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ABSTRACT: This study explores how workplace policies and family support systems impact the work–family balance 
of married working women in Gurugram district. Drawing from qualitative and quantitative data collected through 
structured questionnaires and interviews, the article highlights the significant role played by flexible working hours, 
parental leave, and supportive organizational culture. It also examines the complementary effect of spousal support, 
extended family help, and domestic assistance. The findings reveal that when both workplace policies and family 
support align, women experience lower stress levels, better job satisfaction, and higher perceived performance in both 
professional and family roles. The paper concludes with recommendations for employers and policymakers to create 
inclusive work environments that acknowledge the dual roles of married women. 
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I. INTRODUCTION 

 

Context and importance of studying work–family balance in urban India 

In recent decades, India has witnessed profound economic and social transformations, especially in its urban centers. 
The rapid expansion of service industries, information technology (IT), finance, retail, and healthcare sectors has 
created a growing demand for skilled labor, drawing a significant number of women into paid employment. Amidst 
these shifts, the concept of work–family balance has emerged as an essential area of study, given its implications for 
individual well-being, organizational productivity, and broader societal progress. 
 

Work–family balance refers to an individual’s perception of successfully managing and fulfilling both work-related and 
family-related obligations (Greenhaus & Beutell, 1985). In patriarchal societies like India, where traditional gender 
roles often position women as primary caregivers and homemakers, the balancing act becomes especially challenging. 
The pressures are further amplified in urban areas due to high-paced lifestyles, nuclear family structures, and rising 
costs of living, which often necessitate dual incomes. 
 

As married working women shoulder responsibilities at both home and the workplace, understanding the factors that 
enable or hinder their ability to maintain a healthy work–family balance becomes crucial. Poor balance can lead to 
stress, burnout, job dissatisfaction, family conflicts, and even attrition from the workforce, which undermines both 
individual well-being and economic growth (Frone et al., 1992). Therefore, studying work–family balance in urban 
India not only contributes to academic literature but also offers practical insights for employers, policymakers, and 
families. 
 

Changing social and economic roles of married women in Gurugram 

Gurugram, formerly known as Gurgaon, is a prominent urban and corporate hub in India’s National Capital Region 
(NCR). Often characterized by its skyline of multinational corporate offices, modern apartments, and gated 
communities, Gurugram represents the aspirations and contradictions of India’s urban middle and upper-middle classes. 
Within this context, the participation of married women in formal employment has seen a steady rise. 
 

Many married women in Gurugram are employed in IT services, banking, education, retail, and healthcare. These 
sectors demand time-bound deliverables, client interactions, and sometimes, extended working hours. At the same time, 
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societal expectations continue to cast women as the primary managers of domestic responsibilities, including childcare, 
eldercare, and household chores. 
 

This dual expectation results in what Hochschild (1989) famously described as the “second shift,” where working 
women face a workday at their job followed by unpaid work at home. For married women in Gurugram, the strain can 
be particularly pronounced due to urban living demands, commuting challenges, and often limited access to extended 
family networks that traditionally provided childcare and emotional support. 
 

The growing economic contribution of married women is undeniable, yet the structural and cultural support systems 
required to ease their burden have not always kept pace. It is within this backdrop that the significance of workplace 
policies and family support systems becomes most evident. 
 

Significance of workplace support policies (flexible hours, leave, childcare facilities) 

Organizations today increasingly recognize the link between employee well-being and organizational outcomes such as 
retention, engagement, and performance. As part of this recognition, workplace policies designed to support work–life 
balance have gained prominence, including: 
 

• Flexible working hours: Allowing employees to adjust their start and end times to accommodate family 
commitments. 

• Remote work/telecommuting: Offering the option to work from home, at least partially. 
• Paid parental leave: Extending maternity, paternity, and adoption leave benefits beyond statutory minimums. 
• Childcare support: Providing on-site childcare centers, childcare allowances, or tie-ups with childcare providers. 
• Supportive management: Encouraging open dialogue about work–family challenges and fostering an inclusive 

organizational culture. 
 

In the context of married working women in Gurugram, such policies can alleviate the daily strain of balancing roles. 
Flexible hours may enable women to drop children at school; remote work can reduce commuting stress; and childcare 
support can assure mothers of their children’s safety during work hours. 
 

However, the effectiveness of these policies depends not just on their presence but also on their accessibility, 
awareness, and the organizational culture that surrounds them (Lockwood, 2003). A policy that exists on paper may 
have limited impact if employees fear being penalized for using it or if immediate supervisors discourage flexibility. 
 

Role of family structure and cultural expectations 

While workplace support is critical, it operates alongside the equally important sphere of family support. In many 
Indian households, married women continue to bear a disproportionate share of domestic responsibilities, shaped by 
cultural norms that view caregiving as inherently female. 
 

