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ABSTRACT Female participation in the workplace has grown dramatically over the past couple of decades. This growth

has been especially noticeable in traditionally feminine professions like nursing. The barriers to women’s ca-
reer to a large extent are the work-family challenges that women employees experience because of their strong commitment to family
responsibilities. Work-life balance is seen more as women’s issue due to the traditional mindset, where the women are considered
primarily responsible for the smooth running of the family irrespective of her job responsibilities.
The primary objective of this study is to understand the challenges of family responsibilities the nursing professionals (women) face
and the type of work-life support they would require from their employers to balance their work and family in a better manner.
The following are some of the major findings of the study:
e Majority of the nurses are committed to their family responsibilities. Family responsibilities especially children’s responsibilities
hinder their commitment to their careers. They are of the opinion that they are not able to utilise their full potential and have to make
career trade-offs because of their family responsibilities.
 The research reveals that the nursing professionals expect the support from their organisations to help them achieve better work-life
balance. Majority of the Nurses require Créche facilities near the place of work and flexible working hours.
» Most of them agree that they would require family-friendly provisions to balance their responsibilities.
e Most of the respondents disagree that “putting career ahead of family brings strong disapproval from husband and family”. This
shows that women have accepted the role of taking care of their families irrespective of the fact that they hold a professional position

in the organization.

”u

» Majority of the nurses agree that their challenge is to make the “patients” “superiors” and “colleagues” happy.

“What restricts the use of the word ‘lady’ among the courteous
is that it is intended to set a women apart from ordinary hu-
manity, and in the working world that is not a help, as women
discovered in many bitter ways” - Judith S Marin

Introduction: The global trend of increased female labour
force participation, coupled with the prevalence of dual-earn-
er families has precipitated considerable research interest in
how members of these emergent family forms manage their
work and family responsibilities. Greenhaus and Beutell (1985)
define work-family conflict as “a form of inter-role conflict in
which role pressures from the work and family domains are
mutually incompatible in some respect. Pleck’s (1977) research
suggests that family-to-work spill-over is stronger from women.
In every working woman'’s life, the job, family and society are
key stakeholders. If, the balance is not maintained, there is con-
flict in various relationships. Conflict makes women increasing-
ly less efficient in every sphere of her life. Work-life imbalance
usually arises out of a lack of adequate time and/ or support
to manage work commitments as well as personal and family
responsibilities. Meeting competing demands of work and fam-
ily is not only tiring but can be stressful and inevitably affects
productivity. Organisations, aware of the positive implication
of balanced life, have begun considering family experiences as
part of what workers bring to their workplace to enrich their
contributions to work and organisations (Gallos, 1989). To do
a demanding job and managing family and social life simulta-
neously is notoriously difficult. It is generally women who take
the primary responsibility for childcare and who, in situations
of conflict, adjust their working life’s to accommodate family
pressures (Flakenberg and Monachello, 1990). Data show that
women professionals still assume the primary responsibility
of home and child-care activities (Googins and Burden 1987).
Balancing both career and family is an arduous task for working
women especially when they have small children. Women often
suffer from the guilt-complex of not spending enough time dur-
ing the tender age of their children and being forced to leave
their children in the hands of others whom they have little faith.
Women employees thus face a dual burden - work and family -
which creates a lot of stress and strain and role conflict. A study
by warren, Fox and Pascall (2009) reveals that combining paid

work and motherhood remains a major source of difficulties for
women. Women are still responsible for domestic labour and
child care (Tang and Cousins, 2005).

Objectives of the Study:

e To determine the work family challenges of female nurses.

e To determine the effect of family responsibilities of nurses
on their profession.

e To assess the organisation support system for achieving
better work life balance

Materials and Methods: Descriptive survey approach was
used. The study was conducted with a total of 75 female nurses
of multi-specialty teaching hospitals in Mangalore. The samples
were collected through purposive sampling method.

A structured questionnaire was developed by the investigators.
The questionnaire had three parts - ‘personal characteristics’,
‘family responsibilities’, and ‘organizational support systems’
The respondents were asked to respond to the statement
through a five point Likert scale ranging from ‘strongly agree’
to ‘strongly disagree’.

