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Abstract:

Improved education and employment opportunitieswiomen coupled with rising costs of living have reee
steady rise in the number of working women in nfi@tls. Pune is a growing hub for the differenttses and it
is observed that there is a marked presence of wamall the sectors.

Since a working woman shoulders more responsilality needs to take initiatives both on family aotdl front,
there is need for provision of family friendly pdks for balancing both these responsibilities. isTaper
attempts to throw light on the different familyefnidly policies provided for the women employeeslifferent
sectors, and explores the extent to which theseipslare benefiting the women employees. Lastyings out
the expectations of the women employees regartimglifferent policies in place and also effortsdeskfurther
for maintaining work life balance.
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1. Introduction

Improved education and employment opportunitieswiomen coupled with rising costs of living have reee
steady rise in the number of women employees ithalffields. Pune is a growing hub for the différsectors
and it is observed that there is a marked presehw®men in all sectors here especially the sersasor. The
service sector accounts for majority of women emgds than any other sector and as per the Nasspampés
on gender inclusivity issues; India has the mostimer of women employed in the service sector.

Organizations today strive to create affable comét for workforce to enable them to balance woithwheir
personal life. The role of human resources manhgerbecome more challenging than ever as he hdeato
with a diverse workforce; not to ignore the inciagspresence of women employees in the workfortais
requires him to be sensitive and proactive tow#tndsssues regarding the women employees in amizajaon.
This concern has drawn the attention of top managénowards formulating policies and schemes eafigci
for women employees so as to attract and retam #ed also improve their productivity.

More and more women are joining challenging caréaday and when the day is done at the office, tifegn
carry more of the responsibilities and commitmdrask home. Due to the dual roles of home and wibuk,
working women experiences lot of pressures and saedind strategies and support from all areasttie a
balance between the two.

In the Indian context, though the number of workimgmen is on the rise, the efforts made by empbyer
enabling the women to shoulder the dual role effity are not in sync with it.  With the rapidlyranging
social fabric of the Indian family in terms of duabrking couples, urbanization, nuclear families, ehe
working woman in Indian context also needs the supfrom employer and government to enable word lif
balance.
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2. Family Friendly Policies:

The termfamily friendly refers to the provisions made by either the engay the government which makes it
possible for employees to balance their family armdk more easily and fulfill responsibilities onrhe and
work front more efficiently. These are framed kiegpin view the needs of children, parents, eldéaimily
members, and children with special needs etc. Smmenonly known family friendly policies are onesithild
care facilities, transportation, switching to ptme, allowing work away from worksite, child anépkendent
care, flexible leave polices, and time off for fimemergencies (Daley, 1998; Folsom & Botsch, 1993;
Greenfield, 1997; Ezra & Deckman, 1996).These pslican contribute a long way in enabling womeretoain

in the workforce and contribute to the family amtisty. Also, the employers are benefited by rexta skilled
employees and developing talent also, thereby iadube turnover rate.

3. Review of Literature:

Many studies focusing on these issues have beeraaut in other countries. Working women aretipatarly
affected by extended work hours (Piotrkowski e1287) and a child’'s well being suffers as a restilack of
time with parents (Piotrkowski et al 1987). Resharalicates that lack of sensitive, responsive, emkistent
care from overworked parents or substitute progiadan lead to decreased cognitive and social gKiéscel &
Menaghan 1994). Spousal support is most effedtivieelping women deal with the demands of multigkes
(Cohen & Syme, 1985; Duxbury & Higgins, 1991; Edlate & Gore, 1990; Holahan & Gilbert, 1979; Ross &
Mirowsky, 1988). It is necessary for a working wamnta find the management strategy best for herusethe
family needs of all women are bound to be differémr example, childbearing employees may reqaessd
time; mothers of preschoolers may need childcadesareduced work schedule in order to support thetienal
needs of their children. Women with older childnexay need after-school assistance and, perhaps,ra mo
flexible work schedule. Women who are care-giversdider adults may need leave for emergenciess@fa
Estes, 1997). Thus, “these different family and kmaictors mean that the policies that are optiraalohe class

of employees at one point in time may have litleo effect on reducing work/family conflict for atiher class,

or even for the same employees at another poinime (Glass & Estes, 1997: 293).” Research evidence
supports the fact that employers with family-frigngolicies have more reliable employees (Alversb®g9).

