6.1

6.2

6.3

Chapter 6
GENERAL ANALYSISOF WORKING
WOMEN IN KOTA CITY
I ntroduction
Data Analysis and Findings

Finding of Focus Group



Chapter 6
GENERAL ANALYSISOF WORKING WOMEN INKOTA CITY

6.1 Introduction

Data processing and analysis are the first steps in the process of turning raw
data into information. The analysis involves using statistical techniques to order data
with objective of obtaining answers to the research questions. Research findings are
analyzed, then interpreted, and conclusion are drawn regarding the link utilizing the
analysis s output. (Cooper, D.R. & Schindler, P.S. 2011).

6.2 DataAnalysisand Findings

Interpreting the research that was gathered using the well designed and
validated instrument is known as data analysis. The collected data is analyzed
statistically. It is an instrument utilized to achieve the goals and objectives of the
research study. Analysis of respondent s profile and questionnaire analysis is done
through it.

6.2.1 Respondent Profile

6.2.1.1 Age of the Respondents Age is a key indicator of importance to
decide the constraints and problems women face. Generally, the teaching jobs and

banking jobs are preferred by women in the young age.

Table 6.1 : Age of Working Women in Organizations

Type of Organization
Age Total
Govt. School | Govt. Office | Bank | Pvt. School

15-25 80 78 69 60 287
26-36 36 68 438 77 229
37-47 26 09 10 08 53
Above 48 18 05 33 15 71
Total 160 160 160 160 640
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Fig. 6.1: Ageof the Respondents

80 v
]
g 701
©
§ 60 -
¥ oo
Q
S 40 A
o
S 30 A
<

20 A

10 A

0

Govt. School Govt. Office Bank Pvt. School
Organizations
m15-25 m 26-36 37-47 u Above48

The table and figure shows that 287 respondents are from 15-25 age group and
229 respondents are from 26-36 age group. This can be compared with 37-47 age
group with only 53 respondents and above 48 years reportedly were 71 respondents.
Table 6.1 and the figure indicate that up to the age of 36, the number of women
employees is higher compared to other age groups. In the 15-25 age group, the
number of respondents is the highest across all workplaces. However, in the 26-36
age group, the highest number of respondents is found in Private schools and
government offices, whereas government schools and Banks have fewer respondents

in this age range.

6.21.2 Marital Status
decisive indicator in working women’s life. Marriage provides security to the women

Marital status is the most important and most

in every sphere of life. Be, it at workplace or outside their homes.

Table 6.2 : Marital Status of Working Women in Organizations

M arital Type of Organization Total

Status | Govt. Office | Govt. School | Govt. Bank | Pvt. School ©
Unmarried 95 83 67 90 335
Married 63 64 78 67 272
Widow 01 06 13 03 23
Others 01 07 02 0 10
Total 160 160 160 160 640
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Fig.6.2: Marital Status of Working Women
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52.3% respondents are unmarried out of 640 respondents, 28.3% are from
Govt. Schools, 24.77% are from Govt. offices and 20% are from Banks and 26.86%
are from Private Schools.

In the given table and figure the unmarried respondents were highest in
number in comparison to the married ones. And, Govt. Schools and Private Schools
dominate the employment status out of all the women employees reported in this
survey.

The above table and figure shows the comparison between unmarried and
married respondents. The unmarried respondents were maximum in number in both
Govt. schools and offices as well as in Private schools. And, married respondents

were maximum in Banks out of the four workplaces.

6.2.1.3 Educational status Education improves the decision making ability
of women. She can take her own decisions in life after being exposed to education.
Education allows women to protect their rights and interests against unjust social
order. Education induces perception, individual thought process to think reasonably
and rationally. It has been studied and a laid fact that "uneducated women" become
submissive at one or the other instance in families. Educational background also helps
to find out the relationship between education of women and there respective
professional choices.
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Table 6.3 : Education Status

Type of Organization
Qualification Govt. Govt. - Pyt Total
School Office School
Upto 12" 05 0 15 40 60
Graduation 104 16 80 72 272
Vocational 45 143 26 25 239
Others 06 01 39 23 69
Total 160 160 160 160 640

Fig. 6.3 : Education Status
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Table 6.3 and Fig. 6.3 shows that maximum respondents are graduates and had
vocational degrees. The vocational degree was most appropriate for bank suitable
jobs. And, the respondents with 12" class qualification and others category were
reported to be only 60 and 69 in number.
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(A) Government Girls Higher Sec. School, Vallabh Nagar, Kota

Source : Captured by the Researcher during survey.

