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ABSTRACT

In the present context, female employees in private banking sector are facing different obstacles
to balance the work due to personal and professional responsibilities. In the private banking
sectors, where client service, market performance, and regulatory compliance are crucial,
women professionals face substantial challenges in establishing this balance. Research
regularly reveals that gender differences in leadership remain across banking industries. Due
to issues such as unconscious bias, a lack of sponsorship, and restricted access to leadership
development opportunities. Smith and White (2019) and Adams and Johnson (2020) found that
long hours and aculture of absentee is mincrease the seissues, particularly for women with
family res ponsibilities. Flexible work arrangements, as indicated by Brown et al. (2018), are
critical for achieving work- life balance, whereas mentoring programs, as highlighted by Jones
and Smith (2021), provide critical support and advocacy for women navigating career and
personal life integration. Leadership support is critical for creating an inclusive and productive
workplace that values women's work-life balance. Implementing and promoting policies such
as flexible work arrangements and maternity leave is critical. Leaders must also develop a
culture that prioritizes personal well-being alongside professional duties. Childcare and family
aid efforts, including as on-site childcare and subsidized daycare choices, reduce the strain on
female employees while fostering gender equality and a more adaptive workplace. Career
development initiatives for women, such as mentorship programs and flexible career paths,
offer equal access to professional success. Workload and stress management measures, such as
workload assessments and stress resilience tools, are also essential. Investing in such initiatives
may improve work satisfaction, productivity and morale, resulting in a supportive atmosphere
in which women can succeed both personally and professionally.

INTRODUCTION

In recent decades, there has been a rising notice of the need of establishing work-life balance,
particularly among female workers, who frequently confront unique problems to integrate
career goals with family responsibilities. In the private banking sectors, where customer
service, market performance, and regulatory compliance are most important, women
professionals face considerable hurdles in achieving work-life balance. Understanding these
difficulties and researching solutions is critical for encouraging gender diversity, advancing
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women's careers, and creating inclusive workplace environments in private banking sectors. To
begin, studies have repeatedly shown that gender gaps in leadership representation exist
throughout the financial services business, including private banking. According to Smith and
White's (2019) research, women are underrepresented in senior leadership roles within private
banking sectors, owing to challenges such as in advertent bias alack of sponsorship, and
restricted access to leadership development opportunities. Scholars investigated how company
culture and rules affected women's capacity to attain work-life balance in private banking.
Adamsand Johnson (2020) found that the prevalent culture of long hours and participation in
many private banking sectors might provide issues for women, particularly those with ensuring
obligations. Furthermore, Brownetal.(2018) found that flexible work arrangements, such as
remote work and flexible hours, are important in establishing work-life balance for female
employees. Studies have looked in to how supporting networks and mentorship may help
women advance their careers and achieve work-life balance in private banking. Jones and
Smith (2021) emphasized the importance of mentoring programs in giving women with
direction, support, and advocacyas they across the problems of work-life integration in the
private banking sector. Finally, recent study is looking into how gender intersects with other
aspects including cultural background, ethnicity, and socioeconomic status in affecting
women's work-life balancing experiences in private banking. Garcia et al. (2022) emphasized
the need of interrelated methods to reaching out the particular obstacles that women from
varied backgrounds experience while seeking work-life balance in the banking services.

Figure-1

Leadership support for women's work-life balance is critical forcreating an inclusive and
effective workplace. This assistance means putting place policies that meet the different
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requirements of women, such as flexible work arrangements and maternity leave alternatives,
while also ensuring that these policies are adequately communicated and accessible. Leaders
also play an important role in building aculture that prioritizes work-life balance by
encouraging people to prioritize their personal well-being alongside their professional
obligations. Flexible work arrangements are an important tool for improving work-life balance
among female employees. These agreements enable women to tailor their work schedules to
better fit personal commitments like childcare or family responsibilities.

