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Introduction
Work-Life Balance does not mean an equal balance. It means the capacity to schedule the hours of professional and personal
life so as to lead a healthy and peaceful life. It is not a new concept. It emphasizes the values, attitudes and beliefs of women
regarding their age to work in organizing and balancing their work and personal life. When a woman achieves a successful
work-life balance, she has job satisfaction and becomes highly committed and productive and succeeds in her career. But, in
certain cases the woman is not able to succeed due to incapability in balancing her work and personal life. She is unable to set
her priorities. As a result, she withdraws from her work due to simple reasons like taking care of her children, aged in -
laws/parents, and other family pressures. If the man is able to share some of her responsibilities, she would be a successful
woman. A survey in the UK reveals that the majority of the women have had successful work life balance, because their
husbands shared an equal partnership both in professional and personal life. With the advancement in technology, and
education and revolution in the industrial sector, there has been a little change in Indian men too. Both the partners need to
schedule their working hours and personal hours so that they lead a professionally and personally healthy life. The woman
should also educate her children to share responsibilities to make life better and fruitful.

Work-Life Balance
Work-life balance refers to the level of prioritisation between personal and professional activities in an individual’s life and the
level to which activities related to their job are present in the home.

Review of Literature
Agarwal (2000) in his study argued that senior key executive positions are not offered to women even though women are
remarkably similar to men in their characteristics, abilities and motives.

Appelbaum et al. (2000) in their study found that the characteristics of the job and the overall work environment have
significant efforts on worker views of the extent to which companies help them balance work and family. Their results
show that benefits and formal family friendly policies are not sufficient to lead to their perception.

Alam et al. (2009) explored the correlation between working hours and work family imbalance, for three focused groups,
namely, teaching professionals and two groups from corporate houses. It was found that respondents working for 5-7 hours a
day did not consider working hours as a factor to affect work and family balance. On the other hand, women managers in
corporate sector, having long working hours (9-10 hours a day) agreed that time was a crucial factor for work family
imbalance. The study approved the association between working hour and work family conflict. 99 per cent of women
managers reported to have work family conflict because of 9 -10 hours work every day.

Lu et al. (2009) found that childcare responsibilities, working hours, monthly salary and organizational family - friendly
policy were positively related to the conflict component of work family balance whereas new parental experience, spouse
support, family-friendly supervisors and co-workers had significant positive effects on the facilitation component of work-
family balance. Moreover the authors stated that in comparison with the effects of work-family conflict, work to family
facilitation had positive effect on work and life attitudes.

Narayanan and Lakshmi (2012) worked, on 200 human resources working in Tamilnadu IT organizations and found that
work timings, excess workload, long travel, routine meetings, work on holidays are strongly influencing work-life balance of
employees.

Research Methodology
A married woman’s nature of responsibilities changes according to her life cycle. The married working women still find
themselves in a very difficult position to adjust with the work and home. The fact of being married and having a family
imposes certain restrictions on women teachers. The performance of dual role is supposed to result in role conflict and stress.
Thus, striking a balance between work and family have been an ongoing challenge for all married working Women.
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Objectives of the Study
The following objectives are framed for the purpose of the study

1. To identify the problems faced by married women teachers at work environment.
2. To offer suggestions to balance their work and life.

Population and Sample Design
For the purpose of the study, data were collected from the teachers of Arts & Science and Engineering Colleges in Erode
district adopting convenient sampling method. For the purpose of the study samples are selected in Engineering and Arts &
Science Colleges in which 620 respondents were selected as sample for the study. Primary data collected by using the
questionnaire were entered in to the number character - Excel in tabular form. The entered data were validated using
tabulators. The master table in texdata.xls format was then imported into SPSS for further analysis.

Research Instrument
Questionnaire was used as instrument for the study. The researcher designed the questions keeping in mind the factors
influencing problems at work environment  in the context of higher education. The factors related to the study were identified
from the related literature and discussions with married women teachers.

Collection of Data
Both primary and secondary data were used for the study. The secondary data were collected from Government publications
and reports, publications of the higher education in India, various journals, books, magazines and websites. The primary data
were collected from the teachers of Arts & Science and Engineering Colleges in Erode District using the questionnaire.

Analysis of Data
The data were analyzed by using Garrett’s Ranking Analysis.

Factors Influencing Problems At Work Environment
To Rank the factors influencing problems at work environment of teachers, Garrett’s Ranking Technique is used. The factors
selected for rank analysis are Working condition, Work load, Inadequate salary, Long distance, Sexual harassment at
workplace, Work stress, Leave facilities, Discrimination at workplace, Job insecurity and Work related illness.

To find out the most significant factor which influences the respondent, Garrett’s ranking technique was used. As per this
method, teachers have been asked to assign the rank for all factors and the outcomes of such ranking have been converted into
score value with the help of the following formula:

Per cent position = 100 (Rij – 0.5)/ Nj
Where

Rij = Rank given for the ith variable by jth respondents

Nj = Number of variable ranked by jth respondents

By referring the Garrett’s table (Refer Appendix-III) the per cent position estimated is converted into scores. Then for each
factor, the scores of each individual are added and then mean value is calculated. The factor having highest mean value is
considered to be the most important.

The Table shows the calculations relating to the teachers. The table reveals the number of teachers assigned ranks to the ten
factors, total score value for each of the factor and the mean score under Garrett’s Ranking Method.
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Scale and score values of factors of problems at work environment: Garrett’s ranking method
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VIII

Total 620 620 620 620 620 620 620 620 620 620

The above table indicates that the respondents assigned the maximum mean score (58.87) to the factor work load. The factor
family function (56.36) is ranked as the second most important factor. The third rank is given to the factor inadequate salary
(55.42). Sexual harassment at workplace has got the least mean score (40.76) among the ten factors listed.
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Findings
Garrett’s Ranking Analysis was applied to find out the problems faced by married women teachers at work environment. From
the analysis, it is clear that the married women teachers considered work load as the major problem faced at work place.

Suggestion and Conclusion
The married women teachers considered work load as the major problem faced at work place. Consequently married women
may face time management issues about domestic work and academic work load. It may bring them under stress and tension
that negatively affects their performance at studies and also at household activities. It is recommended that higher education
institutions design flexible working hours for married women so that they will be able to cope with the domestic work and
academic workload without stress and tension.
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