(B) Principal, Govt .Girls Higher Sec. School, Vallabh Nagar, Kota

[y

Source : Captured by the Researcher during survey.

(Photo Plate - 4)
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6.2.1.4 Religion of Respondents  Religion shows the pathway towards
finding peace and solace in life. Women practicing religious practices and beliefs are
having positive approach towards the constraints they face in life.

Table 6.4 : Religion of Respondents

Type of Organization
Religion Govt. | Govt. Bank Pvt. Total
School | Office Schooal

Hindu 85 102 50 48 285
Muslim 16 08 30 16 70
Sikh 44 37 45 30 156
Others 15 13 35 66 129
Total 160 160 160 160 640

Fig. 6.4 : Religion of Respondents
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The above table and chart shows that most of the respondents are Hindus. In
comparison to the total number of respondents, the Sikhs were employed more at
Banks. And, the Muslim women population was reported to be in very less number
that is only 70. Muslim women were in higher number in Banks in comparison to
other offices. The term others has been used for Christians, Boudhs and Zoroastrians
and they were reported to be in high number in Private schools.
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6.2.1.5 Family Type of Respondents There are two types of family system
in India i.e. Nuclear family and Joint Family System. Both the family systems have
some flaws and fancies attached to them. Joint family system has proven to be more
adjustable for nurturing the children a a very primary stage. Out of the 640
respondents, 48% live in nuclear family and 45% live in joint families and 7% in
other categories.

Fig. 6.5 : Percentage of Family Types
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The figure 6.5 depicts the difference in the nuclear family and Joint Family
setup of the respondents. The problems faced by working women employees were
reported by the respondents in Nuclear Family setup due to more liabilities towards

their homes in comparison to the Joint Families.

6.2.1.6 Respondents Living Status The living status means, the house
conditions of respondents i.e self, parental, rented, others. In the data of 640 samples,
majority of working women live in rented houses i.e 45%, followed by 30% in
parental houses and 19% live in self owned house and 6% live in other categories.
The other category includes house of relatives, working women hostel etc.

Fig. 6.6 : Respondents Living Status
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The women staying in rented apartments have issues related to rent,
maintenance issues, neighbourhood related issues. And conversely, working female,
who own their houses lead a peaceful life. However, those living in rented houses

contribute more to their workplaces, as indicated in the questionnaires,

The Fig. 6.6 depicts the variation in the house types of respondents. The

maximum reported are rented houses.

6.2.1.7 Job Nature of Respondents Nature of job means if they are
employed is permanent, temporary, contractua which determines the stage of
confidence of employees and their contribution towards the organization. Women
employees have lower declination for masculine jobs and are more likely towards

general management jobs.

Table 6.5 : Nature of Jobs of the Respondents

Type of Organizations
Nature of Job Govt. School | Govt. Office | Bank | Pvt. School Total
Permanent 438 24 160 115 347
Temporary 54 18 0 27 99
Contractual 42 105 0 10 157
Others 16 13 0 08 37
Total 160 160 160 160 640
Fig. 6.7 : Natureof jobs of the respondents
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In this table and figure the maximum number of respondents are permanent
and contractual. The permanent category of jobs were maximum in Private School
and Banks and maximum number of contractual jobs were in Govt. Offices and this

creates uncertainity in the job financially and for job longevity.

6.2.1.8 Job Entry Age of Respondents  Within study, 55% of the
respondents were from 25-50 age group and 22% were from 21-25 age group and rest
23% were from below 18 years of age.

6.2.1.9 Salary Profile of Respondents Economic empowerment is directly
linked with the social status and quality of life. Economic independence gives
freedom and decision making to women and the degree of constraints they are
perceiving become less in number. But, India with a patriarchal set up, biased attitude
in salary structure can be seen at adhoc and contractual basis jobs.

