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Abstract: Work-life balance (WLB) remains a pressing concern for professional women in India’s National Capital Region 
(NCR), where rapid urbanization and economic advancement coexist with traditional gender norms and societal expectations. 
This empirical study explores the multifaceted challenges women face in balancing their professional and personal 
responsibilities, with a focus on the impact of workplace policies, cultural expectations, and support systems. Employing a 
mixed-method research design, the study surveyed 500 professional women and conducted in-depth interviews to gather 
quantitative and qualitative data across sectors such as IT, education, healthcare, and corporate services. The findings reveal 
that excessive workloads, long commuting times, inflexible workplace structures, and the "double shift" of unpaid domestic 
labor significantly hinder women's ability to maintain balance. The research also identifies strong correlations between work-life 
balance and variables such as health, career growth, workplace flexibility, and societal expectations. Based on the results, the 
study proposes actionable recommendations for employers, policymakers, and women themselves to foster more supportive, 
equitable, and inclusive work environments. By addressing both structural barriers and cultural mindsets, the paper contributes 
to the ongoing discourse on gender equity and sustainable work-life integration. 
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I. INTRODUCTION 
In recent decades, the concept of work-life balance (WLB) has garnered increasing attention, especially concerning the experiences 
of professional women navigating modern workplaces. As women’s participation in the formal labor market rises, so too does the 
complexity of balancing their careers with traditional familial responsibilities. The challenge is particularly acute in urban and 
rapidly developing regions, such as the National Capital Region (NCR) of India, which includes Delhi and its surrounding urban 
centers like Noida, Gurugram, Ghaziabad, and Faridabad. This region has seen exponential economic growth and infrastructural 
development, making it a key hub for various industries. However, this progress often coexists with persistent gender norms and 
expectations that place additional burdens on working women (Kumar & Singh, 2019). Despite advancements in education and 
employment opportunities, professional women in NCR continue to struggle with maintaining a healthy work-life balance. This 
struggle is often characterized by the "double shift" phenomenon—working full-time jobs during the day while managing unpaid 
domestic labor at home in the evenings (Hochschild & Machung, 2012). Cultural expectations, along with workplace structures that 
often do not accommodate caregiving responsibilities, exacerbate the issue. Women disproportionately bear the responsibility for 
household chores, childcare, and eldercare, regardless of their professional commitments (ILO, 2018). These imbalances have 
implications not just for personal well-being, but also for workplace productivity and national economic progress (Greenhaus & 
Allen, 2011). The NCR context offers a unique lens through which to examine these dynamics. While the region hosts a high 
concentration of multinational corporations, startups, educational institutions, and healthcare organizations employing a large 
number of women, it also reflects deep-rooted patriarchal values. Consequently, professional women in this region must navigate a 
complex interplay of organizational constraints and socio-cultural expectations. Workplace inflexibility, long commutes, and limited 
support systems contribute to chronic stress, emotional exhaustion, and mental health concerns (Chaudhary & Sharma, 2020; Singh 
& Kaur, 2017). This study seeks to empirically examine the work-life balance challenges experienced by professional women in 
NCR. The primary objectives are to identify the major obstacles to achieving balance, assess the role of organizational policies and 
societal expectations in shaping these challenges, and propose evidence-based strategies for improvement. The research addresses 
three key questions: 
1) What are the primary challenges faced by professional women in NCR in achieving work-life balance? 
2) How do organizational policies and societal expectations impact these challenges? 
3) What strategies and solutions can effectively address these issues? 
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By focusing on both structural and cultural dimensions, this research aims to contribute to the growing discourse on gender equality 
in the workplace and inform practical interventions by employers, policymakers, and individuals. 
 

