights that nearly half of the respondents (48%) hold postgraduate degrees, followed by 30%
with undergraduate qualifications. This pattern signifies that the surveyed women are well-educated and likely
employed in skilled or semi-skilled occupations requiring higher cognitive engagement. The presence of 10%
with professional or technical qualifications reflects the growing trend of women pursuing specialized education
in fields such as healthcare, IT, and finance. Only a small segment (12%) has a higher secondary education, often
associated with entry-level administrative or retail roles. This educational profile demonstrates the increasing
academic empowerment of women in Chomu, which has direct implications for their professional aspirations and
perceptions of work-life balance. Educated women are more aware of organizational rights, gender equity, and
the availability of supportive policies, which may elevate their expectations of job satisfaction. The dominance of
postgraduate respondents suggests a research base inclined toward intellectual professions, making their responses
critical in understanding how highly educated women negotiate between professional responsibilities and familial
roles.

Table 3: Distribution of respondents based on their duration of employment in current organization.

|Durati0n of Employment||Frequency||Percentage (%)|
|Less than 1 year ||8 ||8.0 |
1-3 years |[22 22.0 |
4-7 years 130 130.0 |
8-10 years 20 120.0 |
|Above 10 years ||20 “20.0 |

Table 3 illustrates that 30% of respondents have been with their current organization for 4—7 years, while
an additional 40% (8—10 years and above) indicate long-term service. This distribution signifies a relatively stable
workforce, with many women maintaining steady employment over extended periods. Such longevity implies
organizational commitment and the presence of stable employment structures within Chomu’s formal sector. Only
8% are recent entrants, suggesting that job mobility among female workers is comparatively low. This may reflect
either limited alternative opportunities or a preference for employment continuity due to family responsibilities.
Employees with longer tenures are likely to have experienced organizational policy changes, enabling them to
evaluate the evolution of work-life balance measures and their effects on satisfaction. The tenure diversity also
allows comparative insight into whether newer employees perceive greater flexibility than their senior
counterparts. Overall, this table underscores that the respondents possess substantial professional experience,
making their evaluations of balance practices and satisfaction grounded in long-term organizational realities.

Table 4: Frequency of available work-life balance initiatives across surveyed organizations

|Practice Type ||Frequency||Percentage (%)|
|Flexible Working Hours ||82 ||82.0 |
|W0rk from Home Options||55 ||55.0 |
[Paid Maternity Leave  ||90 90.0 |
|Childcare Assistance ||34 ||34.0 |
|Emp10yee Counseling ||42 ||42.0 |
|Compressed Workweek ||18 ||1 8.0 |
[Part-Time Options |22 22.0 |

As shown in Table 4, paid maternity leave (90%) and flexible working hours (82%) are the most
prevalent work-life balance practices in organizations employing women in Chomu. These measures reflect

DOI: 10.35629/3002-03072030 www.questjournals.org 25 | Page



Work-Life Balance Practices and Their Influence on Job Satisfaction among Female Employees

compliance with national labor policies and growing sensitivity toward women’s family responsibilities. Work-
from-home options (55%) show moderate adoption, likely influenced by sectoral feasibility—IT and education
sectors being more adaptable than retail or healthcare. However, only 34% of organizations offer childcare
facilities, revealing a critical gap in infrastructural support that affects working mothers’ daily stress levels.
Counseling programs (42%) indicate partial acknowledgment of psychological well-being needs, while
compressed workweeks (18%) and part-time options (22%) remain underutilized. This uneven distribution
suggests that while organizations have formally introduced some gender-sensitive policies, comprehensive and
consistent implementation is lacking. The limited childcare and part-time provisions highlight the need for
structural reform to enhance women’s participation and satisfaction. These findings indicate partial institutional
readiness to support gender equity goals within semi-urban employment contexts.

Table 5: Respondents’ perception of organizational support in balancing work and personal life.

ILevel of SupportHF requency“Percentage (%)I
|Very Low ||6 ||6.0 |
[Low 12 [12.0 |
IModerate 38 [38.0 |
[High 30 130.0 |
[Very High |[14 [14.0 |

Table 5 indicates that 68% of respondents perceive their organizational support for work-life balance as
moderate to high, reflecting a generally positive outlook among women employees in Chomu. The 14% who
report very high support likely work in larger or professionally managed organizations that actively promote
flexibility and inclusivity. Conversely, 18% perceive low or very low support, suggesting either inconsistent
implementation of policies or lack of managerial sensitivity. These disparities underline the influence of
organizational culture in shaping female employees’ experiences. The moderately high levels of perceived support
also suggest that policy awareness has improved, even if infrastructural provision remains limited. Perceived
support is a key predictor of job satisfaction; employees who believe their organization values their family
responsibilities exhibit stronger commitment and lower turnover intentions. Thus, this table demonstrates that
while formal mechanisms exist, the real determinant of satisfaction lies in the perceived authenticity and
accessibility of those practices.

