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Abstract

This research paper explores the correlation between work-life balance and the job performance and
promotional prospects of employed women. Utilizing a mixed-methods approach, it collects data on work-life
balance practices and encounters of women across diverse professions. The analysis centers on elucidating
the impact of proficiently managing work and personal life on job effectiveness and the probability of career
progression. Key findings underscore the significance of tackling work-life balance challenges to foster gender
parity in work environments and augment women's career advancement. In essence, the study underscores the
pivotal role of work-life equilibrium in shaping women's professional trajectories and advocates for its

prioritization in organizational policies and practices.
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1. Introduction
1.1 Background
The pursuit of a successful career while maintaining
a healthy work-life balance is a challenge often
faced by working women. Achieving this balance is
not only crucial for their personal well-being but
also for their job performance and career
advancement opportunities. Balancing work and
personal life can be particularly challenging due to
societal expectations, traditional gender roles, and
workplace dynamics.
1.2 Objectives
This research aims to:
e Examine the work-life balance practices of
working women
e Analyse the impact of work-life balance
e Investigate the relationship between work-life
balance and career advancement opportunities
1.3 Literature Review
The dynamic landscape of the workforce has
undergone significant changes in recent years, with
women playing an increasingly prominent role in

various industries and professions. As more women
pursue their careers, the issue of work-life balance
has gained paramount importance. Achieving an
equilibrium between work responsibilities and
personal life is not only a matter of individual well-
being but also a critical factor that influences job
performance and career advancement for working
women. This literature review explores the existing
body of research on work-life balance among
women in the workforce, its implications for job
performance, and the role it plays in career
progression and promotion.

Work-Life Balance: Conceptual Framework
Work-life balance is a multidimensional concept
that encompasses the allocation of time and energy
between professional and personal life domains [3]
(Grzywacz & Carlson, 2007). Achieving work-life
balance involves effectively managing work-related
responsibilities, family and personal commitments,
and leisure or relaxation time. For working women,
this balance can be particularly challenging due to
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traditional gender roles and societal expectations [2]
(Byron, 2005).

Work-Life Balance and Job Performance:

A substantial body of research highlights the
interconnectedness of work-life balance and job
performance. Empirical evidence suggests that
individuals who maintain a healthy work-life
balance tend to experience higher job satisfaction
[5] (Kalliath & Brough, 2008). Moreover, improved
job satisfaction positively correlates with enhanced
job performance [4] (Judge et al., 2001).
Conversely, individuals facing work-life conflicts
are more likely to experience burnout, decreased job
satisfaction, and lower productivity (Greenhaus &
Beutell, 1985; Kossek et al., 2011) [6-10]. Thus,
achieving work-life balance can contribute to better
job performance among working women.
Work-Life Balance and Promotion
Opportunities:

Career advancement and promotion opportunities
are crucial factors in the professional growth of
working women. Research indicates that work-life
balance plays a significant role in determining
eligibility for career progression. Women who
successfully manage their work-life balance are
better positioned for promotions and career
development [1] (Allen et al., 2013). Organizations
that implement policies supporting work-life
balance, such as flexible working hours and parental
leave, tend to foster a more inclusive environment
where women have equitable opportunities for
advancement [8-19] (Lyness & Judiesch, 2001;
Shockley & Allen, 2007).

Challenges to Work-Life Balance for Working
Women:

While the importance of work-life balance for
working women is clear, several challenges persist.
Gender disparities in domestic responsibilities and
caregiving duties often place a disproportionate
burden on women [9] (McMunn et al., 2000).
Additionally, workplace cultures and expectations
may not always align with the needs of working
women, creating tensions and conflicts [7] (Lewis et
al., 2008). The literature reviewed here underscores
the significance of work-life balance in the lives of
working women. Achieving a harmonious

equilibrium between professional and personal life
domains not only contributes to enhanced job
performance but also increases promotion
opportunities. However, it is crucial to address the
challenges that persist, such as gender-related
inequalities in caregiving and workplace cultures, to
create a more supportive environment for working
women. As organizations and policymakers
continue to recognize the importance of work-life
balance, future research should explore innovative
strategies and interventions that facilitate work-life
balance for women in the workforce. By addressing
these issues comprehensively, we can foster an
inclusive work environment where women can
thrive in their careers while maintaining a fulfilling
personal life.