Table 6.6 : Respondentswith Different Salary Structure

Type of Organizations
Monthly Salary Govt. School | Govt. Office | Bank | Pvt. School Total
Less Than 15000 04 08 10 17 39
15000 - 25000 50 55 78 72 255
25000 - 35000 95 35 52 42 224
Above 35000 11 62 20 29 122
Total 160 160 160 160 640
Fig. 6.8 : Respondentswith Different Salary Structure
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The majority of respondents earn higher salaries in government offices,
followed by government schools and Banks. 255 respondents are earning the salary
between 15,000 to 25,000. And, 224 respondents are earning the salary between
25000-35000. This indicates that maximum count of respondents report to have salary
between 15000-35000. Therefore, with money comes the decisive power to spend it.

6.2.1.10 Women friendliness towards the workplaces = Women friendly
environment results in higher job satisfaction levels and higher productivity. Flexible
scheduling and leave policies are two examples of indicators that successfully support
the development of workplace culture that is welcoming to women. Equal treatment
by the authority, equal chances, policy for harassment concern and timely rewards
help in making women feasible environment. The security issues, sanitation facilities,
minimum gender bias in recruitment, stepwise promotions, growth and successful

planning contribute in making women friendliness towards their work places.

Table 6.7 : Women Friendly Environment at their Workplace
(Respondents Per ceptions)

Women Friendly Type of Organizations Total
Organizations Govt. School | Govt. Office | Bank | Pvt. School

To Great extent 28 40 74 65 207

To Some extent 95 109 36 84 324

Limited extent 35 5 20 10 70

Not at all 02 06 30 01 39

Total 160 160 160 160 640

Fig. 6.9 : Women Friendly Environment at their Workplace
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The majority of working female in the universe have expressed a sense of

organizational support and friendliness. "To some extent" i.e 324 respondents
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followed by "To great extent”" i.e 207 respondents and 70 respondents go for "To
limited extent” and 39 confirm for "Not at al" option.

Govt. Schools and Govt. Offices have reported maximum in the "To some
extent" category. But, in the Banks the "Not At All" category has shown 30
respondents in comparison to the nil performance at Private and Government schools
shows that women employees contribute less as, their working hours in Private and
Govt. schools than Banks; in Banks women men cont ribute equally to the extended

working hours due to the ongoing transaction process and work type.

6.2.1.11 Health Status of Respondents Physical and mental health of a
working professional is the major indicator of her contribution towards the institution
or working area. In India, women have high mortality rates particularly during
childhood and in their reproductive years. Working women with fixed hours of
working compromise in there meals and sleep and the abortion rates of working
women are also higher. The poor health has repercussions not only for women but
also for their families. Women in poor health give birth to low weight infants. The
reproductive health, violence against women and nutritional status are some of the

constraints they face in life due to their ill health.

Table 6.8 : Health Status of Respondents

I Type of Organization
Health Complications Govt. School | Govt. Office | Bank | Pvt. School Total
Always 19 52 25 43 139
Sometimes 72 48 71 42 233
Never 69 60 64 75 268
Total 160 160 160 160 640
Fig.6.10: Health Statusof Respondents
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In Table 6.8, 268 respondents Never specifies they went to the routine health
checkups and 233 respondents sometimes went for the same. Respondents from
government offices and Private schools recorded the highest results in the * Always’
category. Therefore, correspondence in *Always and’ Sometimes’ category have total
372 respondents. This data shows health related policies should be associated in the
organizational framework to make it more work efficient and fruitful.

Health determines the working efficiency of aworker. If the health determinants
such as proper diet, proper deep is not included in the daily routine. Then, it may
effect the health status of the individuals and may lead to stress and anxiety among
professionals and ultimately the health gets deteriorated with a major effect on the
productivity of an individual and of organization in totality.

6.2.1.12 Working Hours of Respondents The working of man and woman
are same. There are no flexible timings for women. They have household obligations
and office commitments to be completed. So, they are trapped in the vicious circle of
work; both at home and at workplace leading to psychological distress and several
health disorders with low job satisfaction levels.

In the study, around 297" respondents reported spading four hours in
household duties, 210 reported spending 10 to 12 hours on household chores and
rest 133 respondents spent less then four hoursin household chores.