Family support can manifest in various forms: 
• Spousal support: Sharing household chores, childcare duties, and emotional encouragement. 
• Support from in-laws or parents: Assisting with childcare, meal preparation, or running errands. 
• Paid domestic help: Hiring household workers to reduce routine burdens. 
 

In urban nuclear families, the absence of extended family members can make the role of an involved spouse 
particularly significant. Studies have shown that married women with supportive husbands report lower levels of work–
family conflict and greater life satisfaction (Rajadhyaksha & Velgach, 2009). 
 

Cultural expectations, however, can hinder progress. Deeply ingrained gender norms may make some women feel 
guilty for prioritizing work over home, while some husbands or family members might perceive domestic work as 
solely the woman’s responsibility. This tension underscores the need to address family-level attitudes alongside 
workplace interventions. 
 

 

 

http://www.ijirset.com/


|www.ijirset.com |A Monthly, Peer Reviewed & Refereed Journal| e-ISSN: 2319-8753| p-ISSN: 2347-6710| 

         Volume 14, Issue 8, August 2025 

         |DOI: 10.15680/IJIRSET.2025.1408106| 

 

IJIRSET©2025                                         |     An ISO 9001:2008 Certified Journal   |                                     19130 
 

Objectives of the study 

Recognizing the intertwined nature of organizational policies and family support, this study focuses on married 
working women in Gurugram district to: 
1. Identify workplace policies that help women manage work–family balance. 
2. Examine the role of family support, especially from spouses and immediate family, in reducing work–family 

conflict. 
3. Analyze the combined effect of workplace and family support on women’s perceived performance in professional 

and domestic roles. 
4. Offer recommendations to employers and policymakers on fostering an environment conducive to work–family 

balance. 
 

II. REVIEW OF LITERATURE 

 

The discourse on work–family balance has evolved significantly over the past few decades, particularly following the 
foundational work of Greenhaus and Beutell (1985), who conceptualized work–family conflict as “a form of inter-role 
conflict in which the role pressures from the work and family domains are mutually incompatible.” Their model 
identified time-based, strain-based, and behavior-based conflicts that occur when demands from work and family 
overlap or clash. Later, Frone et al. (1992) expanded this understanding by exploring both directions of conflict: work 
interfering with family (WIF) and family interfering with work (FIW). Their research highlighted that work–family 
conflict can negatively affect job satisfaction, life satisfaction, and psychological well-being, laying the groundwork for 
subsequent studies examining organizational strategies to address this issue. 
 

In response to the challenges identified, scholars have turned their attention to organizational interventions designed to 
support work–life balance. Allen (2001) emphasized the importance of flexible work arrangements, including flextime 
and telecommuting, as key mechanisms to reduce work–family conflict. Similarly, family-friendly benefits such as paid 
parental leave, on-site childcare, and dependent care support have been associated with lower turnover intentions and 
greater employee engagement (Kossek & Ozeki, 1998). Research also points to the critical role of organizational 
culture: policies alone may not suffice if the prevailing culture discourages their use or stigmatizes those who do 
(Thompson et al., 1999). For instance, supportive supervisors and peers significantly influence employees’ willingness 
to utilize flexible options without fear of career repercussions (Hammer et al., 2009). 
 

Parallel to organizational factors, a substantial body of literature has explored the impact of family support systems on 
women’s professional advancement and well-being. Parasuraman and Greenhaus (1997) observed that spousal 
support—both emotional and practical—is positively correlated with women’s career satisfaction and lower perceived 
conflict. Barnett (1998) further argued that dual-earner couples with equitable division of household labor report higher 
marital satisfaction and reduced stress. In societies where extended families play an active role, grandparents often 
provide childcare support, reducing work–family pressures (Ramu, 1989). However, research also suggests that family 
support alone cannot fully offset workplace inflexibility, highlighting the need for interventions in both domains. 
 

In the Indian context, research on work–family balance has grown, but significant gaps remain, particularly regarding 
urban districts like Gurugram. Rajadhyaksha and Velgach (2009) examined Indian managers and found high levels of 
work–family conflict driven by long work hours and rigid organizational norms. Sethi et al. (2018) emphasized that 
urban Indian women often navigate the intersection of modern professional aspirations and traditional gender 
expectations, leading to guilt and stress. Studies by Budhwar et al. (2005) noted that Indian organizational culture often 
underutilizes formal work–life policies, relying heavily on informal arrangements or managerial discretion. However, 
limited empirical work specifically examines how the combined effect of workplace policies and family support 
contributes to the work–family balance of married working women in high-pressure urban centers like Gurugram. 
 

