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Abstract
The concept of women working in Indian heritage environment has always been challenging 
and much more of those women working in police force. A study of this research covered the 
challenges being faced by women police in Tiruchirappalli, South India. This research addressed 
the challenges on women police family bonding, women police stress, and health. A survey is 
conducted with 100 police personnel to perform quantitative analysis.
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Introduction
 P.Robbins (as cited inC.D.Balaji, 2016) Human resource management 
(HRM) refers to the management of people in organization. It is the systematic 
approach to achieve organizational objectives., through the optimal use of 
skilled employees. The objective is to ensure that the organization has the 
required human resources to achieve its goals. “HRM is concerned with 
the people dimension in management. It is a process consisting of four 
function acquisition, development, motivation, and maintenance of human 
resources. According to Gary Dessler(as cited in C.D.Balaji, 2016), “Human 
Resource management is the process of acquiring, training, appraising, and 
compensating employees and attending to their labour relations, health, safety 
and fairness concerns”
 The Objective of HRM is to consider employee as human assets and human 
capital and not as costs, to enable the firm assess and obtain the right number 
and type of employees at the right time. The human element is the most vital, 
indispensable and inevitable aspect in every organization. Most importantly, 
the quality of human resource determines effective and efficient utilization of 
internally available and externally accessible resources.
 In addition to the general challenges of employees in an organization, it 
should be recognized that female employees do have additional challenges in 
terms of various aspects. It should be also noted that the expectations towards 
working women have been tremendous without any compromise. Women in 
this century is also equally good and very competitive in both working and 
personal life. 
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 Therefore, at times, work-life balance between 
the professional career and family/personal have 
become a greater concern, especially among the 
women employees since they do have additional 
responsibilities towards family management and 
development. Hence achieving work-life balance is 
an ultimate focal point of the women’s life today.
 Work Life Balance is a concept including proper 
prioritizing between work (career and ambition) 
and “Life Style” (health, pleasure, leisure, family, 
and spiritual development). This is related to 
the idea of lifestyle choice. Work life balance 
describes the relationship between your work and 
the commitments in the rest of your life, and how 
they impact on one another. Employers, employees 
and government want to maximize participation in 
the workforce. Work life Balance terms are used to 
describe the balance that an individual need between 
time allocated for work and others aspects of life. 
Areas of life other than work life can be, but not 
limited to personal interest, family and social, or 
leisure activities.
 This paper is an initial attempt to explore the tough 
challenges faced by working women in maintaining a 
balance between their personal and professional life. 
Factors such as family and health/stress affecting the 
work-life balance of married working women have 
been examined in this paper.

Literature Review
 There have been numerous definitions about 
Work Life Balance and following is a literature 
compilation of definitions from various authors.

Source Definition

Clark (2001)
Satisfaction and good functioning at 
work and at home with a minimum of 
role conflict 

Greenhauset 
al.(2003)

The extent to which an individual is 
equally in – and equally satisfied with 
– his or her work role and family role.

Frone (2003)
When there are low levels of inter-role 
conflict and high levels of inter-role 
facilitation.

Mark and 
MacDermid (1996)

The tendency to become fully engaged 
in the performance of every role in 
one’s total system, to approach every 
typical role and role partner with an 
attitude of attentiveness and care.

Kirchmeyer (2000)

Achieving satisfying experiences in 
all life domains, and doing so requires 
personal resources such as energy, 
time and commitment to be well 
distributed across domains.

Hill et al. (2001)

The degree to which an individual is 
able to simultaneously balance the 
temporal, emotional, and behavior 
demands of both paid work and family 
responsibilities.

Grzywacz& Carlson 
(2007)

“...as accomplishment of role -related 
expectations that are negotiated and 
shared between an individual and 
his/her role partners in the work and 
family domains .” (p. 459)