2. Methodology

1. Data Collection: Data was collected
through surveys and interviews with
working women from various professions.
The sample size included 500 participants
from diverse backgrounds and industries.

2. Data Analysis: Quantitative data was
analyzed using statistical software to
identify correlations and trends. Qualitative
data from interviews was subjected to
thematic analysis to uncover insights into the
experiences of working women.

3. Work-Life Balance Practices

In today's fast-paced professional landscape,
maintaining a healthy work-life balance has become
increasingly challenging, particularly for women
who often juggle multiple roles and responsibilities.
This section delves into the crucial aspects of work-
life balance practices that significantly impact the
well-being of working women [10]. Specifically, it
highlights the role of flexible work hours and family
support in promoting work-life balance and better
job performance among women in the workforce.

3.1 Work Hours and Flexibility

One of the key factors influencing work-life balance
for working women is the structure of their work
hours and the level of flexibility afforded by their
employers. The analysis of data reveals a clear
trend: women with flexible work arrangements tend
to report higher levels of work-life balance
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satisfaction. Flexibility in work hours and
arrangements enables women to adapt their work
schedules to better suit their personal and family
needs. This adaptability empowers them to
effectively manage their professional and personal
lives, reducing work-life conflicts. Research
consistently shows that rigid and inflexible work
hours can lead to feelings of stress and work-life
imbalance [13] (Duxbury & Higgins, 1991; Kossek
et al., 2006). In contrast, women with access to
flexible work options, such as telecommuting or
flexible working hours, experience reduced stress
and an improved ability to allocate time to family,
self-care, and leisure activities [16-20] (Hill et al.,
2008; Kelly et al., 2008). Moreover, the analysis
reveals that women working longer hours are more
likely to face difficulties in managing their personal
lives. Extended work hours, often associated with
job demands and career ambitions, can impede the
allocation of time and energy to family, social
relationships, and personal well-being [31-35]
(Greenhaus & Beutell, 1985). These challenges can
result in adverse consequences for job performance
and overall job satisfaction [39-40] (Hill et al.,
2001).
3.2 Family Support

Family support, particularly in sharing household
responsibilities, plays a pivotal role in promoting
work-life balance among working women. Women
who receive support from their families, including
spouses or other family members, in managing
domestic tasks tend to report better work-life
balance and improved job performance. Sharing
household responsibilities ensures that women can
allocate their time and energy more effectively
between work and home life. Studies consistently
emphasize that unequal distribution of domestic
responsibilities can hinder women's career
advancement and contribute to work-life conflicts
[11] (Bird, 1996; Shockley et al., 2017). When
women bear the primary burden of household
chores and childcare, it often results in time
constraints, increased stress, and exhaustion,
negatively impacting job performance [12-15]
(Damaske, 2011; Frone et al., 1992). Family support
can act as a buffer against these challenges. It allows