Organizations enable women to better manage their professional and personal life by providing
choices such as telecommuting, flextime, and reduced workweeks. Flexible work arrangements
not only improve job satisfaction and staff retention, but also boost productivity and morale.
Furthermore, they exhibit a commitment to diversity and inclusion by understanding and
appreciating the various requirements of women in the workplace. Adopting flexible work
arrangements create samore supportive and equal working climate in which women may
succeed both personally and professionally. Childcare and family assistance initiatives can help
women employees achieve a better work-life balance. These programs provide a variety of
services and perks aimed to help women balance their work and caring commitments.
Organizations reduce the strain of locating and affording quality child care by providing on-
site childcare facilities, subsidized daycare choices, or flexible spending accounts for childcare
facilities. Furthermore, family-friendly policies like parental leave, flexible work hours, and
telecommuting alternatives help women balance their job and family responsibilities.
Employers who use these helpful measures not only demonstrate their commitment to gender
equality, but also promote a more inclusive and adaptable working atmosphere.

Career growth possibilities are critical for supporting women's work-life balance.
Organizations may help women advance their careers by providing mentoring programs, leader
ship training, and networking opportunities that are targeted to their specific requirements.
Flexible career pathways and promotion tracks that fit varied life phases and personal
commitments allow women to pursue professional development while balancing family and
personal responsibilities. Transparent promotion processes and equitable access to professional
progression guarantee that women do not face disadvantages in their career paths.
Organizations may recruit, retain, and develop bright women by creating a supportive and
inclusive atmosphere that prioritizes work-life balance, resulting in a more diverse workforce.
Workload and stress management measures are critical in helping women employees maintain
a work-life balance. Organizations may encourage balance by using workload assessment
methods, ensuring equitable task distribution, and offering resources for stress management
and resilience building. Flexible work alternatives, such as telecommuting or reduced
workweeks, enable women to better manage their workload while balancing personal
obligations. Furthermore, fostering a culture that values open communication and encourages
employees to express concerns about workload or pressures creates a supportive atmosphere
in which women feel encouraged to seek help when necessary. Investing in employee well-
being initiatives, such as awareness programs or counselling services, provides women with
additional skills for successful stress management.
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CONTEMPORARY DEVELOPON BALANCEOFWORKLIFE

In recent decades, there has been an increasing emphasis on striking a balance between work
and personal life, driven by cultural upheavals, technological improvements, and changing
views about well-being. A thorough study of the literature finds that this tendency is gaining
traction in a variety of fields, including psychology, sociology, and management. Scholars have
explored how work- life balance affects individual health, relationships, job satisfaction, and
organizational outcomes. According to research, striking a balance between professional and
personal duties leads to increased work satisfaction, lower stress levels, and improved general
well-being. Moreover, the rise of flexible work arrangements, such as telecommuting and
reduced workweeks, has given individuals more control over the schedules, allowing for better
work-life integration. However, issues remain, including merging of lines between professional
and personal life as a result of continual connectivity and the need to be always accessible.
Also, cultural norms and corporate rules influence people's capacity to attain work-life balance.
Moving forward, ongoing multidisciplinary research and the adoption of supporting policies
are critical for fostering healthier and more sustainable approaches to work-life integration in
modern society.

THE ORETICAL BACK GROUND, CONCEPTUALMODELANDHYPOTHESES
DEVELOPMENT

Leadership opportunities

Dinhetal. (2014) presented acomprehensive assessment regarding leadership the ory and
research in the new century. The yemphasized the changing environment of leadership studies
over the last two decades, focusing on contemporary the oretical developments and shifting
views. The writers investigated several elements of leadership, including transformational,
transactional, charismatic, and visionary ideas, as well as developing notions like instrumental
leadership. Their findings emphasized the significance of incorporating multiple views in order
to comprehend the complexities of leadership dynamics in side companies. Inall, the
publication provided a thorough overview of improvements in leadership research, making it a
valuable resource for both researchers and practitioners."