 McCraty and Atkinson (2012) stressed that 
balancing work-life is vital to achieve harmony 
in physical, emotional, and spiritual health. 
These indicators are vital to one’s success. She 
also mentioned that psychological issues can be 
encountered, which is due to isolation from family 
friends. 
 Weerasinghe and Abeykoon (2017) concluded 
in his research that the personal factors are the 
significant association for job satisfaction and 
it was stressed that factors like flexible working 
arrangement and family friendly policies can be used 
to enhanced Work Life Balance. 
 PrashantLele (2018) revealed that police 
department provided Training Programmes on stress 
Management, communication skills, team building 
and attitudinal change, but inadequately. Therefore, 
this was resulted to problems such as alcoholic police 
constables, family problems, and psychological 
disorder. It should be noted that proper complete 
training programmes must be made available to 
personnel to eliminate the problems.Abendroth and 
Dulk(2011)proven that emotional family support has 
a positive impact on work life balance satisfaction. 
So it should be noted the family structure is one of 
the important factors towards a successful work life 
balance.
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 Lavanya and Thangavel (2014) proposed that 
flexi working hours should be made available to 
organization as compulsory policy, therefore it will 
help the women employees to be more responsible 
and to be productive at work.
 Lunau T (2018)highlighted that there is an 
association between a poor work life balance and 
poor health across a variety of European countries. It 
should be noted that health can be certainly affected 
if work-life is not appropriately balanced.Hill et.al 
(2001) identified the main factors for work-life 
balance are stress influence, time management, work 
load, time pressure, overall feelings of job stress, job 
satisfaction, organizational commitment and labour 
turnover. The result of the study provided evidence 
of construct validity implication for theories of 
occupational stress as well as organizational practice.
 The result of the Yildiz, S (2008) indicated that 
significant relationship between in addition to time 
balance, social relation work environment, are the 
other six factors also affected the well-being of 
the police. They are Rank,Department, optimism, 
isolation, income sufficiency and working days per 
week.
 The study supported that work stress could lead 
to insomnia and partially disruption of work life 
balance. The strategies to prevent work demand 
from interfering with personal life such as clear 
work life boundary could probably decrease the risk 
of insomnia in employee who are under higher work 
stress.
 Mehta and Kundnani (2018) also identified 
critical factors such as (i) the effects of organizational 
support, (ii) Work Family Conflict, (iii) Work place 
stress, and (iv) personality on work life equilibrium 
to reduce work-based stress. 
 Thevanes and Mangaleswaran (2018) has 
concluded in the research that Work Life Balance 
has a positive significant relationship between the 
job performance and quality of work life. The better 
work life balance in a given firm will always lead 
to improve the job performance of an employee. In 
addition,a good and healthy work life balance will be 
achieved.

Research Methodology 
 The study is a collection of both primary and 
secondary data. A structured questionnaire is 
designed to measure their work–life balance. This 
questionnaire was distributed to 100 women police 
in Tiruchirappalli police stations.

Data collection Questionnaire

Type of Data Primary data & 
Secondary data

Sample Size 100

Type of Questionnaire Structured (59 
Questions)

Research Instrument Descriptive and 
correlation analysis

Sampling Technique Simple Random 
Sampling

Research Objectives
1.  To study the profile characteristics and the 

nature of women police in Tiruchirappalli.
2.  To test the relationship between profile 

characteristics and work life balance and its 
factors. 

Hypothesis Statements 
 Hypothesis 1: There is a positive association 
betweenage of the police women and work life 
balanceand its factors.
 Hypothesis 2:  There is a significant difference 
exist between work life balance and its factors across 
family type.
 Hypothesis 3: There is a significant difference 
exist between work life balance and its factors across 
academic qualification.
 Hypothesis 4: There is a significant difference 
exist between work life balance and its factors across 
work experience.

Results and Discussion
 Results and discussion are central steps in the 
research process.  The aim of the analysis is to 
organize, classify and summarize the collected 
data so that they can be better comprehended and 
interpreted to give answers to the questions that 
triggered the research.  Interpretation is the search 
for the broader meaning of findings.  Analysis is not 
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fulfilled without interpretation; and interpretation 
cannot proceed without analysis; so, both are inter 
dependent.
 A detailed analysis of the collected data has 
been attempted as per the objectives stated earlier.  
Hypotheses were also tested based on the findings 

of the study, interpretations and conclusions were 
drawn.  In this section,several statistical techniques 
for the analysis of data gathering such as descriptive 
analysis and inferential statistics, etc. are presented 
and discussed.

Table Distribution of Age of the Police Women in Tiruchirappalli City
Age

Frequency Percent
Valid 

Percent
Cumulative 

Percent

Valid

20 - 30 52 52.0 52.0 52.0
31 - 40 32 32.0 32.0 84.0
41 - 50 16 16.0 16.0 100.0
Total 100 100.0 100.0

 Table shows that, 52% of the respondents are 20 
to 30 years age group, 32% are 31 to 40 age group, 

and 16% of them are 41 to 50 age group.It is seen that 
majority of the respondents are 20 to30 age group.