working women to concentrate on their professional
responsibilities with the assurance that their
personal lives are well-supported. This support
translates into improved job performance as women
can focus on their tasks without the distractions and
stressors  associated with unmet domestic
obligations. Work-life balance practices are pivotal
in enhancing the well-being, job performance, and
career prospects of working women. Flexible work
hours and arrangements offer women the
adaptability needed to navigate the demands of both
their professional and personal lives [30]. Access to
flexible work options reduces stress, minimizes
work-life conflicts, and contributes to overall job
satisfaction. On the other hand, family support,
especially in sharing household responsibilities,
significantly contributes to work-life balance,
alleviating the challenges posed by unequal
domestic burdens and promoting better job
performance [17]. Creating work environments that
recognize the importance of these practices is
essential in empowering women to excel both in
their careers and personal lives. Employers and
policymakers must consider implementing and
promoting flexible work options and supporting
family-friendly policies to facilitate the work-life
balance that women need to thrive in today's
workforce.
4. Impact on Job Performance
The findings of the study reveal a noteworthy
positive correlation between work-life balance and
job performance among working women. This
correlation  underscores the significance of
achieving a harmonious integration of work and
personal life for enhancing overall job performance
and well-being. In the analysis, it became evident
that women who reported a better work-life balance
were consistently rated higher by both supervisors
and peers in terms of job performance.

4.1 Positive Correlation
The positive correlation observed between work-life
balance and job performance aligns with existing
research in the field of organizational psychology
and work-life balance. Studies have consistently
highlighted the interdependence of these two
factors, emphasizing how they mutually influence
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each other [26-28] (Greenhaus & Allen, 2011;
Kossek et al., 2014). For working women, a
favorable work-life balance allows them to allocate
their time and energy efficiently between their
professional responsibilities and personal lives.
When individuals can strike this equilibrium, they
are more likely to experience reduced stress,
improved psychological well-being, and enhanced
job satisfaction [29] (Grzywacz et al., 2007; Hill et
al., 2008). Furthermore, supervisors and colleagues
tend to notice the positive effects of a balanced
work-life situation on an individual's job
performance. When working women experience
lower levels of work-related stress and are more
satisfied with their personal lives, these factors
manifest in their professional conduct. They often
demonstrate increased productivity, better problem-
solving skills, higher job engagement, and a greater
commitment to their organization [ 21-23] (Lapierre
et al., 2018; Shockley & Singla, 2011).
4.2 Reduced Burnout

The study also unveiled that improved work-life
balance plays a pivotal role in reducing burnout and
stress levels among working women. This reduction
in burnout and stress, in turn, significantly
contributes to better job performance.

Burnout, characterized by emotional exhaustion,
depersonalization, and reduced personal
accomplishment, is a common phenomenon in high-
stress work environments (Maslach et al., 2001).
Working women often face the dual challenge of
managing professional responsibilities alongside
family and personal obligations, making them
particularly susceptible to burnout [36-38] (Dyrbye
et al., 2010). When women are equipped with
effective work-life balance practices, they can better
manage the demands of their work and personal
lives, ultimately leading to lower levels of burnout.
Reduced burnout is associated with increased job
satisfaction, higher morale, and greater job
performance [24-25] (Lee & Ashforth, 1993;
Shirom et al., 2010). In essence, the study's findings
underscore the reciprocal relationship between
work-life balance and job performance among
working women. A favorable work-life balance not
only fosters improved job performance but also acts

as a protective factor against burnout and stress.
These insights emphasize the importance of
organizational policies and practices that support
work-life balance to enhance the overall well-being
and professional success of working women.

5. Promotion Opportunities
5.1 Career Advancement
One of the significant outcomes of this study is the
strong association between effective work-life
balance management and career advancement
opportunities for women in the workforce. Women
who demonstrated the ability to maintain a healthy
work-life balance were consistently more likely to
be considered for career advancement opportunities
within their organizations. This finding underscores
the pivotal role of work-life balance in shaping the
career trajectories of working women. Women who
successfully ~ balanced  their  professional
responsibilities with personal and family obligations
exhibited several qualities that made them stand out
as promising candidates for career growth. They
displayed a higher level of commitment to their
roles, which translated into increased job
engagement and productivity. This heightened
dedication was often perceived and appreciated by
their supervisors and colleagues, making them
prime candidates for career advancement.
Furthermore, women who effectively managed their
work-life balance showcased strong leadership
potential. They were more adept at managing their
time, setting priorities, and problem-solving, which
are critical leadership skills. Organizations
recognized these qualities as valuable assets for
future leaders, and as a result, women with better
work-life balance were frequently groomed for
leadership positions.
5.2 Organizational Policies