Flexible work arrangement

"Van der Lippe and Lippe (2019) investigated the complex interaction between flexible
working arrangements, work-family fit, and career success, with a special emphasis on gender
dynamics. Drawing on comprehensive study findings, the authors investigated how flexible
work arrangements affect he balance of work and family duties, eventually in fluencing both
men's and women's career paths. They emphasized the varied obstacles that individuals
experience when attempting to balance professional objectives and personal obligations,
offering light on gender differences in career results. Furthermore, the research examined
relevant policy implications aim edatencouragingmore equal work settings favorable to career
progression for all employees."H1: Tree structured diagram analyzes the flexible hours and
performance metrics. These factors are contributing more towards Flexible work arrangements
to balance the work life of female employees in banking sector.
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Childcare and Family support

Theoretical approaches on childcare and family support frequently depend on ecological
systems theory, which holds that individual development is impacted by a variety of
environmental systems, ranging from close settings like family and daycare to wider social
contexts. The conceptual model brings these systems together, demonstrating how access to
high-quality childcare and comprehensive family support services may improve family
functioning and child development. Key hypotheses derived from this model include families
with access to quality childcare services exhibit higher levels of parental employment and
economic stability, children in high-quality childcare environments demonstrate better
cognitive and socio-emotional outcomes, and family support services, such as parenting
programs and financial assistance, mediate the relationship between childcare access and
family well-being, promoting overall resilience and reduced stress.

H2: The child care and family support revealthe significant positive relationship on Backup
care services, Onsite childcare facilities, Age and Marital status and indicate negative
relationship on Parental leave polices and Gender of the respondents.

Career progression and advancement

Thetheoreticalfoundationforcareerprogressionandadvancementisbasedon Super's Life-Span,
Life-Space Theory, which stresses the development of professional maturity and the
significance of life roles in career growth. According to this conceptual model, career
advancement is impacted by both human characteristics (e.g., talents, goals) and organizational
factors (e.g., training opportunities, mentorship programs). The assumptions developed under
these frameworks how that access to professional development opportunities and a supportive
company culture will have a favorable impact on employees' career growth. It is predicted that
organized career development programs (such as continuous learning initiatives, leadership
training, and defined career paths) and organizational support (including mentorship and
performance evaluation) will help people advance in their careers. These aspects are expected
to work synergistically, boosting skill learning, increasing job satisfaction, and has tening
progress. Thus, the model predicts that aligning individual career objectives with
organizational support systems will be crucial to achieving effective career outcomes.

H3: Shows that there is no significant mean difference between Gender and career progression
and advancement towards Balance the work life of women employees in private banking sector.

Workload and stress management

The Job Demands-Resources (JD-R) paradigm serves as the theoretical foundation for
workload and stress management, distinguishing between job demands that deplete human
resource sand job resources that assist alleviate their impacts. This conceptual model proposes
that excessive workload, a main workplace requirement, causes increased stress and negative
effects such as burnout and poor job performance. Conversely, good stress management
practices, viewed as workplace resources, can mitigate the detrimental effects of a heavy
workload. The assumptions developed under this framework show that implementing
comprehensive stress management programs will decrease stress levels while increasing job
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satisfaction and performance. The goal is to manage the link between workload and stress, so
lowering the negative impacts of high job demands and establishing a more sustainable work
environment. Thus, the interplay between workload and stress management measures is
expected to becritical in improving employee well- being and organizational effectiveness.

H4: There is no significant difference between mean ranks of workload and stress management
towardsbalancetheworklifeoffemaleemployeesprivatebankingsectorat Kanchipuram district.

METHOD

The research on perspective of women on balance of work life private banking sector at
Kanchipuram districts includes different research approaches to find out the comprehensive
result over the critical problems which prevailing in private banking sectors. The structured
research approaches used to identify the appropriate the solution to over come the issues.The
literature study is carried out to better comprehend existing theory, practice, and research gaps
in the topic.

Sample

Balancing work and life for female workers in the private banking sector at Kanchipuram
district entails developing an atmosphere that supports both their professional and personal
obligations. This balance is critical because it increases work satisfaction, lowers stress, and
improves general well-being. Private banks may meet their female work force's different
demands by implementing flexible working hours, remote work opportunities, and extensive
parental leave policies. Furthermore, offering childcare facilities and implementing programs
for professional development and mentorship can help women grow in their jobs while
balancing family responsibilities. By building a friendly and inclusive workplace culture,
private banks not only increase productivity and employee loyalty, but also position themselves
as top employers in the competitive banking industry.

The data showed that majority of the respondents were Male 59.5%, where 39.0% of the
respondents fall into the age group of 20-30 years. Also, about 54.5% of the respondents were
Married. In the category of Educational qualification 30.5% of the respondents are P.G holders.
Theoccupationoftherespondents31.0%were Clerkand44.5%oftherespondentshave0-5years of
Experience.