Table 6: Mean and standard deviation of key work-life balance dimensions measured on a 5-point scale.
|Dimensi0n ||Mean||SD |
Time Balance 13.62 ]|0.82|
|Involvement Balance||3.48 ||0.77|
|Satisfaction Balance ||3.70 ||0.75|

Table 6 presents the mean scores of work-life balance dimensions, revealing a relatively favorable overall
condition. The highest mean value (3.70) corresponds to satisfaction balance, indicating that respondents feel
moderately content with how they manage professional and personal commitments. Time balance (3.62) and
involvement balance (3.48) also suggest that women experience reasonable control over their schedule and
engagement levels across domains. The standard deviations indicate acceptable variation, implying diversity of
experiences without extreme polarization. These findings demonstrate that despite the challenges, most women
perceive their work-life integration as manageable. Such perceptions may be influenced by family support
systems, employer flexibility, and community networks in Chomu. However, the slightly lower mean in
involvement balance hints at emotional exhaustion or role strain among some participants. This data provides a
quantitative snapshot confirming that the respondents are navigating their dual roles with moderate success,
although room remains for policy enhancement to strengthen involvement and satisfaction simultaneously.

Table 7: Frequency distribution of respondents according to self-reported job satisfaction.

|Level ||Frequency||Percentage (%)|
|Very Low ||4 ||4.0 |
Low |10 110.0 |
[Moderate |40 [40.0 |
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ILevel HF requency“Percentage (%)|
High |32 132.0 |
[Very Highl[14 114.0 |

As shown in Table 7, 86% of respondents report moderate to very high job satisfaction, with 32%
describing their satisfaction as high. This reflects a generally positive employment climate for women in Chomu’s
organized sectors. Only 14% fall within low or very low categories, indicating that dissatisfaction is limited to a
minority, potentially in less supportive or lower-paying occupations. The predominance of moderate satisfaction
may suggest that while employees appreciate certain benefits, inconsistencies in workload distribution or
promotion opportunities could limit complete contentment. These findings align with global patterns where
women’s satisfaction correlates strongly with perceived fairness and work-life compatibility. The presence of high
satisfaction levels also validates the assumption that organizational support initiatives have a meaningful
psychological impact. However, the absence of widespread “very high” satisfaction implies that despite
improvements, women still navigate systemic constraints that temper overall workplace fulfillment.

Table 8: Pearson correlation between work-life balance and job satisfaction among respondents. (p <0.01
indicates significance)

|Variable ||Pears0n’s r||Sig. (2-tailed)|
|W0rk-Life Balance — Job Satisfaction|l0.624** ||0.00I |

Table 8 reveals a strong positive correlation (r = 0.624, p < 0.01) between work-life balance and job
satisfaction, confirming that female employees with better balance tend to report higher satisfaction levels. The
result substantiates the theoretical assumption that effective balance reduces stress, enhances motivation, and
improves job-related attitudes. This statistically significant relationship highlights the centrality of work-life
initiatives as drivers of employee well-being and organizational effectiveness. The result is consistent with
empirical evidence suggesting that when women can manage personal and professional demands effectively, they
exhibit greater loyalty, engagement, and morale. Moreover, the correlation suggests that work-life balance
operates as both a psychological and structural determinant of satisfaction, influenced by managerial empathy and
policy accessibility. Hence, the data establishes a robust foundation for subsequent regression analysis to
determine the predictive power of specific practices. Overall, this strong association reinforces the study’s core
hypothesis that work-life balance significantly influences job satisfaction.