II. LITERATURE REVIEW 
Work-life balance (WLB) is commonly defined as the state of equilibrium in which individuals effectively manage the competing 
demands of their professional responsibilities and personal lives. When achieved, this balance contributes to overall well-being, job 
satisfaction, and quality of life (Greenhaus & Allen, 2011). For working women, particularly in developing countries like India, 
attaining WLB is more complex due to the persistence of traditional gender roles and institutional barriers within workplaces. 
One of the core issues highlighted in the literature is the phenomenon of the "double shift," a term popularized by Hochschild and 
Machung (2012), which refers to the dual burden of paid employment and unpaid domestic labor that many women endure. In the 
Indian context, this issue is especially pronounced. According to the International Labour Organization (2018), Indian women 
perform approximately 70–80% of all household chores, including caregiving duties. This significant time investment in unpaid 
work limits their capacity for career advancement and personal well-being. 
Workplace factors further compound these challenges. Inflexible work environments—characterized by fixed hours, limited remote 
work options, and inadequate maternity or childcare benefits—make it difficult for women to adapt their professional roles to align 
with family needs (Chaudhary & Sharma, 2020). These rigid structures often discourage women from remaining in the workforce 
long-term, particularly after major life events such as childbirth or marriage. 
Societal expectations also play a substantial role in shaping women’s work-life experiences. Indian culture traditionally places 
domestic and caregiving responsibilities primarily on women, even if they are employed full-time. As a result, professional women 
often face heightened pressure to prioritize family over career, contributing to chronic stress and role conflict (Kumar & Singh, 
2019). 
This imbalance between work and personal life has well-documented psychological consequences. Research indicates a strong 
correlation between poor WLB and increased levels of stress, anxiety, and depression among working women. Mental fatigue, 
driven by constant role juggling and lack of adequate rest or support, often leads to reduced job performance and overall 
dissatisfaction (Singh & Kaur, 2017). Taken together, the existing literature suggests that achieving work-life balance for women is 
not merely a personal challenge but a structural and cultural issue that requires systemic change. Solutions must therefore go beyond 
individual coping strategies and include supportive workplace policies and societal shifts in gender role expectations. 
 

III. RESEARCH METHODOLOGY 
A. Research Design 
This study adopts a mixed-method approach, combining both quantitative and qualitative research techniques to comprehensively 
examine work-life balance (WLB) challenges among professional women in the National Capital Region (NCR) of India. The 
quantitative component involved structured surveys to assess the prevalence, frequency, and intensity of WLB-related challenges 
across sectors. Meanwhile, the qualitative component comprised in-depth interviews aimed at uncovering the lived experiences, 
personal narratives, and coping mechanisms adopted by working women. 
This methodological triangulation enhances the validity of findings by offering both statistical generalizability and contextual 
richness. 
 
B. Sample and Sampling Technique 
The study sample consisted of 100 professional women, aged between 25 and 45 years, employed in various sectors such as 
Information Technology (IT), education, healthcare, corporate services, and Business Process Outsourcing (BPOs) within the NCR. 
A stratified random sampling technique was employed to ensure fair representation across different industries and age groups. This 
approach facilitated a more diverse and inclusive dataset, capturing a broad spectrum of work-life experiences among women 
professionals in the region. 
 
C. Data Collection Tools 
Data were collected using two primary instruments: 
 Survey Questionnaire: A structured questionnaire was designed with Likert-scale items to measure various factors influencing 

work-life balance. These included workload, workplace flexibility, family and spousal support, stress levels, job satisfaction, 
and access to organizational benefits such as maternity leave and childcare support. 
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 In-depth Interviews: Semi-structured interviews were conducted with a subset of participants to gather qualitative insights. 
These interviews focused on personal narratives, emotional responses to work-life stressors, and strategies adopted to manage 
competing responsibilities. 

 
D. Data Analysis 
The quantitative data obtained from the surveys were analyzed using descriptive statistics, correlation, and regression analysis 
through the SPSS software. This allowed the identification of relationships between key variables such as workplace flexibility, 
career satisfaction, and mental health. 
For the qualitative data, a thematic analysis approach was used. Interview transcripts were coded and categorized to identify 
recurring themes, such as emotional exhaustion, lack of institutional support, coping strategies, and aspirations for organizational or 
social change. This dual approach ensured a nuanced understanding of both measurable trends and subjective experiences. 
 