One way of improving prospects for women coulddeestructure the work, for example with flexiblenking
hours, part-time job assignments, split locatiosifians performed partly at home, and job-shargrikidy,
1988). Marni Ezra and Melissa Deckman in their gtBd ancing Work and Family Responsibilities(1996),
concluded that the more satisfied both parents (amgparents) are with their balance between wodkfamily,
the more satisfied they are with their jobs. Thayter claim that because fathers were found tsidgp@ficantly
happier with work life balance than mothers (esglécthose with younger children), finding innowagtiways to
help mothers balance work and family better iséasingly crucial to a contented work force and ssgthe
use of on-site child care and flextime to signifitg improve mothers’ work-life balance and ovesaltisfaction
level.

C.C. Holland(2006) found that smart comparkesw that keeping employees happy in and out of the
workplace through family-friendly policies tranglatto business success. Many organizations ar€otusing
on creating family-friendly programs and a companiture that allows for better work-life balancecluding
flexible schedules and generous family-leave pedici An article on work life balance (2010), draas
comparison between the work life policies providedmerica and India women employees. It was fothad
women abroad got more facilities at workplace anpared to Indian counterparts.

4.  Problem focus

Family friendly policies help women employees toimain a balance as nurturer and provider. Alsmhs
policies help build a healthy relationship betwéss employee and employer and keep the employewated.
With the fast changing social fabric of the Ind&otiety, joint families are being replaced by naclamilies
and double income also becoming a necessity, the ohchild care is on the mother who is shouldgdnal
responsibility. In such a situation, gestures afing for these women employees by implementingilfam
friendly policies like créche facilities, flexi-tiey special leaves etc would go a long way in makiegjob stress
free for the women employees.
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Many researchers have gone through employee bepelities provided to the women employee, women
employee’s work-life balance, in general. This pajpeuses mainly on the women employees employetién
different sectors and the different family friengliglicies made available to them in the Indian egnt

Objectives:
i) To identify the family friendly policies for womemployees in different sectors

i) To compare facilities and special leaves provideadmen employees at workplace in the sectors.

iii) To suggest the family friendly policies expectediny women employees.

5. Research Methodology:

The city of Pune has leading business organizafitom different sectors. This study seeks to campnd
contrast the provision of family friendly policigsovided by the employers especially to the wonmmpleyees

in sectors namely information technology, manufanty education and service(banking-insurance).e Th
survey method is adopted for achieving the aboyectibes. Stratified sample consisted of womerpleyed

in four major sectors as strata. The details atieutifferent sectors are :

I.T sector — This sector consists of BPO, KPO aaoftware engineers etc. Large number of women
employees are found in this sector as comparether
Service (Banking and Insurance sector) — Next &lih sector, this is another preferred sector ofried
women.
Education sector — Considered as more sophistidaitifor working by women, large number of women
employees both married and single are employed here
Manufacturing sector - In manufacturing sector wareenployee are mainly working for administratiordan
clerical positions. Basically number of women eoygles in this field is less as compared to other
sectors.
Primary data was collected through questionnaiesnig fifteen questions including both open ended a
close ended questions and interviews of HR manage3scondary data was accessed through journals,
magazines, bulletins, company records, circulas, dhe tools for data collection were preparedeblaon
survey of literature and expert’s opinions. Sangite consisted of 150 employees as follows:

Table 1: Sampling details

Sector IT Service Education Manufacturing Total
Sample Size 30 50 50 20 | 150
Employees from different organizations of each@ewskere selected as per the above plan.

6. RespondentsProfile:
The profile of the sample of sample respondents:

« Respondents from the IT and Education sector hatigraduate qualifications whereas those from servi
sector saw more of graduation as the highest deatidn. 40% of the employees were having the
experience up to 5 years and only about 20 peafeéht employees had experience above 15 years.

e Majority of the employees ranged from age-groupdR0The proportion of single women employees was
the highest in the IT sector, whereas the othdosecepresented more of married women.

e About 35 per cent of the employees had no childi@lmwed by about 30 Percent each of total empaye
having a single child, or two children. Also, ireteducation sector four employees were there \nitnet
children each. Majority of the children were i thge group 5-10 years i.e school going age gi@fithe
rest, one fifth had children in age group upto fiigmrs and between 10-15 years each. Educatidorsec
also showed employees with older children.
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7. Themajor findings of the study were:

» It was found that there was no provision for dasedacility at the workplace for children. Most thfe
respondents had children who did need to be carednid felt that it would certainly help if suclcilities
were made available for them.