Measures

The5-point Likert scale, formulated by Rens is Likertin1932, is a popular measure for
evaluating attitudes and views in research projects. This approach includes giving respondents
with a series of statements or questions and asking them to score their level of agreement or
disagreement on a five-point scale ranging from "strongly disagree, ""disagree, ""moderate,
""agree," and "strongly agree." Each response option is given a numerical value for analysis,
allowing researchers to quantify subjective attitudes and perceptions across a community. This
measurement scale is especially useful for assessing a variety of dimensions, such as leadership
opportunities, flexible work arrangements, childcare and family support, career progression

and advancement and workload and stress management.
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RESULTS

Descriptive statistics: Mean, Standard deviation and zero-order correlations.

Variables Mean SD 1 2 3

Promotion rates 3.88 1.163 1

Succession planning
3.86 1.154 -.032 1

Leadership development programs

[

3.88 1.177 962%*  -.028

Note:** Correlations significant at the 0.01level (2-tailed).

Source: Output generated from SPSS21
Mean, Standard deviation and Zero-order correlation are reported in Table 1.

The values of r, are significant a talevellessthanthe0.05setasthecriterionforstatistical
significance, the following hypothesis,

*There is a high positive correlation between Promotionrates and Leadership development
programs (r = 0.962).1It indicates that Promotion rates and Leadership development programs
reduce the imbalance of work and increase satisfaction level of the women employees.

The values of r, are not significant at al level less than the 0.05 set as the criterion for statistical
significance for hypothesis,

*There is negative correlation between Promotion rates and Succession planning(r=-.032). It
shows tha texisting Promotionrates and Succession planning is not supported to balance the
work life of female employees. It may be change due to remodifying in succession planning
and providing new promotion policies.

*There is negative correlation between Promotion rates and Leadership development programs
(r =-.028). shows that present Promotion rates and Leadership development programs is not
supported to balance the work life of female employees. It may be change due to provide
leadership opportunities for motivating female employees.

Testing of Mediation Hypothesis in Flexible work arrangement towards Balance the work
life of women employees private banking sector at Kanchipuram district.

Table-2
DV=Flexiblehours
Coeft Se t P
Jobsharing 0.0859 0.557 1.5439 0.1242
Leavepolicies 0.2395 0.474 5.0479 0.0000
Managerialsupport -0.0801 0.544 -1.4717 0.1427
Performancemetrics 0.7087 0.457 15.4941 0.0000
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R-square 0.9047
F 462.74
dfl 4
df2 195
p 0.000
Direct Effect

Effect |Se t p LLCI ULCI
Flexible 0.0859 {0.0557 1.5439 0.1242 -.0238 .1957
hours—»Job
sharing
Indirecteffect

Effect Boot SE Boot LLCI Boot ULCI

Leave policies
Managerial -0.1245 0.0955 -0.3019 0.640
support—»
Performance
metrics

Source: Output generated from SPSS21

Notes: N=200.“Boot LLCI refers to the lower bound bootstrapping confidence intervals. Boot
ULCL refers to the upper bound Bootstrapping confidence intervals. Number of bootstrapping
samples for this bias corrected bootstrapping confidence intervals are 5000.The level of
confidence for all confidence intervals in output was 0.95.We have four decimal digits for
bootstrap results because some value may be very close to zero”.

Tree structured analysis for Flexible work arrangement towards Balance the work life of
women employees private banking sector at Kanchipuram district.

Table-3

Risk of the model for Flexible work arrangement

Estimate Std. Error
236 048
Growing Method: CHAID

Dependent Variables:Flexible hours

Source: Out put generated from SPSS
Figure-2

Tree diagram for Flexible work arrangement
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Flexible_hours

Mode 0
Mean 2825
Std. Drew. 1.125
n 200
k] 100.0
Fredicted 2.8925
(=]
F'erfu:-rman!:e_h.ﬂetricg
Adj. P-walue=0.000, F=426 600,
df1=2, dfz=187
|
I