IV. RESULTS AND ANALYSIS 
A. Demographic Profile of Respondents  
The study surveyed a total of 500 professional women across the National Capital Region (NCR) (see Table 1), focusing on age and 
marital status as key demographic indicators. The largest age group represented was 25–30 years, comprising 36% (180 
respondents) of the sample, followed by 31–35 years at 28% (140 respondents), 36–40 years at 22% (110 respondents), and 41–45 
years at 14% (70 respondents). In terms of marital status, a significant majority—70% (350 respondents)—were married, while the 
remaining 30% (150 respondents) were single. This demographic distribution ensured a balanced representation of women at 
different life and career stages, allowing for a more comprehensive analysis of work-life balance challenges across personal and 
professional contexts. 

Table 1. Demographic Profile of Respondents 
Characteristics  Frequency Percentage 
Age 25-30 180 36 
Age 31-35 140 28 

Age 36-40 110 22 

Age 41-45 70 14 

Married 350 70 

Single 150 30 
 
B. Work-Life Balance Challenges 
1) Workload and Time Constraints 
A significant 77.2% of respondents reported that excessive workload was a major barrier to achieving work-life balance. Many 
participants noted that high job demands often extended beyond regular working hours, leaving little time for personal or family 
commitments. Additionally, 68.5% indicated that long commuting times, averaging around 90 minutes one way, added to their daily 
stress and reduced the time available for rest or home responsibilities. 
 

2) Societal and Familial Expectations 
Societal and familial expectations also played a crucial role in shaping the work-life experiences of women. About 67% of 
participants felt pressured by traditional cultural norms to prioritize family responsibilities over career growth. Furthermore, 72% 
reported that household duties continued to fall primarily on them, even though they were employed full-time. This imbalance 
reflects deep-rooted gender expectations that persist despite women’s increasing economic participation. 
 

3) Workplace Inflexibility 
Workplace inflexibility further exacerbated these challenges. Only 22% of respondents had access to flexible working hours, and a 
mere 15% reported having the option to work remotely. In addition, 40% felt that their organizations did not provide adequate 
maternity or childcare support. The lack of supportive workplace policies often forces women to make difficult choices between 
their career progression and family responsibilities. 
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4) Impact on Health and Well-being 
The cumulative impact of these pressures had clear consequences on health and well-being. Approximately 60% of the women 
experienced frequent mental fatigue and stress, while 45% reported sleep disturbances linked to work-related anxiety. Alarmingly, 
30% had taken medical leave in the past year due to stress-induced health issues, highlighting the serious toll of prolonged work-life 
imbalance on both mental and physical health. 
 
C. Correlation Analysis 
To examine the relationships between key variables influencing work-life balance, a correlation analysis was conducted. The results, 
presented in Table 3, reveal several significant patterns. 
There is a moderate positive correlation between career growth and work-life balance (r = 0.52, p < 0.01), indicating that women 
who perceive better opportunities for professional advancement also report a more favorable balance between work and personal 
life. This may reflect the enabling role of financial independence and job satisfaction in mitigating work-life stress. 
A strong positive correlation was found between health and work-life balance (r = 0.74, p < 0.01), suggesting that women with 
better work-life balance tend to experience improved mental and physical health. This supports prior research linking chronic stress 
from imbalance to health deterioration. 
Workplace flexibility also showed a meaningful positive correlation with work-life balance (r = 0.55, p < 0.01), implying that access 
to flexible work arrangements enhances women’s ability to juggle professional and domestic responsibilities effectively. 
In contrast, societal expectations exhibited a negative correlation with work-life balance (r = -0.48, p < 0.01). This inverse 
relationship suggests that stronger cultural pressures on women to prioritize household duties over career aspirations are associated 
with lower levels of work-life balance. 
These results underscore the importance of supportive workplace policies and cultural change in improving work-life outcomes for 
professional women. 
 