» There was no Child Bonus facility available fore #tamployees. The child bonus facility was desead it
helps the family with an allowance for the addiibresponsibility arising out of the new additianthe
family.

» Transportation facility was available for most inetIT sector. The IT sector employees had the
transportation facility available, which facilitatdetter concentration on the work and relief fretness of
travelling to IT companies which were generallydted in IT parks on the outskirt areas. In theeoth
sectors, the women had to make their own arrangenfi@ntravel to workplace.

» Medical and credit facilities were provided to eoyses from all the sectors. These were givenipyieo
as to deal with emergencies arising for the emmeym the health or finance front.

» Welfare facilities were present for all but the edglion sector. There was marked absence of saiffici
welfare facilities for employees in the service aulication sector. Facilities for safety, adequats
rooms, canteens were also not very satisfactoryhfoiservice sector, whereas they were well pravide
in the IT sector.

» Flexi timings were not available in most of thetees except the IT sector. Flexi timing facilitypsovided
in the IT sector and about twenty five percent bé torganizations in the service, education and
manufacturing sector.

» Overall, it was found that the I.T. sector providedximum facilities as compared to other sectors.
Though the work style and nature in the IT sectas wery fixed nature, the women employees in the IT
sector were quite comfortable with the policies tiyobecause there was a clearcut communication
regarding policies and dealing with the issues ndigg the women employees, Flexitime and work from
home made up for the demanding nature of workénThsector.

8. Special provisionsand leaves by employers:

» Leave for Rearing Special Children: It is obsentbdt there is absence of leave for rearing special
children and also no sabbatical leave provisioalithe sectors. With the joint families fast ¢lipaaring
and urbanization, the employees with special childind it very unsuitable for caring for Specihlldren
if they have one. Also, some employees are hadggendent parents to care for, where it becomes
difficult to balance the responsibilities.

» Sick leave, personal leave, marriage and mateledtyes are provided in all the sectors. These aomhm
observed leaves were provided in all of the sedtowarying proportions.

» Festival holidays are apparently available for thik sectorsagain in varying proportions as per the
provisions of the sector.

9. Equal Opportunities Provision:

» Education opportunities for interviews existed &tirin the education sector, followed by declines@rvice
sector, IT and manufacturing reason cited as peater for the male counterparts. Equal opportumitie
promotion and career development were observed,iBérvice and Education sectors, whereas they were
evident partially in the manufacturing sector

10. Expectations of Women from or ganizationsregar ding the Family friendly policies:

When women are working equally with men, implemeatiamily friendly policies for them will help themo

balance work-life and excel at work. Provision gipeopriate family friendly policies and facilitidsy the

organizations would help to reduce the role cotsliend also promote the women employees, thus wimgo
the productivity and lowering the turnover thusdieg to healthy employee relations in the orgamrat

Some respondents declared that although, rulesilatemn and laws are available for prevention ofuse
harassment in organizations, but in small firms waramployee face problems of sexual harassmenttfiein
colleagues or top level authority. Many women kyes, felt and suggested that provision of Idavehild
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care and elder care was needed. Flexibility iplegment pattern whenever possible was expectdiaeifiorm
of job sharing, part-time employment, staff workiffgm home or telecommuting, flexible starting astdp
times and flexible core business hours, and peripdid and unpaid work interruptions for child carel elder
care.

Conclusion:

Conflict between work and family has a real conseges for women may include serious constraintsanser
choices, limited opportunity for career advancenamd success in the work role and need to chodseér
two apparent opposites an active and satisfyingetasr marriage and children. For effectively affitiently
performing multitasking roles, women employee nemdse family friendly policies as compared to misiow
days they are getting facilities equally to the neemployee but they need some more facilities likegy Dare for
children, child bonus, rest room, health etc. dedve benefit like Sabbatical, leave for raringaal children,
caring for the elderly at home and holiday for $ple@ccasion etc.

To summarize, family-friendly policies are a winangituation. They're good for children, parents] alders;
they are in the best interest of employers; andhelong run, they benefit communities and theietgdn

general. In the Indian context, certain additiofzalilities and leaves for the women employeescamrainly
worth considering as it would go a long way in m&teg talent, improving productivity and strikindbeut a
work-life balance for these women employees. I ltidian scenario it is imperative that the orgatidns
realize the need and importance of the familynfilig policies for women employees and take proacsieps to
implement the same. This will be a great strideatals stress free workplace for the women employees
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