Table Distribution of Academic Qualification of the Police Women in Tiruchirappalli City
Academic qualification

Frequency Percent Valid Percent Cumulative %

Valid

+2 and below 24 24.0 24.0 24.0
Diploma 14 14.0 14.0 38.0
UG Degree 50 50.0 50.0 88.0
PG Degree 12 12.0 12.0 100.0

Total 100 100.0 100.0

 Table shows that, 24% of the respondents 
have qualificationup to +2 standard,14% of the 
respondents have qualification upto diploma, 50% 
of the respondents have qualification up to Under 

Graduate degree,and 12% of the respondent have 
qualification holding Post graduate degree. It is 
inferred that majority of police women have graduate 
level of education.

Table Distribution of marital status of the police women in Tiruchirappalli city
Marital status

Frequency Percent Valid Percent Cumulative %

Valid

Single 32 32.0 32.0 32.0
Married 62 62.0 62.0 94.0
Divorcee 6 6.0 6.0 100.0

Total 100 100.0 100.0

 Table shows that, 32% of the police women are 
single, 62% police women are married and 6% of the 

respondents are divorce. It is inferred that majority 
62% of the police women are married.
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Table Distribution of Family Type of the Police Women in Tiruchirappalli City
Family type

Frequency Percent Valid % Cumulative %

Valid
Joint 72 72.0 72.0 72.0
Nuclear 28 28.0 28.0 100.0

Total 100 100.0 100.0

 Table shows that, 72% of the police women are 
joint family and 28% of the police women living 

with nuclear family. It is inferred that majority 72% 
of the police women are living with joint family.

Table Distribution of the Police Women Based on Their Working  
Experience in Tiruchirappalli City

Working experience
Frequency Percent Valid Percent Cumulative %

Valid

1 - 5 34 34.0 34.0 34.0
6 - 10 20 20.0 20.0 54.0
11 - 15 26 26.0 26.0 80.0
16 - 20 12 12.0 12.0 92.0
Above 8 8.0 8.0 100.0

Total 100 100.0 100.0
 Table reveals that, 34% of the police women have 
one to five years of experience, 20% of the police 
women havesix to ten years of work experience, 26% 
of the police women have 11 to 15 years of work 
experience, 12% of the police women have 16 to 

20 years of experience and 8% of the police women 
have above 20 years of experience. It is inferred that 
majority of the police women have one to five years 
of experience.

Table Distribution of the Police Women Based on their Working  
Experience in Tiruchirappalli City

Designation
Frequency Percent Valid % Cumulative %

Valid

Inspector 16 16.0 16.0 42.0
Sub Inspector 35 35.0 35.0 51.0
Constable 49 49.0 49.0 100.0

Total 100 100.0 100.0

 Table reveals that, 16% of the police women 
are Inspector, 35% of the police women are  
Sub-Inspector and 49% of the police women are 

constables. It is inferred that majority of the police 
women are constables.
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Table Distribution of the Police Women Based on their Time Spent on Domestic  
Activities in Tiruchirappalli City

Time spent on domestic activities

Frequency Percent Valid % Cumulative %

Valid

Less than 2 hours 32 32.0 32.0 36.0
2 - 4 Hours 28 28.0 28.0 60.0
4 - 6 Hours 25 25.0 25.0 85.0
More than 6 hours 15 15.0 15.0 100.0

Total 100 100.0 100.0
 

 Table shows the distribution of police women 
based on their time spent on domestic activities. 32% 
of the police women spent less than two hours on 
domestic activities, 28% of the police women spent 
two to four hours on domestic activities,25% of the 

police women spent four to six hours on domestic 
activities, 15% the police women spent more than 
6 hours on domestic activities.  It is inferred that 
majority of the police women spent less than two 
hours on domestic activities.

Table Distribution of the Police Women Based on Factors that Makes them to Go for Job
Factors that make to go for job

Frequency Percent Valid Percent Cumulative %

Valid

Personal Satisfaction 34 34.0 34.0 34.0
Financial Independence 18 18.0 18.0 52.0
Family Commitments 36 36.0 36.0 88.0
Others 12 12.0 12.0 100.0

Total 100 100.0 100.0
 

 Table shows the distribution of police women 
responses based on the factors that makes them to 
go for the job. 34% of the police women go for the 
job because of their personal satisfaction, 18% of 
them are for financial independence, 36% of them 

are for family commitments and 12% of them are 
for other reasons. It is inferred that majority of the 
police women go for the job because of their family 
commitments.