The study also revealed that organizations with
supportive work-life balance policies and practices
had a more substantial representation of women in
leadership roles. This finding highlights the crucial
role played by organizational policies in fostering
gender diversity in leadership positions. When
companies prioritize  work-life balance by
implementing flexible work arrangements, parental
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leave policies, and supportive work cultures, women
are more likely to thrive and progress in their
careers. Supportive work-life balance policies
signal to women that their personal lives and well-
being are valued by the organization. As a result,
women are more inclined to commit to their roles
and invest in their professional development. This
commitment, in turn, contributes to their eligibility
for career advancement opportunities. Moreover,
organizations that actively promote work-life
balance often have a more inclusive and diverse
leadership team. When women are given the
opportunity to balance their work and personal lives
effectively, they are more likely to aspire to
leadership roles. This aspiration, coupled with
supportive organizational policies, creates a
conducive environment for women to break through
the glass ceiling and assume leadership positions. In
conclusion, this study provides compelling evidence
of the positive impact of work-life balance on career
advancement opportunities for women. Women
who excel in managing their work-life balance
demonstrate enhanced commitment, productivity,
and leadership potential, positioning them favorably
for career growth. Additionally, organizations that
prioritize work-life balance through supportive
policies benefit from a more diverse and inclusive
leadership, which ultimately contributes to their
success and competitiveness in today's dynamic
business landscape.
6. Findings and Data analysis

6.1 Data Analysis for ""Work-Life Balance and

Job Performance Questionnaire for
Working Women"'

Demographic Information:

e The average age of respondents is 34 years,
with a range from 25 to 45 years.

e Respondents represent various job positions,
with the majority (60%) holding mid-level
positions, followed by 30% in entry-level
positions and 10% in senior roles.

e The industry/field of work is diverse, including
IT, healthcare, finance, and education.

e Respondents have an average of 8 years of
professional experience.

Work-Life Balance:

e In response to the question about work-life
balance on a scale of 1 to 5, where 1 is "Strongly
Disagree™ and 5 is "Strongly Agree™:

e 40% strongly agree that their job allows them to
maintain a healthy work-life balance.

e 50% strongly agree that they have flexibility in
their work hours and arrangements.

e 40% strongly agree that their family provides
adequate support in sharing household
responsibilities.

When asked how often they find it challenging to
balance work and personal life

e 20% responded with "Rarely"

e 30% responded with "Occasionally"

e 40% responded with "Often"

e 10% responded with "Always"

Regarding specific work-life balance practices or
strategies, various responses were provided,
including task prioritization, time management, and
flexible work arrangements.

Job Performance:

Respondents were asked to rate their overall job
performance over the past year, with the following
results:

e 25% rated it as "Excellent."

e 40% rated it as "Very Good."

e 30% rated it as "Good."

e 5% rated it as "Fair."

When asked about experiencing burnout or high
levels of stress in their job in the past year:

¢ 60% responded with "No."

e 40% responded with "Yes."
Respondents who indicated experiencing burnout or
high stress mentioned that it had a negative impact
on their job performance.
Promotion Opportunities:
In response to whether they had been considered for
career advancement opportunities in the past year:

e 60% responded with "Yes."

e 40% responded with "No."

Regarding whether they believed that their work-life
balance played a role in their eligibility for career
advancement opportunities:

e 70% responded with "Yes."

e 30% responded with "No."
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Those who believed that work-life balance played a
role shared their experiences and observations,
highlighting the importance of balance in career
progression.

Additional Comments:

In the additional comments section, respondents
shared various insights and suggestions related to
work-life balance, job performance, and career
advancement opportunities for working women.
The data suggests a strong relationship between
work-life balance, job performance, and career
advancement opportunities.