Table 3. Correlation Analysis among Variables 
Variables  Coefficient (r) Significance (p-value) 
Career Growth & Work-Life Balance 0.52 <0.01 
Health & Work-Life Balance 0.74 <0.01 
Workplace Flexibility &WLB 0.55 <0.01 
Societal Expectations &WLB -0.48 <0.01 

 
 
D. Qualitative Findings 
The in-depth interviews conducted as part of this study provided valuable insights into the lived experiences of professional women 
in the NCR. Several recurring themes emerged from the qualitative data, shedding light on the emotional and social dimensions of 
work-life balance. 
A predominant theme was emotional exhaustion. Many participants described a persistent feeling of being “constantly torn” 
between professional obligations and family responsibilities. This emotional strain often stemmed from the inability to fully meet 
expectations in either domain, leading to guilt, frustration, and chronic stress. 
Another key finding was the lack of adequate support, both at home and in the workplace. Women frequently reported that any 
support they received was either minimal or conditional—based on their ability to maintain household roles or meet performance 
targets at work. Some participants highlighted that support from spouses or employers was inconsistent and rarely proactive. 
Despite these challenges, many women demonstrated resilience through various coping mechanisms. Common strategies included 
structured time management, delegating tasks when possible, and seeking support from peer networks or extended family. These 
approaches, while helpful, were often not enough to fully offset the systemic pressures they faced. 
Finally, a strong desire for change emerged across interviews. Participants expressed a clear and urgent need for both organizational 
reforms—such as better maternity benefits, flexible work arrangements, and childcare support—and broader societal shifts in 
attitudes toward gender roles. Many women hoped for a future where professional success would not come at the cost of personal 
well-being or social judgment. 
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V. DISCUSSION OVER FINDINGS 
The findings of this study confirm that professional women in the National Capital Region (NCR) encounter significant barriers in 
achieving a sustainable work-life balance. One of the most critical factors identified was workload pressure. A large proportion of 
respondents reported long working hours, heavy job demands, and limited autonomy over their schedules. When combined with 
extended commuting times, these pressures significantly reduce the time and energy available for personal and family life. The 
result is a constant feeling of time scarcity and fatigue, which undermines overall well-being and job satisfaction. 
Equally important are the effects of societal and familial expectations on women's ability to balance work and home responsibilities. 
The interviews and survey data both highlighted the strong influence of traditional gender norms, which often assign women the 
primary role in domestic work and caregiving. The "double shift" phenomenon—where women are responsible for paid 
employment during the day and unpaid domestic work afterward—remains deeply entrenched. On average, women reported 
spending an additional four to six hours daily on household responsibilities, regardless of their job commitments. This cultural 
burden not only leads to physical exhaustion but also contributes to feelings of guilt and stress for not fulfilling both roles 
“perfectly.” 
Workplace policies and structures were also shown to significantly affect women's work-life balance. The data indicated that only a 
small fraction of respondents had access to flexible working arrangements or remote work options. Additionally, many 
organizations lacked family-supportive policies such as childcare assistance or extended parental leave. This scarcity of institutional 
support puts women in difficult positions where they must often choose between professional growth and family obligations. The 
positive correlation between workplace flexibility and work-life balance underscores how vital organizational reform is to 
improving women's daily experiences. 
Health outcomes were another major concern revealed by this study. The continuous juggling of professional and domestic roles led 
to increased instances of mental fatigue, anxiety, and physical ailments among respondents. Many reported taking medical leave due 
to stress-related issues, signaling the toll that sustained imbalance takes on their health. The strong correlation between health and 
work-life balance further reinforces the need for a holistic approach that considers both structural changes and individual well-
being. 
Finally, the study highlights a critical disconnect between ideal work-life balance models and the current realities faced by women 
in NCR. While the benefits of flexible policies and shared responsibilities are widely recognized, their implementation remains 
limited. Deep-rooted social attitudes and institutional inertia continue to hinder progress. As a result, achieving gender equity in 
both professional advancement and domestic contributions remains a distant goal unless addressed through targeted, multi-level 
interventions. 
 