Taken together, existing literature clearly establishes that both organizational interventions and family support systems 
play vital roles in managing work–family conflict and enhancing women’s career satisfaction. Yet, there remains a need 
for localized, context-specific research that captures the lived experiences of married working women in rapidly 
urbanizing districts, where economic pressures, cultural norms, and corporate demands intersect. This study seeks to fill 
that gap by examining the role of workplace policies and family support in shaping work–family balance among 
married working women in Gurugram district. 
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III. RESEARCH METHODOLOGY 

 

This study adopts a mixed-method approach to explore the role of workplace policies and family support in enhancing 
work–family balance among married working women in Gurugram district. The mixed-method design was chosen to 
capture both the breadth of quantitative patterns and the depth of qualitative insights about women lived experiences. 
 

Primary data was collected from a purposive sample of 120 married working women employed in sectors such as 
information technology, education, banking, retail, and healthcare within Gurugram. Participants were selected to 
represent a range of ages, family structures (nuclear and joint families), and levels of professional responsibility. Data 
collection involved two tools: a structured questionnaire and semi-structured interviews. The questionnaire included 
closed-ended questions to capture demographic details, perceived work–family conflict, satisfaction levels, and 
awareness and use of workplace policies (like flexible work hours, parental leave, and childcare support). To 
complement this, in-depth interviews were conducted with 20 participants to explore personal narratives about family 
dynamics, cultural expectations, and workplace culture. 
 

Secondary data was sourced from journals, government reports, organizational HR policy documents, and published 
studies relevant to work–family balance, urban women’s employment, and Indian workplace culture. 
 

The quantitative data from questionnaires were analyzed using descriptive statistics (percentages, means, and standard 
deviations) to identify common trends and differences across sub-groups. The qualitative data from interviews were 
thematically analyzed to identify recurring themes, such as types of family support, barriers to using flexible policies, 
and perceived impact on career progression and family life. 
 

Ethical considerations, including informed consent and anonymity, were strictly maintained. By integrating numerical 
trends with rich personal narratives, the methodology aims to present a holistic understanding of how organizational 
and family factors jointly shape work–family balance for married working women in Gurugram. 
 

Table 1: Key Workplace Policies Supporting Work–Family Balance among Married Working Women in Gurugram 

 

S. No. Workplace Policy Purpose / Impact 

1 Flexible working hours Allows adjustment of work schedule 
to family needs 

2 Remote work / telecommuting Reduces commuting time and 
enables work from home 

3 Paid maternity and parental leave Supports family care during 
childbirth and early parenting 

4 Childcare support (on-site / 
allowance) 

Eases childcare burden, especially 
for nuclear families 

5 Supportive supervisors & inclusive 
culture 

Encourages employees to utilize 
policies without stigma 
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Figure 1. Combined Effect of Workplace Policies and Family Support on Work–Family Balance 

 

IV. FINDINGS AND DISCUSSION 

 

The study revealed that married working women in Gurugram perceive flexible working hours and remote work 
options as the most helpful workplace policies for balancing family responsibilities. Women employed in organizations 
offering on-site childcare or childcare allowances also reported lower levels of work–family conflict. Importantly, the 
effectiveness of these policies was significantly influenced by workplace culture—those who felt supported by 
supervisors and peers were more comfortable using flexible arrangements without fear of being judged. 
 

On the family front, spousal support emerged as the strongest predictor of perceived work–family balance. Women 
whose partners shared childcare and domestic tasks reported higher job satisfaction and lower stress levels. Support 
from extended family members, such as parents and in-laws, further eased childcare challenges, especially during 
emergencies. 
 

The combined analysis suggests that workplace policies alone cannot fully mitigate work–family conflict; rather, they 
are most effective when complemented by robust family support systems. Women lacking family support often faced 
higher stress, even in flexible organizations, whereas those with supportive families benefited more from existing 
workplace policies. These findings highlight the need for a holistic approach—where organizational interventions and 
family-level changes work together to promote sustainable work–family balance for married working women in urban 
contexts like Gurugram. 
 

V. CONCLUSION 

 

This study underscores that achieving work–family balance among married working women in Gurugram requires 
more than workplace policies alone. Flexible hours, remote work, and childcare support help reduce work–family 
conflict, but their real impact emerges when supported by family-level interventions—especially active spousal 
involvement and extended family support. Together, organizational flexibility and domestic cooperation lower stress, 
improve satisfaction, and enhance professional and family role performance. Employers, policymakers, and families 
must therefore collaborate to create an environment where women can thrive, ensuring that economic progress is 
matched by social change that values shared responsibilities at home and at work. 
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