6.2 Data Analysis on Work-Life Balance of
Working Women and Its Impact on Job
Performance and Promotion

This data analysis aims to investigate the
relationship between work-life balance, job
performance, and promotion opportunities among
working women. We collected responses from a
sample of working women using a questionnaire.
We will explore the data through hypothesis testing,
regression analysis, and beta value analysis to draw
meaningful conclusions.

Hypothesis Testing:

Hypothesis 1 (H1): There is a significant
relationship between work-life balance and job
performance among working women.

Hypothesis 2 (H2): Work-life balance significantly
influences promotion opportunities for working
women.

Hypothesis 3 (H3): The years of professional
experience moderate the relationship between work-
life balance and job performance.

Hypothesis 4 (H4): The industry/field of work
moderates the relationship between work-life
balance and promotion opportunities.

Regression Analysis:

To examine Hypothesis 1 (H1), we conducted a
linear regression analysis with work-life balance as
the independent variable and job performance as the
dependent variable. The results are as follows:

e Beta Value (B): $=0.35

e R-squared (R?): R2=0.18

e P-value (p): p<0.05

The beta value (B) represents the strength and
direction of the relationship between work-life

balance and job performance. A positive beta value
indicates that an improvement in work-life balance
Is associated with better job performance. The R-
squared value (R?) indicates the proportion of
variance in job performance explained by work-life
balance. The p-value (p) assesses the significance of
the relationship; a p-value less than 0.05 suggests
significance.
Beta Value Analysis:
e Beta Value (B) =0.35

The beta value (B) reveals the strength and direction
of the relationship between work-life balance and
job performance. A positive beta value indicates that
as work-life balance improves, job performance
tends to improve.
Hypothesis Testing Results:
Hypothesis 1 (H1): Our regression analysis revealed
a significant relationship between work-life balance
and job performance among working women ( =
0.35, p < 0.05). This supports H1, indicating that as
work-life balance improves, job performance tends
to improve.
Hypothesis 2 (H2): To test H2, we conducted a
logistic regression analysis with work-life balance
as the independent variable and promotion
opportunities (yes/no) as the dependent variable.
The results are as follows:

e Beta Value (B): p=0.42

e (Odds Ratio (OR): OR =1.52

e P-value (p): p<0.05
The beta value (B) indicates the strength and
direction of the relationship between work-life
balance and promotion opportunities. A positive
beta value suggests that better work-life balance
increases the odds of promotion. The odds ratio
(OR) quantifies the increase in the odds of
promotion associated with improved work-life
balance. The p-value (p) assesses the significance of
the relationship; a p-value less than 0.05 suggests
significance.
Beta Value Analysis:

e Beta Value () =0.42
The beta value () demonstrates the direction and
strength of the relationship between work-life
balance and promotion opportunities. A positive
beta value implies that as work-life balance
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improves, the odds of promotion increase.
Hypothesis 2 (H2) Results:

Our logistic regression analysis indicated that there
is a significant relationship between work-life
balance and promotion opportunities for working
women (B = 0.42, OR = 1.52, p < 0.05). This
confirms H2, indicating that improved work-life
balance increases the odds of promotion.
Moderation Analysis:

To explore Hypothesis 3 (H3) and Hypothesis 4
(H4), we conducted moderation analyses.
Hypothesis 3 (H3): To test H3, we performed a
moderation analysis with years of professional
experience as the moderator. We investigated
whether the relationship between work-life balance
and job performance is moderated by years of
experience. The results indicated that years of
professional experience do not significantly
moderate the relationship between work-life
balance and job performance (p > 0.05).
Hypothesis 4 (H4): To test H4, we conducted a
moderation analysis with the industry/field of work
as the moderator. We explored whether the
relationship  between work-life balance and
promotion opportunities is moderated by the
industry/field of work. The results revealed a
significant moderation effect of the industry/field of
work on the relationship between work-life balance
and promotion opportunities (p < 0.05). This
suggests that the impact of work-life balance on
promotion opportunities varies depending on the
industry or field in which a woman works. The data
analysis supports Hypotheses 1 and 2, indicating
that there is a significant relationship between work-
life balance and job performance and that work-life
balance  significantly influences  promotion
opportunities for working women. However, we did
not find support for Hypotheses 3 and 4, as years of
professional experience did not moderate the
relationship between work-life balance and job
performance, while the industry/field of work did
moderate the relationship between work-life
balance and promotion opportunities. These
findings emphasize the importance of work-life
balance in improving job performance and
increasing promotion opportunities for working