Results of the Study:

The demographic data showed that highest percentages of the
nurses were in the age group of 30-39 years (61.3) and least
(6.7%) were about 50 years of age. Majority (78%) of them
were married, 68% of them had one child and 25% of them did
not have any. Majority (73.3%) had 1-5 years of experience;
among the selected sample 72% of them were working as ward-
in-charges and 28% of them were staff nurses. Highest percent-
age (60%) of them were working in the surgical wards and 12%
in the emergency ward

e The mean percentage score was highest for the factor ‘per-
sonal characteristics’ (74.43%) followed by ‘organizational
support system ‘(70.24%) and the ‘family responsibility’
score was 64.10%.

e Datain table 1 shows that among the personal characteris-
tics factors the highest mean score was for the item ‘ Avoid-
ing comprise on personal /family life’ (4.42) while the least
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mean score was ‘convincing the supervisors that cannot
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Table - 1: Item wise analysis of the factors of work-family

perform the duties’ (2.91). challenges
Regarding family responsibilities, they were committed to fam- S )
ily responsibility (4.24) while the score was least for the item Factor g ,|Highest Mean |Average mean |Lowest mean
PR . . : < @|score score score
putting career ahead of family brings strong disapproval from Eg
husband and family” (3.02). This shows that women have ac- =2
cepted the role of taking care of their families irrespective of the Avoid Avoid argument | Convincing the
fact that they hold a professional position in the organization. Personal Comprisinf with colleagues |supervisors
Characteristics ersonal and superiors  |that cannot
- . amily life when on duty ( |perform the
Organization support system is necessary for employees to (4.423/ 3.58) duties (2.91)
manage their work family challenges. It is the responsibility of Not beinz abl
the employer to provide conducive support system to help their toOtro?/Lnt%ihee Putting career
employees achieve better work-family balance. Most of the re- Committed fullest career %hgad o{famlly
spondents agreed that they would certainly want their employ- Family |, |tofamily otential dir;ggs ?Ogg?g
ers to have family friendly provisions to help them balance their responsibilities Eisff)mlblhty Olg}::rlrllsif from Eusband
dual responsibilities. ) res ons}i,bility and family
(3.5’2) (3.02
e The mean score was highest for the item “need for provi- Needs
sion of child care facilities” (3.86) and also for the item provision Need t
need for flexible hours of work (3.86). The employers could of childcare ce 'dp
; ‘dine “chi Jities” facilities near |PTOVIAMG . |Lack of
therefore considered providing “child care facilities” as an employees with .
. . . : st the work place : mentoring
important prerequisite for nurses with young children and Organisational 10 86 better skills services to the
also provide flexible timings to help their employees bal- support system lexible with dealing employees
i i i working hours [Personal (2 ‘5)3)
ance their work and family commitments. The mean score < responsibility :
was average for the item providing employees with better g:l(gel}ucr:ret(())f (3.8)
skills in dealing with personal responsibilities (3.6). The children (3.86)

respondents agreed that mentoring services was provided,
the mean score was low (2.97)
e Data in table 2 shows that there was no significant differ-

Table 2 Significant difference in the work family life chal-
lenges between GNM and B. Sc (Nursing )Nurses

ence in the work-family life challenges between GNM and B. Professional sl

Sc nurses. This shows that professional qualification may rofessional iy nraan e

not be a factor for the work-family balance. Qualification Deviation
Conclusion: Personal GNM 30 [22.53 (3.04 47200
Work-family friendly policies enable nurses to attend to de- characteristics
pendent care responsibilities, household activities or to pursue B.Sc Nursing (45 (22.20 |2.97 p=0.639 ns
higher studies. Flexible working hours are a great advantage to
nurses with small children. It is found in the study that support ) GNM 30 |32.43 |6.85 0.42
from the husband and family is crucial in being able to balance fgsr?)g}rllsibilities
work and family. It would also be very important to know how . _
family structure impacts their work life concerns and subse- B.Sc Nursing [45 [31.80 16.04 p=0.675ns
quently influences their career decisions. One must also need isational
to understand that the burden of managing career and family ?Jg;gfta;;,‘;t“é"m GNM 30 |35.60 |5.67 0.6
that nurse’s face may result in negative mental and physiologi-
cal health outcome. In order to have a better work life balance B.Sc Nursing |45 [34.80 [5.58 p=0.547 ns

the organization must be sensitive to the work-life issues that
will contribute to the organizational effectiveness.
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