Table 9: Multiple regression predicting job satisfaction from key work-life balance practices.

|Predict0r Variable |||3 ||t ||Sig. |
[Flexible Work Hours [0.241 352 ]j0.001]
IMaternity Benefits  [/0.192 [2.88  ][0.005]
|Organizationa1 Support||0.345 ||4.76 ||0.000|
Childcare Assistance ]/0.157 225 ]0.027]
IR2=0.58 |F(4,95)=18.76]p <0.001]| |

Regression results in Table 9 demonstrate that organizational support (B = 0.345, p < 0.001) is the
strongest predictor of job satisfaction, followed by flexible work hours (B = 0.241) and maternity benefits (f =
0.192). Childcare assistance, though statistically significant (f = 0.157), exerts a comparatively weaker effect.
The model explains 58% of the variance in job satisfaction (R? = 0.58), confirming substantial explanatory power.
These findings suggest that formal policies must be reinforced by perceived support to yield meaningful outcomes.
Flexible scheduling allows women to accommodate family needs, while maternity leave safeguards continuity in
employment. The relatively lower influence of childcare assistance reflects limited access to such facilities in
Chomu. The strong predictive capacity of organizational support highlights the importance of managerial culture,
empathy, and communication. Therefore, the regression analysis underscores that satisfaction among women
employees is shaped not merely by policy presence but by the quality of institutional and interpersonal
reinforcement provided in the workplace.
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Table 10: One-way ANOVA comparing mean job satisfaction across different age groups.
IAge Group||Mean||SD “F ||Sig. I
2130 |32]3.42 ][o.7¢]j3.87]j0.011]

Bi—40  |36|3.88 Jo.sol | |
4150 22374 Josi[ ][]
[s1-60  Jol3.61 Joss| ]

The ANOVA results (F =3.87, p=0.011) indicate significant differences in job satisfaction among age
groups. Respondents aged 3140 years exhibit the highest mean satisfaction (M = 3.88), likely reflecting career
stability and adaptability in balancing dual roles. Younger women (21-30) report comparatively lower satisfaction
(M = 3.42), possibly due to career uncertainty and adjustment challenges. Women in the 41-50 and 51-60
categories show moderate satisfaction, suggesting a stable yet plateaued perception of work fulfillment. These
findings align with the life-stage perspective, where mid-career women develop better coping mechanisms and
resource utilization to manage work-life balance. The statistical significance underscores that satisfaction evolves
over the career trajectory, influenced by both personal adaptation and institutional support. Organizations could
use such insights to design age-sensitive interventions, such as mentorship for younger employees and flexible
exit policies for senior staff. Overall, age emerges as a significant demographic variable moderating the
satisfaction outcomes in women’s professional experiences.

Table 11: Independent samples t-test comparing satisfaction between single and married female

employees.
|Marital Status||Mean||SD ||t ||Sig. |
[Single |[28][3.52 ][0.70][2.36][0.021]
Married 72381 Josd[ ][]

The t-test results (t = 2.36, p = 0.021) indicate a statistically significant difference in job satisfaction
between single and married respondents. Married women report higher mean satisfaction (M = 3.81) compared to
single women (M = 3.52). This finding may appear counterintuitive but aligns with research suggesting that
married women often benefit from social and emotional support systems that buffer work stress. Additionally,
they may value stability and flexible benefits more strongly, enhancing satisfaction. Single women may
experience higher career pressure or limited access to family-friendly benefits, leading to moderate satisfaction
levels. Cultural norms in Chomu, emphasizing family cohesion, may further reinforce the sense of fulfillment
among married employees. The results highlight that marital status is a relevant socio-demographic determinant
influencing perceptions of balance and satisfaction. Organizations should thus frame policies that equally address
the distinct needs of both groups—-childcare for married employees and flexible scheduling or career growth
support for unmarried professionals.

Table 12: Mean job satisfaction scores across different sectors of employment.
|Sect0r ||Mean||SD |
[Education ]25][3.90 ]j0.62]
|Healthcare ||3.72 ||O.69|

[Banking  ][15][3.48 [0.73]

T [14]3.95 J[o.58]

[Government[18][3.80 ][0.66]

[Retail [10]3.31 ]0.77]

Table 12 indicates that job satisfaction is highest in the IT (M = 3.95) and education (M = 3.90) sectors,
suggesting that professional autonomy and flexible environments significantly contribute to well-being. The
lowest satisfaction (M = 3.31) is observed in retail, where work hours are rigid and employee benefits minimal.
Healthcare and government sectors reflect moderate satisfaction levels, likely due to job stability but higher
emotional fatigue. These differences illustrate how occupational structure influences women’s capacity to achieve
balance. Knowledge-intensive sectors such as IT and education, which allow intellectual expression and
autonomy, foster stronger satisfaction outcomes. Conversely, sectors with fixed schedules and limited flexibility,
like retail or banking, create challenges in balancing domestic and professional demands. The findings underscore
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that sectoral context critically mediates the work-life satisfaction relationship, and that policy interventions must
be sector-specific to yield equitable benefits.