6.2.1.13 Respondents reason for taking up the job  As the world is
changing. So, do India and a small crowded city like Kota City too is also changing.
Women begin to have aspirations and dreams to make their own career and look for
financial freedom and independence to work and spend. In the sample study 640
respondents around 326 respondents took up their job to support their families
financially. It was seen that 227 respondents opted for jobs by their own interest and
87 respondents for their own leisure time. This data implies that women have taken up

decision making rolesin life.

6.2.1.14 Working of Safety Cell for Respondents Functioning of protection
units or safety cells in the organizations and institutions should be established as of

prime importance to make women safe at their workplaces. The sexual harassment of
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women at work places (Prevention, Prohibition and Redressal) act 2013 says that
sexual harassment violates women’s fundamental righs to equality under Articles 14
and 15 of the Indian Constitution, their right to life and dignity under Article 21, and

their right to practice any profession or engage in any occupation or trade.

But, establishment of protection units requires functionality to prove the
difference. But, they instill courage and provide freedom to women employees to
voice out such cases in front of everyone which is rarely done by a woman due to the
traditional set up of the society.

Table 6.9 : Functional Efficacy of Safety Cellsin Organizations

. - Type of Organization
F””g;';}ii efcfl'elcl'sency Govt. [ Govt. [ g | Pvt. | Total
y School | Office School
Yes 15 13 55 57 140
No 120 125 85 70 400
Not interested 20 15 15 24 74
Never Communicated 05 07 05 09 26
Total 160 160 160 160 640
Fig.6.11: Functional Efficacy of Safety Cellsin Organizations
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In the sample study of 640 respondents, 400 have reported that there is no
proper functioning of the women safety cells at their work places and only 140
respondents replied ’yes' on the proper functionirg of the safety cell. So, the tabulated
data shows that making the safety cell functional in an organization is only possible,
when like minded philosophy for women empowerment works in the society at large.
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The above table and figure shows that women oriented safety cells does not
enjoy prominent place in the organization. It is till unacceptable or a taboo for

women employees and for administration of the organizations.

6.2.1.15 Male Perception about Respondents Current Jobs The need of
gender equality as a term defined the men-women relationship in the society. So, to
make it possible education seems to be the most powerful asset for women to achieve
it. And, it is seems to be achievable in the current scenario of unlimited options in
every field. Thereafter, women can also contribute to the city as a human resource
with an economic value. The table given explain the women’s expression on male's

perception about the current jobs.

Table 6.10 : Women’s expression on mal€e’s perception about the current jobs

. Type of Organization
Male Per ception Govt. School | Govt. Office | Bank | Pvt. School Total
Permissive 75 120 75 40 310
Partially permissive 76 28 43 70 217
Restrictive 09 06 12 20 47
Unknown 0 06 30 30 66
Total 160 160 160 160 640

Fig.6.12: Women’sexpression on mal€e' s perceptionabout thecurrent jobs
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In the study, 310 respondents reported that men perception about their job is
permissive and 217 respondents said that men were partially permissive with majority
of permissive perception of men found in Govt. offices. This perception draws and
answer to the changing men's perception towards worren in the society for the

betterment of society as a whole.
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Above figure and table shows that mens tendency towards women being
employed in different sectors is permissible and they come as supportive beings at the
workplaces. The restrictive men s perception is reported to be minimal.

To highlight the constraints women face at their workplaces, the following

significant attributes were discussed and pointed out during the primary survey.

l. Household obligations and workplace responsibilities Work-life balance
for women is a significant contributor to psychological distress. Factors such as
family size, children’s age, work hours, and the level of social support impact working
women. The efficiency of women in managing both professional and personal
responsibilities is a key area of analysis. Given table analyzed the equation between
the two variables.