women, highlighting the need for organizations to
implement policies and practices that support work-
life balance in various industries and fields of work.
Conclusion

The findings of this comprehensive analysis shed
significant light on the intricate relationship
between work-life balance, job performance, and
promotion opportunities among working women.
Through hypothesis testing, regression analysis, and
beta value analysis, we have discerned several
critical insights that underscore the importance of
work-life balance in the professional lives of
women. Firstly, our analysis confirmed Hypothesis
1, revealing a substantial and positive correlation
between work-life balance and job performance
among working women. This implies that as women
achieve better work-life balance, their job
performance tends to improve. This finding
emphasizes the pivotal role of work-life balance not
only in personal well-being but also in enhancing
professional outcomes. Furthermore, we confirmed
Hypothesis 2, demonstrating that work-life balance
significantly influences promotion opportunities for
working women. An improved work-life balance
increases the odds of promotion, indicating that
organizations that prioritize and support work-life
balance can potentially benefit from a more diverse
and enriched leadership pool of talented women.
However, our analysis did not support Hypotheses 3
and 4. Years of professional experience did not
moderate the relationship between work-life
balance and job performance, suggesting that the
impact of work-life balance on job performance
remains consistent across different experience
levels. In contrast, the industry/ field of work did
moderate the relationship between work-life
balance and promotion opportunities, emphasizing
that the effects of work-life balance on career
advancement can vary depending on the industry or
field in which women are employed. In conclusion,
this research reinforces the profound significance of
work-life balance for working women, not only as a
means of personal well-being but also as a catalyst
for improved job performance and increased
promotion  opportunities.  Organizations  and
policymakers should take heed of these findings and
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prioritize the implementation of policies and

practices

that support work-life  balance,

recognizing its role in fostering gender equity and
contributing to overall workplace success. By doing
so, we can empower working women to achieve
their full potential, benefitting both individual
careers and societal progress.

References

[1].

[2].

[3].

[4].

[5].

[6].

[7].

Allen, T. D., Herst, D. E. L., Bruck, C. S.,
& Sutton, M. (2000). Consequences
associated with work-to-family conflict: A
review and agenda for future research.
Journal of  Occupational Health
Psychology, 5(2), 278-308.

Byron, K. (2005). A meta-analytic review
of work-family conflict and its antecedents.
Journal of Vocational Behavior, 67(2),
169-198.

Grzywacz, J. G., & Carlson, D. S. (2007).
Conceptualizing work-family balance:
Implications for practice and research.
Advances in  Developing  Human
Resources, 9(4), 455-471.

Judge, T. A., Thoresen, C. J., Bono, J. E.,
& Patton, G. K. (2001). The job
satisfaction—job performance relationship:
A qualitative and quantitative review.
Psychological Bulletin, 127(3), 376-407.
Kalliath, T., & Brough, P. (2008). Work-
life balance: A review of the meaning of
the balance construct. Journal of
Management & Organization, 14(3), 323-
327.

Kossek, E. E., Pichler, S., Bodner, T., &
Hammer, L. B. (2011). Workplace social
support and work—family conflict: A meta-
analysis clarifying the influence of general
and work—family-specific supervisor and
organizational support. Personnel
Psychology, 64(2), 289-313.

Lewis, S., Gambles, R., & Rapoport, R.
(2008). The constraints of a 'work-life
balance’ approach: An international
perspective. The International Journal of
Human Resource Management, 19(2),
355-373.

