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ABSTRACT 

This study explores work life balance of women employees in hospitality sector. Self-administered 

questionnaires were used to collect the data. Hospitality industry is considered as one of the world's largest 

economic activities today. It is an industry where the service providers work 24 X 7 and working hours for the 

employees may extend up to 12 hours or even more. Thus, it becomes difficult for women employees to maintain 

balance between work and life. This study discusses how women employees in hospitality industry face the 

challenges to get promoted and the factors attitude, work life balance and work shifts contribute as aeffictive 

perspective as a recognition of an integral part of women empowerment. . Thus, the present study aims at 

providing a conceptual framework of work life balance of women employees’ in hospitality sector with special 

reference to hotel industry in Gorakhpur district and also presents the relation of work life balance with other 

significant factor for the survival of women employees in hotel industry such as salary, work stress, family- 

supportiveenvironment and recognition. 

Keywords-Hotel Industry, Hospitality Sector, Work life balance, Women employees, Women 

empowerment. 

1.INTRODUCTION 

In all over the world women employees face a double burden of reproductive (childbearing and rearing) work 

and productive (paid work).  In India the concern over ―Work Life Balance” isgradually becoming a serious 

talk especially for women employees. Work life balance refers to effectively managing the act between paid 

work and the other activities that are important to people. A balanced life is one where we exert our energy and 

effort- physical, spiritual, intellectual, emotional- between key areas of importance. All women employees have 

a different set of demands and when such demands overlap, multiple problems are faced by women employees. 
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Female professionals have to prioritizing between work (career and ambition) on one hand and life (pleasure, 

leisure, family) on the other. 

A definition of work life balance is: Meaningful daily Achievement and Enjoyment in each of my four life 

quadrants (work, family, friends and self). 

1.1. The Concept of Work Life Balance 

The term Work Life Balance was coined in 1986, although its usage in everyday language was sporadic for a 

number of years. Interestingly, work/life programmes existed as early as 1930‗s.Before World War II, the W.K 

Kellogg Company created four six hour shifts to replace the traditional three daily eight hours shifts and the new 

shifts resulted in increased employee morale and efficiency (Lockwood, 2003).The study of work life balance 

involves the ability of people‘s to maintain the balance between work and life. 1.2.Work Life Balance in 

Hospitality Industry 

The Hospitality Industry is a highly client service–oriented business which means that confrontation between 

employees and client determine the success of the business. One of the biggest challenges of hospitality service 

industry is managing manpower. The challenges faced in managing the manpower include increasing payrolls 

and compensation, high levels of attrition with the addition of new hospitality products in the market space and 

attrition to other service industries such as retail and travel firms, and frequent need for employee training in in 

order to maintain service standards. For many hospitality industry women employees, working in front-line 

positions of 24/7 operations, it is difficult to maintain a healthy lifestyle, and balance between work and life. 

Work and Life Index, shows that longer hour worked are consistently associated with worse work–life outcomes 

on all our work–life measures‗.Lockwood (2003) defined the term from the viewpoint of employer, and of the 

employee. From employees ‗viewpoint: ―It is the dilemma of managing work obligations and personal/family 

responsibilities‗‗and from Employer‗s viewpoint: ―It is the challenge of creating a supportive company culture 

where employees can focus on their jobs while at work.‖ 

2. Literature Review: 

Few studies are conducted in the area of the presented study. A review of these studies provides the direction to 

the present study. The expression was first used in the late 1970s to describe the balance between and 

individuals work and personal life 

2.1. Lowe (2007) explained that meeting of stimulating trends in the early 21st century has enabled employers to 

re-think their human resources strategies. As such, it is not merely coincidence to transform work-life balance 

strategies as strategic focus in business and public policy priority. The trends and challenges, to mention a few, 

are as follows: the aging workforce, increased labour market competition, advancement in information 

technology, and rising costs associated with employee benefits. These have created new frontiers for employers 

to attain organizational performance aims without setting aside workers‘ personal aspirations Lowe (2007). As 

indicated and reported in The Human Solutions Report (Lowe, 2007), a sizeable number of employees are 

suffering from an imbalanced and sunken work-life quality. The same report has documented thatdual-earner 

families have escalated over the course of time while the job performance expectations have also increased. 
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Thus, work-life balance has become both a dream and a mission to achieve. In this vein, both parties – the 

employers and employees – have to meet midway and together and explore ways under which work and life 

quality can be addressed. Furthermore, Pillinger elucidated theoretical framework is more progressive or an 