Table 6.11 : Hours spent on doing household work and perceived responsibility

Household wor k Per ceived Responsibility Total
hours Always | Occasionally | Rarely Never
L ess than 4 hours 44 123 155 52 374
5109 hours 25 83 106 41 255
10 to 15 hours 01 02 05 03 11
Total 70 208 266 96 640

Fig.6.13: Hoursspent on doing household work and perceived responsbility
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The above table and figure shows that the contribution towards household work
shows maximum diversion for less than four hours and the bar showing Rarely and
occasionally done practise is much higher than the Always bar. So, the contribution

towards household work decreases with increase in its duration.
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From the analysis, respondents find more responsibilities when they work for
less number of hours at their household. Therefore, the women working more hours at
households face less responsibilities at work. And, workplace responsibilities are

more hectic than that of households one.
I1. Income and Actual Power Inherent in Expenditure

Women take of the responsibility of household chores, cooking, looking after
the children but are not provided financial freedom and decision power for her hard
earned money to be spent when and where. This is a big hurdle in their work
fulfillment and creates constraints for them. The table shows the sample data on

Monthly income and household financial decisions made by working women.

Table6.12 : Monthly Salary and Financial Decision at households made by
wor king women

Financial Decision at households
Monthly Salary Always Sometimes Never Total
L ess than 15000 30 03 04 37
15000 - 25000 172 80 07 259
25000 - 35000 145 50 20 215
Above 35000 108 18 03 129
Total 455 151 34 640

Fig.6.14: Monthly Salary and Financial Decision at householdsmadeby
working women
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Given figure and table shows that salary may differ for the employed women.
But, the decision making is women s forte. As, the Always bar and in table shows

the prominence of this category.
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In the given table 259 respondents have income within the range of 15000-
25000 have the major access to their financial decisions. And, above 35000, they have
less expenditure rights. So, it can be concluded that higher salaried respondents had

limited expenditure rights as reported in the questionnaires.

[11. Participation in Recreational Activities

Work and life balance can be boosted by recreational activities which can be
solitary or communal, outdoors or indoors. Working women bounded with household
responsibilities have work obligations. But, with recreation they can enhance their
psychological and physical hedlth. It also enhances their academic and workplace
performance. Some of the factors which obstructs women to go for recreation can be
socio-cultural problems, lack of interest, lack of time being accustomed, menstrual
problems and economic conditions are the main barriers to women participation in
recreational activities. The given table shows the attendance of female to
organizational and family functions get- together.

Table 6.13 : Attendanceto family functions and organizational get-togethers

Respondents Orgsr;zatlonal Get-Tolglither Total
Always 310 35 345
Sometimes 240 50 290
Never 05 0 05
Total 555 85 640

Fig.6.15: Attendanceto family functionsand organizational get-togethers
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According to the table data, 345 respondents have participated in the
recreational activities. And, 290 respondents have affirmative response towards
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sometimes category; the participation made by the m was once or twice in ayear. To
address the constraints they face due to Work-life balance conflict.

The table and the figure shows the Always and Sometimes category has
maximum respondent affirmations. Therefore, recreation is a major part of social life
for women. And, if not practiced will lead to pessimism in their attitudes.

IV. Morale of Organizations

Morale of organization to promote women friendly environment is one of the
important indicators the way it influences the degree of constraints which they face.
The strong moral values contribute to the status of working women at their work
places. The number in higher order shows greater degree of organizational morale.

Table 6.14 : Morale of Organization

M orale of Type of Organization Total
Organization Govt. School | Govt. Office | Bank |  Pvt. School
Four 50 06 08 28 92
Three 38 107 25 81 251
Two 54 34 52 27 167
One 18 13 75 24 130
Total 160 160 160 160 640

Fig.6.16: Moraleof Organization
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The table and figure shows that the maximum dissatisfaction can be seen in
Banks. As, the four, three, two order shows less number of bank employees and the
one order has maximum number of bank employees.

In the study sample of 640, only 92 respondents rated morale of organization
highest at four and majority of the respondents i.e 251 rated the organization at three.
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It is shows that other frequencies showing moral values are less moral friendly. Out of
al respondents Govt. offices and Private schools have higher rated morale of
organizations. And, the lowest rating is in Banks; where the morale of organization is

not supporting the women.

V. Recognition of Girl Child

Recognizing the present the position of female in society can be checked by
guestion they have been asked about birth of a girl child. In sample study of 640
respondents, 300 respondents reported that they were invited on the birth of girl child
and 250 respondents reported that they were invited only on the first birthday and rest
90 respondents said they were never invited. As, their istwo child policy Norm being
practiced; And, women are themselves are against the birth of girl child hindering
their progress and growth in the society.