Table 13: Internal consistency reliability of measurement instruments by Reliability Statistics of Scales
Used in Study

|Scale ||Cr0nbach’s AlphaHNo. of Items|
|W0rk—Life Balance ||0.874 ||15 |
IJob Satisfaction “0.812 ||10 |
|Organizational Support||0.85 1 ||8 |

Table 13 demonstrates high internal consistency for all scales used in the survey, with Cronbach’s alpha
values exceeding 0.80. The work-life balance scale (a = 0.874) indicates excellent reliability, confirming that the
items consistently measure the intended construct. Similarly, the job satisfaction scale (o = 0.812) and
organizational support scale (o = 0.851) also exhibit strong reliability, validating their suitability for statistical
analysis. High reliability enhances the credibility of subsequent findings and ensures that variations in responses
reflect true differences rather than measurement error. These results affirm the methodological rigor of the
instrument design, including the pre-test and translation process. By establishing dependable measurement
properties, this study maintains alignment with psychometric standards required for quantitative research in social
sciences. Thus, the reliability outcomes reinforce confidence in the accuracy and reproducibility of the
relationships examined between work-life balance and job satisfaction.

Analytical Outcomes:

The correlation and regression analyses confirm that work-life balance significantly predicts job
satisfaction, with organizational support emerging as the strongest determinant. Demographic analyses
demonstrate that satisfaction varies by age and marital status, validating the role of personal context. Sectoral
comparisons further highlight that flexible, knowledge-oriented industries deliver superior satisfaction outcomes
compared to rigidly structured sectors. Collectively, these results underscore the multidimensional nature of job
satisfaction among women employees in Chomu. The findings support the hypothesis that both organizational
policies and socio-personal variables jointly determine satisfaction levels. From a managerial perspective, the
results emphasize the importance of integrating human resource strategies with gender-responsive policies that
recognize the evolving roles of women in the workforce. The summary table thus encapsulates the empirical
foundation upon which policy recommendations for promoting sustainable work-life harmony and satisfaction
can be developed.

IV.  Conclusion

The findings of this research reaffirm the critical role of work-life balance (WLB) in determining job
satisfaction among female employees, particularly in semi-urban contexts such as Chomu (Jaipur), Rajasthan. The
statistical analysis confirms that WLB practices—including flexible working hours, maternity support, leave
policies, and managerial understanding—positively influence employees’ affective and cognitive satisfaction
levels. These results are consistent with prior literature indicating that satisfaction is higher in organizations that
value employee well-being and offer institutional mechanisms to manage personal-professional boundaries
(Clark, 2000; Greenhaus & Powell, 2006).

The study also reveals that organizational support acts as a vital mediating factor between WLB and
job satisfaction. Employees perceiving high organizational care tend to reciprocate through enhanced motivation,
loyalty, and productivity (Eisenberger et al., 2001). Sectoral differences were evident, suggesting that flexible
sectors such as IT and education are more conducive to achieving balance compared to manufacturing or retail
environments. Furthermore, demographic insights highlight that marital status, age, and tenure influence the
perception of balance, with mid-career and married women reporting higher satisfaction.

From a policy standpoint, organizations should embed WLB strategies into core human resource
management frameworks. Initiatives such as flexible work arrangements, on-site childcare, remote work
opportunities, and family support programs should not be viewed as privileges but as essential equity measures
enhancing gender participation and inclusion. For developing regions like Rajasthan, the institutionalization of
such practices will strengthen the female labor force and contribute to sustainable socio-economic development.

The limitations of the study—chiefly its geographic scope and modest sample size—suggest that future
research should adopt longitudinal designs, larger samples, and cross-sectoral comparisons across Rajasthan and
other Indian states. Integrating qualitative interviews could further uncover contextual nuances of female
employee experiences. Nonetheless, the present study offers empirical validation that effective WLB practices
directly enhance job satisfaction, organizational commitment, and overall work engagement. In conclusion,
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fostering a culture of balance is not only a moral imperative but also a strategic necessity for organizations striving
for inclusive and sustainable growth in the 21st-century workplace.

[1].
[21.
[3].
[4].
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