‗out-of-the box‘ approach because it considered a whole new Cinterpretation and description of the phenomenon 

of living and working, and the different actors have come to an agreement that in reality, work-life balance 

encompasses ―adjusting work patterns so that everyone, regardless of age, race or gender can find a rhythm that 

enables them more easily to combine work and their other responsibilities and aspirations.‖ Different authors 

have attempted to explain and emphasized the interconnection of work and personal life in the organization 

setting, namely: (1) ―the compensation effect implies that employees tend to compensate for low work or 

personal life satisfaction by seeking contentment in the other domain‖; and (2) ―the spill-over view that 

indicates that job satisfaction spills over into one‘s work life and vice versa.‖ (Bruck Allen & Spector, 2002; 

Gibson, Ivancevich, Donnelly &Konopaske, 2006). Gibson et al. (2006: 197-198) 

2.2. Work-Family balance is explained as ―low levels of work-family conflict in combination with high levels of 

work-family facilitation by Frone (2003). Though many studies have evolved in the concept of work-family 

balance  often  it  is  also  quoted  as  work-life balance  (Wierda-Boer  Gerris,  &Vermulst,  2008).  McMillan  

et al(2011) researched further and linked the parameters such as conflict and enrichment perspectives together 

and derived at the work-life harmony which is defined as, ―an individually pleasing, congruent arrangement of 

work and life roles that is interwoven into a single narrative of lifeWork-Family balance is explained as ―low 

levels of work-family conflict in combination with high levels of work-family facilitation by Frone (2003). 

Though many studies have evolved in the concept of work-family balance  often  it  is  also  quoted  as  work-

life balance  (Wierda-Boer  Gerris,  &Vermulst,  2008).  McMillan  et al(2011) researched further and linked the 

parameters such as conflict and enrichment perspectives together and derived at the work-life harmony which is 

defined as, ―an individually pleasing, congruent arrangement of work and life roles that is interwoven into a 

single narrative of life-Family balance is explained as ―low levels of work-family conflict in combination with 

high levels of work-family facilitation by Frone (2003). Though many studies have evolved in the concept of 

work-family balance  often  it  is  also  quoted  as  work-life bork-Family balance is explained as ―low levels of 

work-family conflict in combination with high levels of work-family facilitation by Frone (2003). Though many 

studies have evolved in the concept of work-family balance  often  it  is  also  quoted  as  work-life bstudies 

have evolved in the concept of work-family balance often it is also quoted as work-life balance(Wierda-Boer 

Gerris, &Vermulst, 2008), McMillan etal (2011) researched further and linked the parameters such as conflict 

and enrichment perspectives together and derived at the work-life harmony which is defined as, ―an 

individuallypleasing, congruent arrangement of work and life roles that is interwoven into a single narrative of 

life.‖ 

2.3. SupritiDubey, RuchiSaxena&NeetuBhjpai ―Work- Family balance is explained as ― low levels of work-

family conflict in combination with high levels of work-family facilitation by Frone (2003). Though many life 

balance: Can women be both Bearer and Manger‖ Dubeyetal./ Journal of Engineering, Science and Management 
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Educational/ Vol.3, 20 10/pp 15-21 She stated that Organization need to create congenial conditions in which 

employees can balance work with their personal needs and desires. Successfully achieving work –life-balance 

depends not only on organizations but similar efforts from family are also desirable. 

2.4. Sony kc(2012),in his paper ―Roles and challenges of Women in Tourism Sector of western Nepal: A  

Micro- Ethnographic  Study‖,  examines  the  association of women and men in tourism,examines  the  

association of women and men in tourism, with particular focus on women‘s choices in picking roles, and 

challenges they encounter based on the roles they perform. This is a qualitative research paper based on the 

perceptions and expectations of women. Findings reveal that roles are determined by factors such as education, 

family background, physical condition, language and the ability to set one‘s criteria. The gender- based roles are 

determined by demandsof tourists and thedemand for the nature of work. Challenges such as lack of secure job, 

bullying by close relatives and the ultimate failure in balancing family and work were mentioned. Families were 

determined as the crucial role players in shaping the lives of these women who perceived that a little support 

from family members made their roles easier. 

2.5. Gretzel and Bowser: (2014),in their article,‖ Real Stories About Real Women: Communicating Role 

Models For Female Tourism Students,‖ identifies the lack of role models as an important  factor that 

discourages of women from taking on leadership roles in tourism communities,  government agencies, 

companies and academia. Based on discussions, the article present case studies of initiatives that use social 

media to collect and share the stories of female role models and then discusses opportunities to replicate such 

initiatives within the tourism education context to provide female students and educators with opportunities to 

identify with and be encouraged by the real stories of real female tourism leaders. 

2.6. (Thomas, 2013)-Thomas‘ study in Kerala showed that major problem of work life balance is time pressure, 

i.e. women do not have enough time to achieve the competing tasks at work and home. The amount of work 

from their full- time employment causes them frustration when they cannot find sufficient time to take care of 

their family- related duties. Having these problems while trying to balance their work and life, some women 

choose to gain flexibility by findings seasonal or part time job. 