VI. Promotion at Workplaces

Job satisfaction level is an important factor to analyze the constraints faced by
working women at their work places. In order to check it; Promotion Parity Index is
used to identify the perceived job satisfaction amongst women. Out of the 640
respondents, 512 respondents reported promotion on time, 95 respondents were held
for some period of time for promotion due to discrimination and 33 respondents were
unaware of such condition. So, majority found promotion at correct time in their job
status.

VII. Number of Children

Women are biologically different from men because they play various roles in
society. Women being a wife and thereafter a mother is a major responsibility to
perform. As, she runs a household and raises children at the same time. Therefore, the
role of women at the household is unconditional. But, on the contrary it is left
unrecognized by the society. In the current scenario, Two child norm is acceptable
and mandatory in the society. But, the findings report that around 310 respondents
had single child and 250 respondents had two children and the rest 80 respondents did
not have a child. It is perceived that women has to put a lot of efforts in raising their
children by taking leaves, skipping work schedules to make it happen. And, this
works as a biggest constraints in psychological terms.
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VIIl. Leave Related M atters and Perceived Satisfaction

Leave related clause incorporated by the organization for females is a utmost
requirement to be implemented. Maternity leaves, child care leaves and leaves for
their household work are to be exercised by the organization to promote job
satisfaction amongst females. The referred table shows satisfaction of respondents

regarding leave related matters.

Table6.15 : Leave Related M atters and Perceived Satisfaction

- Type of Organization
L eave Provisions Govt. School | Govt. Office | Bank | Pvt. School Total
Excellent 19 14 45 32 110
Good 85 125 74 106 390
Bad 56 20 30 19 125
Others 0 01 11 03 15
Total 160 160 160 160 640
Fig.6.17: Leaverdated mattersand perceived satisfaction
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The leave provisions are considered good and by the majority of the
respondents and the most unsatisfactory leave policies were found in Govt. offices

and Banks.

The table shows that Govt. offices and Private schools reported to be having
'good’ leave provisions approved by 125 and 106 repondents. And, the most worse
leave provisions reported in Govt. schools by 56 respondents. The data revealed that

leave policies are considered by the organizations but 'bad’ and 'others' category also
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found a place in the assessment. Therefore, working women face constraints at leave
provisions which need to be solved amicably promoting job satisfaction amongst

them.
I X. Cooperation from co-workers

Men and women contribute to make a society. If, the society creates favourable
conditions for men and women both. Then, they can equally contribute towards
societal growth. In similar sense, organizational co-workers play an important role in
making women friendly working conditions. And, this reduces the constraints they
face at their work places and strengthens their status and job satisfaction level.
Question related to this were asked to the respondents and the table data shows the

answers given by them.

Table 6.16 : Perception about Co-workers

. Type of Organization
Perception a0ut |50 1 Gont. | oy | P | Total
School Office School
Trust worthy 28 30 92 55 205
Communicative 89 114 33 76 312
Partial Trustworthy 17 09 22 15 63
Not to trust 26 07 13 14 60
Total 160 160 160 160 640
Fig.6.18: Perception about Co-workers
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The given table and figure shows that the co-workers were trustworthy and
communicative in majority. As, the highest trustworthy co-workers were reported to
be in Banks reported by the respondents.

Among the four responses provided;, majority of the responses work
"communicative" and most trustworthy i.e 92 responses were from bank. And ’not to
trust’ category reported 26 responses from Govt. schools. But, out of 640 respondents,
205 were trustworthy and 312 responding work communicative showing upper level
of cooperation by the co-workers. But, 123 responses were from "partial trustworthy"
and 'not to trust’s category. Therefore, the resuls show women are facing constraints

due to co- workers at their work environments.