2= :a_n (3.0, 4.0] = 4.0

|
Haode 1 Mode 2 Hode 3
Mean 2415 Mean 4.040 hean 2955
Std. Dew. 0.595 Std. Drew. 0.197 Std. Dew. o.1z0
n 55 n Fis] n Ja
o 275 k] JCria] W 35.0
Fredicted 2418 Fredicted 4.040 Fredicted 4 986

Hypothesisl, From tree analysis model summary “Flexible hours and Performance metrics”
are important independent variables. These variables are contributing more towards Flexible
work arrangements to balance the work life of women employees private banking sector at
Kanchipuram district. From the Tree structured analysis, it is determined that out of the five
attributes of attitude, the most influencing factors are identified as “Flexible hours and
Performance metrics”. This may be due to the fact that the above said factors bear weightage
on Flexible work arrangement towards balance the work life of women employees in private
banking sector. Therefore, the above said factors are identified as the most influencing
independent variables.

Hierarchical regression for Child care and Family support in balance the work life of women
employees private banking sector at Kanchipuram district.

Table-4
Predictor B ] t p 95%CI R2 AR? p
Low |Up
Step1 .046 046 026
Onsite childcare |.356 400 [2.379 018 | .061 [651
facilities
Parentalleavepolicies  |.028 .029 1409 683 | -.106 |.161
Backupcareservices  |-.443 -488 [-2.901 004 | -.744 142
Step2 .840 794 1.000
Onsite .066 .074  |1.057 292 |-.057 189
childcare
facilities
parentalleavepolicie |.008 008  |277 782 -.047 063
S
Backupcareservices |.090 -.100  1.409 160 217 036
Gender -.170 -.078  -1.095 275 |-477  |136
Age .639 .600 |11.698 .000 [531 .746
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Maritalstatus \.917 \.428 ‘6.166 \.ooo \.624 \1.210 \

Source: Output generated from SPSS21

As shown in step 1 of Table-4, (Hypothesis 2) the independent variables were entered into the
equation. Among the independent variables, Onsite childcare facilities (f=.400, p=0.018) and
Backup careservices(p= -.488,p=0.004)were significant and while Parental leave
policies(p=.029,p=0.683)was not significant. The model was significant and explained
the4.6%variance. Adding the three predictors to the regression model in the second step
explained an additional 79.4% of the variance: Age (B =.600, p =.000) and Marital status (f =
428, p =.000) were significant and Gender (B = -.078, p = .275) was not significant.

Independent samplet- testfor Career progression and advancement in balance the work
life of private banking sector.

Null hypothesis: The reisnosign if icantmean difference between Genderand Career
progression and Advancement towards Balance the work life of women employees private
banking sector at Kanchipuram district.

Alternative hypothesis: There is no significant mean difference between Gender and Career
progression and Advancement towards Balance the work life of women employees private
banking sector at Kanchipuram district.

Table-5
S. No Factors Gender N Mean Std. |t Sig.(2- | Relationship
Devi tailed)

1. Mentorship | Male 119 3.92 1.098 .623 0.931 [No
programs Female (81 3.94 1.144 significant

2. Trainingand | Male 119 3.94 1.092 1.461 | 0.130 No
development | Female |81 3.68 1.340 significant

3. Career Male 119 391 1.112 784 0.850 No
pathing Female (81 3.94 1.144 significant

Source: Output generated from SPSS21

The above table (Hypothesis3) reveals that p values of the variables Mentorship programs,
Training and development and Careerpathingaremorethan(.05at5%levelofsignificance.

Hence the null hypotheses are accepted and inferred that there is no difference between the
mean scores of these of Gender and Career progression and advancement.

Friedman test for significant difference between mean ranks of workload & stress
management towards balance the work life of female employees private banking sector
at Kanchipuram district.
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Null hypothesis: There is no significant difference between mean ranks of workload and stress
management towards balance the work life of female employees private banking sector at
Kanchipuram district.

Alternative hypothesis: There is a no significant difference between mean rank so f work load
and stress management towards balance the work life of female employees private banking
sector at Kanchipuram district.