2.7.According to Houston and Marks (2005)- A major reason for women participating in part time jobs is the 

presence of children, childbirth nursing and caring tends to perpetuate traditional division of work and caring 

role for  most of couples. 

2.8. G. Shiva (2013) contemplated that ―Ladies experts in high position in their office have return from office in 

right time, cook, clean and take care of their family‘s issues. This makes them more push and prompts some 

wellbeing issues. The main source of anxiety emerges in light of Correspondence with prevalent. 

3. Objective of study: 

3.1.To identify whether work life balance problem is presented athospitality sector in Gorakhpur.  

3.2.To examine the effect of work life balance on women employees‘ performance and job attitude. 

3.3.To examine women employee‘s perception over work life balance issues in hotel industry. 
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3.4.To study the various significant factors responsible for the work life balance issues among women 

employees in hotel industry. 

4. Research Methodology 

The study analysis the work life balance issues of women employee‘s‘ of hotel industry in Gorakhpur district. 

The research based on data collected from primary and secondary sources. Primary data collected from 50 work 

life balance of hotel industry based women employees by Questionnaire method. Secondary data will be 

collected from the reputed journal andfrom websites. 

5. Sampling 

A convenient sampling conducted for research. The size of the sample selected for the study will be 50. 

6. Tools of data collection 

The major tool of data collection will be structured questionnaire and it‘s used to explain data as the work life 

balance of women employees in hotel industry conducted during the study. 

 

7. DATA ANALYSIS AND INTERPRETATION 

The data collected from respondents will be analysed by using appropriate statistical tools like percentage 

analysis for the purpose of study. 

Table 7.1 Age wise classification of Respondents 

Particulars Respondent Percentage  

Age in years Below 18 0% 

 20-25 70% 

 26-30 20% 

 30-40 10% 

 

Interpretation 

Regarding the age distribution shows that 0% sample of respondents were in the group of below 18 years, 

70.0%were 20-25years, 20% were in the group of 26-30 and 10.0%were 31-40 years. Thus it can be interpreted 

that highest percentage of age group is 20-25 years. 

Table 7.2 Experience wise classification 

Particulars Respondents Percentage 

Experience 0-2 40% 

 3-5 30% 

 5-10 20% 

 11-15 10% 
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Interpretation 

Regarding the experience, the distribution shows that 40.0% of the respondents were 0-2 years of respondents , 

30.0.0% shows that 3-5 years of  , 20.0%  shows that 5-10 years and 10.0% of the respondents were 11-15 years  

thus it can be interpreted that highest percentage of respondents are 0-2 years. 

Table 7.3 Working shift wise classification 

Particulars Respondents Percentage 

Work shift First shift 60% 

 Second shift 10% 

 General shift 30% 

 

Interpretation 

Shift wise distribution of the respondents reveals that highest percentage 60.0% of them were first shift, 10.0% 

of them are second shift, 30.0% of were from general shift. The shift wise distribution of the respondents reveals 

that most of the respondents under this study first shift employees. 

Table 7.4 More pressure wise classification 

Particulars Respondents Percentage 

More Pressure Have pressure 60% 

 Work evenly distributed 40% 

 

Interpretation 

Pressure wise distribution of the respondent 60.0% of the respondents has pressure. 40.0% of the respondent 

work evenly distributed. 

Table 7.5 Significant Factor wise classification 

Particulars Respondents Percentage 

Significant factor for 

happiness 

Salary 10% 

  Promotion 30% 

 Spending quality time with 

family 

60% 

 

Interpretation 

Significant factor for happiness wise classification shows that highest respondent‘s factor for happiness is 

spending quality time with family, 30% were for promotion and 10% respondents were for salary. 
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Table 7.6 Work – family management wise classification 

Particulars Respondents Percentage 

Work- family management Always 20% 

 Often 40% 

 Rarely 30% 

 Never 10% 

 

Interpretation 

Work – family management classification shows that higher respondent‘s often manage their work and family 

i.e, 40%, 30%  respondent were rarely manage, 20% were always manage and 10% nevermanage. 

8.Conclusion 

Finally, the study concludes that the work life balance by women employee‘s‘ is often manage but they have 

much pressure at the workplace so; sometimes it would be difficult to manage work and family by female 

employees in hotel industry. The study indicates the main factor for their happiness is get to spend some quality 

time with family from their busy work schedule. Women employees‘ perception about the work life balance is 

that the, If job is balanced with home life they feel safe doing the work and home duties. The study indicates 

there is need for establishing and maintain a family- supportive work environment at hotel industry in 

hospitality sector. 
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