Table Chi-square test between age group of the police women and factors of work life balance
Hypothesis 1: There is a positive association betweenage of the police women and quality of life and its 
factors

S.No. Factors Pearson Chi-square p-value
1 Health & Quality of Life 9.265* 0.047
2 Work Efficiency 10.580* 0.032

   (** p<0.01; * p<0.05.)
 Table reveals the Chi-square test between age 
group of the respondents and factors of work life 
balance of police women opinion at three levels (low, 
moderate and high) among the variables health and 
quality of life, work efficiency, work life balance and 
age of the police women.As seen from the table 4.9, 
the p-value is less than 0.05, so the null hypothesis 

is rejected at 5 percent level of significance. Hence 
it is concluded that there is an association between 
the age group of police women and health & quality 
of life (χ2 = 9.265, p<0.05) and work efficiency  
(χ2 = 10.580, p<0.05). Also from the table 4.9, 
the p-value is less than 0.01, the null hypothesis is 
rejected at 1 percent level of significance. 



http://www.shanlaxjournals.in 21

Shanlax

International Journal of Management shanlax
# S I N C E 1 9 9 0

Table Independent Sample T-Test Between Family Type of the Police Women and Factors of Work 
Life Balance

Hypothesis 2:  There is a significant difference exist between work life balanceand its factors across family 
type

Independent Samples Test

Levene’s Test 
for Equality of 

Variances
t-test for Equality of Means

F Sig. t df
Sig. 

(2-tailed)
Mean 

Difference
Std. Error 
Difference

HQL

Equal variances assumed 6.360 .013 2.827 98 .006 2.80952 .99384

Equal variances not 
assumed

2.356** 36.248 .004 2.80952 1.19271

WE

Equal variances assumed .135 .715 -.534 98 .594 -.57540 1.07669

Equal variances not 
assumed

-.525 47.471 .602 -.57540 1.09676

 Table on t-test reveals that, the two tail significance 
for the family type indicates that p<0.05 and, 
therefore, is significant. The two tail significance for 
the family type indicates that p<0.01 and, therefore, 
is significant. It shows that there exists a significant 
mean difference among the police women on health 
& quality of life (t = 2.356, p<0.01). Also, the two 

tail significance for the family type indicates that 
p>0.05 and, therefore, is not significant. It shows 
that there isno significant mean difference among 
the police women on work efficiency (t = - 0. 534, 
p>0.05)

Table One-Way ANOVA Test Between Educational Qualification of 
the Police Women and Factors of Work Life Balance

Hypothesis 3: There is a significant difference exist between work life balance and its factors across 
educational qualification

ANOVA
Sum of 
Squares

df
Mean 

Square
F Sig.

HQL
Between Groups 237.483 3 79.161 4.057** .009
Within Groups 1873.077 96 19.511

Total 2110.560 99

WE
Between Groups 228.906 3 76.302 3.542* .017
Within Groups 2068.094 96 21.543

Total 2297.000 99
 
 One – way ANOVA was applied to find the 
significant mean difference between educational 
status among police women and the result showed 
(Table 4.11) that there is a significant mean 

difference inthe educational status of the police 
women towardshealth & quality of life (F-value = 
4.057, p<0.01), work efficiency (F-value = 3.542, 
p<0.05)
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Table One-Way ANOVA Test Between Work Experience of the Police Women and  
Factors of Work Life Balance

Hypothesis 3: There is a significant difference exist between work life balanceand its factors across work 
experience

ANOVA
Sum of 
Squares df Mean 

Square F Sig.

HQL
Between Groups 116.509 4 29.127 1.388* .024
Within Groups 1994.051 95 20.990

Total 2110.560 99

WE
Between Groups 141.101 4 35.275 1.554* .019
Within Groups 2155.899 95 22.694

Total 2297.000 99
 
 One – way ANOVA was applied to find the 
significant mean difference between work experience 
among police women and the result showed (Table 
4.12) that there is a significant mean difference in 
thework experience of the police women towards 
health & quality of life (F-value = 1.388, p<0.05), 
work efficiency (F-value = 1.554, p<0.05), 

Conclusion
 Juggling between the obligations towards the 
families and expectation of the organization can 
heave serious impact on personal life of an individual.
Therefore, it is very important for women police 
personnel to maintain a healthy relation balance 
between professional and their private life. Women 
constitute a vital role in the workforce. Achieving 
a good work life balance between personal life 
and work life commitment is growing concern for 
every organization. Better work life balance leads 
to reduction of stress, thereby maintaining healthy 
environment leads to increase work efficiency. 
 This paper experienced an attempt to explore 
the tough challenges faced by working women 
police in maintaining and balancing between their 
personal and professional life. The various factors 
affecting the work life balance of women police 
have been examined in this study. Data were 
subjected to descriptive statistics and it was found 
that the problem faced by the women police is high. 
It hypothecates that certain dimension of universe of 
the study encompasses women police, the work life 
balance affects their quality of life. 

 The epitome of successful women police 
personnel lies in the implementation of work 
life balance policies that should be successfully 
streamlined and properly followed.
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