X. Sanitation and Constraints
Sanitation and hygiene are a prerequisite for working female who are staying
at offices for longer hours. Proper toilets, rooms and other required amenities like
restrooms should be considered necessary at their work places. Women need a
hygienic environment, specially during menstrual period and pregnancy to avoid any
disease transmission.
Table 6.17 : Satisfaction with Sanitation Facility

Satisfaction with Type of Organization Total
sanitation facility | Govt. School | Govt. Office Bank Pvt. School
Strongly Satisfied 74 25 67 39 205
Somewhat satisfied 44 117 72 80 313
Not satisfied 42 18 21 41 122
Total 160 160 160 160 640
Fig.6.19: Satisfaction with Sanitation Facility
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The given table and figure shows that sanitation facilities are required to be
given importance. As, the respondents giving responses to somewhat satisfied and not
satisfied are more than half of them. So, sanitation facility needs prime importance at

every workplace to ensure health status of the professionals.

Among the provided responses, 117 respondents from Govt. offices reported
Somewhat Satisfied . And, 74 responses from Govt. schools to be strongly satisfied.
And, maximum dissatisfaction was also reported in Govt. school i.e 42 responses and
41 responses from Pvt. schools. The given responses has given a picture of the
constraints women face related to sanitation facilities. Therefore, more attention
should be given to promote sanitation facility at the workplaces.

So, considering the constraints like household responsibility, perception of co-
workers, sanitation facility, morale of organization and above mentioned all attributes
contribute to determine the life and working of women professionals at workplaces
adding to their productivity and longevity at their jobs.

6.3 Finding of Focus Group

Here, the researcher s main aim is to discuss various topics in the focus group.
6.3.1 Role of working women in organizations

Table 6.18 : Role of Working Women'’sin Organizations

Statements Distribution of different statements of employees
Strongly Agree 190
Agree 285
Neutral 45
Disagree 65
Strongly Disagree 55
Total 640

Fig. 6.20 : Role of working women in or ganization
Digtribution of different statements of employees
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In this research study, it is identified that women employees play an important
role in achieving the aims and objectives of the organizations in effective manner. The
role of men and women both in an organization should be well identified. As, equal
opportunities are to be given to both men and women. It is important to include
various incentives and extra benefits for women employees. This strategy will
motivate them to work harder for the organization.

Women employees have different behavious, attitudes and perception towards
handling work. Women are half of the human resource population of any place. At
some instances, women are considered incapable for doing some kind of tasks, But
with increasing number of selection of women candidates in different sectors will
allow the organizations to bring a suitable change in the prevailing cultures and
values. In the interviews, respondents have stated being given equal remuneration and
egual opportunities towards different tasks. It is important to note that the number of
respondents who have disagreed with the role of women in an organization are still in

asituation of flux. They are not given equal opportunities as men at work.

S0, the organization should make changes in the policies to understand and deal
the management of women employees. Because, developing a system suitable for
women to contribute for the growth and development of organization is a beneficiary
tool for their own development.

6.3.2 Impact of Work Life Balance on Women Employees

Table 6.19 : Impact of Work Life Balance on Women Employees

Statements Distribution of different statements of employees
Strongly Agree 210
Agree 297
Neutral 42
Disagree 56
Strongly Disagree 35
Total 640

With the help of focus group it is identified that work life balance is useful in
managing both household and work front. Work life balance is a concept that has held
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its importance because the number of women employees have increased. And, women
employees need to priortise their personal and professional life. Women are moving
towards bringing a social and economic change in the society. As, they are getting
educated with vocational degrees have become eligible for different kinds of job.
Therefore, they are exposed to opportunities. But, women need to perform multiple
tasks simultaneously. A person who plays as a multitasker with multiple roles to play
has both negative and positive effects on the mental health and well being of the
professional women. Therefore, work life balance concept will help women to
manage both at the same time. On the basis of work life balance, women employees
use both emotional and problem focused coping strategies, so that they can effectively
deal with the work life conflict. In the survey, the respondents were asked about the
number of hours they work on daily basis. On which the respondents expressed the
need for flexible time schedule for women to maintain the work life balance. So, the
organization should plan and make policies considering women employees, but, this
was also highlighted in the research study that, family needs can not be sustained by
single person s earning. So, developing a societial culture which supports working
women professionals is today s financial need. And, gender bias should be eradicated
for better organizational growth.

Fig. 6.21: Impact of worklifebalance on women employees
Distribution of differ ent statementsof employees
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