VI. RECOMMENDATIONS 
A. Recommendations for Employers 
Organizations have a pivotal role to play in shaping environments that support work-life balance for women. Employers should 
prioritize the implementation of flexible work arrangements such as flexi-hours, remote work options, and compressed workweeks. 
These measures accommodate diverse employee needs and allow women to better integrate professional and personal 
responsibilities. Establishing on-site childcare facilities or forming partnerships with nearby daycare centers can also provide critical 
support, especially for mothers of young children. Furthermore, it is essential to train managers to recognize and respond sensitively 
to gender-specific challenges. Promoting empathetic leadership can foster a culture where employees feel understood and supported. 
Finally, employers should invest in women’s career development by offering mentorship, training programs, and advancement 
opportunities tailored to accommodate life transitions, such as maternity or eldercare responsibilities, thereby preventing career 
stagnation among female professionals. 
 
B. Recommendations for Policymakers 
Policymakers must take a proactive stance in reinforcing and expanding the legal framework that governs women's rights in the 
workplace. Strengthening the enforcement of existing labor laws—such as those pertaining to maternity leave, workplace equality, 
and protection against sexual harassment—is crucial to ensure that rights are not just theoretical but effectively upheld in practice. 
In addition to regulatory reforms, infrastructural improvements are urgently needed. Enhancing the accessibility, reliability, and 
safety of public transportation can significantly reduce commuting stress for working women, freeing up time and energy for 
personal and family commitments. Lastly, national and regional governments should initiate awareness campaigns that address 
gender stereotypes, promote shared domestic responsibilities, and encourage employers to adopt inclusive policies.  
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Such campaigns, conducted through media, education systems, and community outreach, can help shift societal attitudes and create 
a more equitable landscape for working women. 
 
C. Recommendations for Professional Women 
While structural reforms are essential, women themselves can take active steps to manage their work-life balance more effectively. 
Time management remains a critical skill, enabling women to prioritize essential tasks and establish boundaries to avoid overwork 
and burnout. Building reliable support networks—including family, friends, and peer groups—can offer both emotional 
reinforcement and practical help, reducing the burden of managing everything alone. In addition, prioritizing self-care is vital; 
women should consciously allocate time for physical activity, mental well-being, and relaxation, recognizing these as necessities 
rather than luxuries. Lastly, professional women are encouraged to advocate for their rights and contribute to policy conversations in 
their workplaces. By voicing their needs and participating in dialogues around equitable practices, they can help shape a more 
supportive and inclusive work culture not just for themselves, but for future generations as well. 
 

VII. CONCLUSION 
This study offers an in-depth examination of the persistent challenges and emerging opportunities in achieving work-life balance 
among professional women in India’s National Capital Region. Through a mixed-method approach, combining quantitative analysis 
and qualitative narratives, the research highlights how excessive workloads, rigid organizational structures, long commutes, and 
deeply rooted societal expectations collectively hinder women’s ability to harmonize their professional and personal roles. The 
findings underscore the multifaceted nature of work-life imbalance, revealing not just structural deficits in workplace policies but 
also the emotional and health-related consequences experienced by women. The strong correlations between work-life balance and 
factors such as workplace flexibility, health, and societal expectations emphasize the urgent need for systemic interventions. 
Recommendations have been provided for employers to implement inclusive policies, for policymakers to enforce protective laws 
and promote awareness, and for professional women to adopt proactive strategies for managing their responsibilities and advocating 
for change. Ultimately, sustainable progress in achieving gender equity in both domestic and professional domains will require a 
collaborative effort—one that challenges entrenched norms, redefines institutional priorities, and creates environments where 
women are empowered to thrive without compromise. 
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