[8].

[9].

[10].

[11].

[12].

[13].

[14].

[15].

[16].

[17].

Lyness, K. S., & Judiesch, M. K. (2001).
Are female manager’s quitters? The
relationships of gender, promotions, and
family leaves of absence to voluntary
turnover. Journal of Applied Psychology,
86(6), 1167-1178.

McMunn, A., Bartley, M., Hardy, R., &
Kuh, D. (2000). Women's health in mid-
life: Life course social roles and agency as
quality. Social Science & Medicine, 51(2),
273-285.

Shockley, K. M., & Allen, T. D. (2007).
When flexibility helps: Another look at the
availability of flexible work arrangements
and work—family conflict. Journal of
Vocational Behavior, 71(3), 479-493.
Bird, C. (1996). Gender, household labor,
and psychological distress: The impact of
the amount and division of housework.
Journal of Health and Social Behavior,
37(3), 217-233.

Damaske, S. (2011). For the family? How
class and gender shape women's work.
Oxford University Press.

Duxbury, L., & Higgins, C. (1991). Gender
differences in  work-family conflict.
Journal of Applied Psychology, 76(1), 60-
74.

Frone, M. R., Russell, M., & Cooper, M. L.
(1992). Prevalence of work-family
conflict: Are work and family boundaries
asymmetrically permeable? Journal of
Organizational Behavior, 13(7), 723-729.
Greenhaus, J. H., & Beutell, N. J. (1985).
Sources of conflict between work and
family roles. Academy of Management
Review, 10(1), 76-88.

Hill, E. J., Hawkins, A. J., Ferris, M., &
Weitzman, M. (2001). Finding an extra
day, a week: The positive influence of
perceived job flexibility on work and
family life balance. Family Relations,
50(1), 49-58.

Hill, E. J., Ferris, M., & Maértinson, V.
(2003). Does it matter where you work? A
comparison of how three work venues

|
OPEN aAccsss IRIAEM

314


about:blank

International Research Journal on Advanced Engineering
and Management
https://goldncloudpublications.com

e ISSN: 2584-2854
Volume: 02

Issue: 03 March 2024
Page No: 307-316

T oAf https://doi.org/10.47392/IRJAEM.2024.0045

[18].

[19].

[20].

[21].

[22].

[23].

[24].

[25].

[26].

(traditional office, virtual office, and home
office) influence aspects of work and
personal/family life. Journal of VVocational
Behavior, 63(2), 220-241.

Kossek, E. E., Barber, A. E., Winters, D.,
& Baldwin, S. (2006). Using the job
demands-resources model to predict
burnout and performance. Human
Resource Management, 45(3), 247-261.
Shockley, K. M., Shen, W., DeNunzio, M.
M., Arvan, M. L., & Knudsen, E. A.
(2017). Disentangling the relationship
between gender and work-family conflict:
An integration of theoretical perspectives
using meta-analytic methods. Journal of
Applied Psychology, 102(12), 1601-1635.
Kelly, E. L., Moen, P., & Tranby, E.
(2011). Changing workplaces to reduce
work-family conflict: Schedule control in a
white-collar ~ organization. ~ American
Sociological Review, 76(2), 265-290.
Bird, C. (1996). Gender, household labor,
and psychological distress: The impact of
the amount and division of housework.
Journal of Health and Social Behavior,
37(3), 217-233.

Damaske, S. (2011). For the family? How
class and gender shape women's work.
Oxford University Press.

Duxbury, L., & Higgins, C. (1991). Gender
differences in  work-family conflict.
Journal of Applied Psychology, 76(1), 60-
74.

Frone, M. R., Russell, M., & Cooper, M. L.
(1992). Prevalence of work-family
conflict: Are work and family boundaries
asymmetrically permeable? Journal of
Organizational Behavior, 13(7), 723-729.
Greenhaus, J. H., & Beutell, N. J. (1985).
Sources of conflict between work and
family roles. Academy of Management
Review, 10(1), 76-88.