Table-6
Mean Rank Chi-square df Asymp.
value Significant
Work load measurement 2.49
Supportive management practices [2.52 .160 3 984
Stress assessment tools 2.51
Worklife balance policies 2.49

Source: Output generated from SPSS 21

From the above table (Hypothesis 4), it is found out that all the variables related to workload
and stress management in balance the work life of female employees private banking sector at
Kanchipuram district had significance value is greater than0.05at1percent level of significance,
thus the null hypothesis is accepted. Thus, it is concluded that there is concluded that there is
no significant difference between mean ranks of the work load and stress management in
balance the work life of female employees in private banking sector. Out of the four employee
work load and stress management private banking sector at Kanchipuram districts variables,
the “supportive management practices” has the highest rank (2.52). So, that the work load and
stress management in balance the work life of female employees in private banking sector are
influenced by this and supportive management practices. The result determines the fact the
almost all the attributes under workload and stress management are important and the most
influencing factor is identified as ‘Supportive management practice’. It confirmed that the
private banking sectors required supportive management practices to balance the work life of
female employees. This may make them feel involved in all activitie so f the company. Hence
among all other attributes of workload and stress management, the above said factors are the
most influencing variable.

DISCUSSION

The conversation highlights the complicated interaction between individual experiences and
structural barriers to attaining work-life balance for women in private banking. It emphasizes
the importance of personalized interventions that address organizational policies as well as
cultural norms. Strategies that encourage flexibility and inclusion emerge as critical for creating
a supportive work environment. To provide fair chances, gender differences and structural
limitations must be removed in a systematic manner. Dialogue and engagement amongs take
holders are critical for achieving significant change. Finally, acknowledging and appreciating
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different points of view is critical to building a more balanced and inclusive private banking
sector.

Theoretical contributions

This research in vestigating the complex experiences of women in a specific industry
environment. By revealing the particular problems that women across the private banking, we
get a better understanding of gender dynamics in the workplace. Theoretical insights regarding
the impact of organizational policies and cultural norms in affecting views of work-life balance
contribute to scholarly debate. It provides a platform for future study on the relationship
between gender, work arrangements, and career success in high-pressure sectors. The study
emphasizes the need of including gender views into theoretical frameworks of work-life
balance in order to promote inclusion and justice.

Research implication

The study titled "Challenges and Opportunities: Women's Perspectives on Work-Life Balance
in the Private Banking Sector" has important implications for both organizational policy and
gender equality programs. It demonstrates that women in this industry confront specific
problems, such as lengthy working hours, in flexible work schedules, and a lack of helpful
childcare infrastructure, all of which impede their capacity to lead balanced life. However, there
portals of indsareas for improvement, such as the deployment of more flexible working
arrangements, improved parental leave regulations, and focused professional development
initiatives. Managing these concerns has the potential to not only increase job happiness and
retention among female employees, but also promote a more inclusive and varied workforce,
eventually benefitting organizational performance and employee wellbeing. This study
emphasizes the need for private banks to implement more progressive and supportive policies
to help women succeed professionally and emotionally.

Limitations and Futurere search directions

The research on women's perceptions in private banking has drawbacks, including sample size
limits, which may limit generalizability. Future study should look at interrelated issues such as
cultural background, ethnicity, and socioeconomic status to have a better understanding. Future
research studies can follow changes in work-life balance dynamics over time, revealing
emerging trends. Qualitative research approaches may provide more detailed insights into the
lived experiences of women in this industry. Furthermore, comparative research across sectors
may reveal distinct issues and possibilities related to private banking. Incorporating male
colleagues and organization all eaders 'view point scan help to create a more complete picture
of the dynamics at play. Finally, recognizing these constraints and following these future
research approaches might lead to more sophisticated tactics for improving work-life balance
and gender equality in private banking.

CONCLUSION
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The present research concluded that researching women's perspectives on work-life balance in
private banking reveals both serious difficulties and potential prospects. Long hours, strict
work cultures, and gender differences are significant challenges. However, it determined efforts
such as flexible work arrangements, supporting policies, and creating inclusive settings provide
opportunities for progress. Managing these challenges not only improves human well-being,
but also increases corporate performance and competitiveness. Embracing diversity and gender
equality promotes a more dynamic and resilient private banking industry. Collaborative efforts
between employers and workers are critical in building a balanced and equitable workplace in
which women may achieve professionally while also living satisfying lives. By emphasizing
work- life balance, private banking institutions may maximize their employees' potential and
contribute to a more inclusive and profitable industrial sector.
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