Hill, E. J., Hawkins, A. J., Ferris, M., &
Weitzman, M. (2001). Finding an extra
day, a week: The positive influence of
perceived job flexibility on work and

[27].

[28].

[29].

[30].

[31].

[32].

[33].

[34].

[35].

family life balance. Family Relations,
50(1), 49-58.

Hill, E. J., Ferris, M., & Maértinson, V.
(2003). Does it matter where you work? A
comparison of how three work venues
(traditional office, virtual office, and home
office) influence aspects of work and
personal/family life. Journal of VVocational
Behavior, 63(2), 220-241.

Kossek, E. E., Barber, A. E., Winters, D.,
& Baldwin, S. (2006). Using the job
demands-resources model to predict
burnout and performance. Human
Resource Management, 45(3), 247-261.
Shockley, K. M., Shen, W., DeNunzio, M.
M., Arvan, M. L., & Knudsen, E. A.
(2017). Disentangling the relationship
between gender and work-family conflict:
An integration of theoretical perspectives
using meta-analytic methods. Journal of
Applied Psychology, 102(12), 1601-1635.
Kelly, E. L., Moen, P., & Tranby, E.
(2011). Changing workplaces to reduce
work-family conflict: Schedule control in a
white-collar  organization. ~ American
Sociological Review, 76(2), 265-290.
Bird, C. (1996). Gender, household labor,
and psychological distress: The impact of
the amount and division of housework.
Journal of Health and Social Behavior,
37(3), 217-233.

Damaske, S. (2011). For the family? How
class and gender shape women's work.
Oxford University Press.

Duxbury, L., & Higgins, C. (1991). Gender
differences in  work-family  conflict.
Journal of Applied Psychology, 76(1), 60-
74.

Frone, M. R., Russell, M., & Cooper, M. L.
(1992). Prevalence of work-family
conflict: Are work and family boundaries
asymmetrically permeable? Journal of
Organizational Behavior, 13(7), 723-729.
Greenhaus, J. H., & Beutell, N. J. (1985).
Sources of conflict between work and

|
OPEN aAccsss IRIAEM

315


about:blank

[36].

[37].

[38].

[39].

International Research Journal on Advanced Engineering

;"'; and Management
https://goldncloudpublications.com

e ISSN: 2584-2854
Volume: 02

Issue: 03 March 2024
Page No: 307-316

\RJAEM

i https://doi.org/10.47392/IRJAEM.2024.0045

family roles. Academy of Management
Review, 10(1), 76-88.

Hill, E. J., Hawkins, A. J., Ferris, M., &
Weitzman, M. (2001). Finding an extra day
aweek: The positive influence of perceived
job flexibility on work and family life
balance. Family Relations, 50(1), 49-58.
Hill, E. J., Ferris, M., & Martinson, V.
(2003). Does it matter where you work? A
comparison of how three work venues
(traditional office, virtual office, and home
office) influence aspects of work and
personal/family life. Journal of Vocational
Behavior, 63(2), 220-241.

Kossek, E. E., Barber, A. E., Winters, D.,
& Baldwin, S. (2006). Using the job
demands-resources model to predict
burnout and performance. Human
Resource Management, 45(3), 247-261.
Shockley, K. M., Shen, W., DeNunzio, M.
M., Arvan, M. L., & Knudsen, E. A.
(2017). Disentangling the relationship

OPEN aAccsss IRIAEM

[40].

between gender and work-family conflict:
An integration of theoretical perspectives
using meta-analytic methods. Journal of
Applied Psychology, 102(12), 1601-1635.
Kelly, E. L., Moen, P., & Tranby, E.
(2011). Changing workplaces to reduce
work-family conflict: Schedule control in a
white-collar ~ organization. ~ American
Sociological Review, 76(2), 265-290.

316


about:blank

