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ABSTRACT

Several research works have examined the difficulty of balancing job and family obligations. They've used
various methods, looked at different timeframes, and explored different fields. Numerous research have
established a correlation between work-family conflict and variables such as stress levels, job satisfaction,
performance at work, and family life satisfaction. However, none of these studies have explicitly examined
the conflict that results when work and family responsibilities collide, particularly in the field of education.
This indicates a gap in our knowledge of this field. To better understand how female employees in the
education sector perform on the job and are satisfied with their jobs, this study will look at the effects,
contributing variables, causes, coping methods, and correlations between these characteristics.

The purpose of the proposed study is to fill this gap by examining the connection between family-work and
work-family conflict. It will examine the causes of these conflicts, as well as their effects on women's
performance in the education sector. The study intends to shed light on a significant but often ignored facet
of balancing work and family obligations by concentrating on these areas.

Key Words: work-family conflict, female educators, job performance, education sector, Work-life balance

INTRODUCTION

Women are an integral part of society, balancing responsibilities both at home and in the workplace to meet
the needs of their families and communities. Traditionally, women have shouldered roles such as childbirth,
nurturing, protection, and providing emotional support within the family unit. They have been expected to
raise capable children, support their husbands, and contribute to the welfare of their communities. Over
time, the status of women has evolved, with equal rights and opportunities alongside men.

In India, the recognition of women's equality in the constitution marked a significant departure from
traditional norms. Despite historical challenges, women in India have made strides in various fields,
including technology, literature, and the arts. Their presence is increasingly felt across industries, and many
have achieved success in international business and politics.

India's rapid economic growth and societal changes have contributed to shifting gender dynamics. Factors
such as industrialization, urbanization, globalization, education, and women's empowerment have led to a
more complex societal landscape. Women now constitute a significant portion of the workforce,
contributing to changes in family dynamics and societal expectations.

Employment outside the home has provided women with financial independence and increased their status
within their families. There's an increasing need to deal with how women manage these changing positions
inside households as their roles go beyond traditional family duties.

In recent years, there has been growing attention to the concern on impact of family-work conflict of female
employees on the job productivity and their satisfaction in the education sector. Various studies, such as
those conducted by Jahanzeb and Fatima, (2015), Tausif and Fatima, (2020), and others, have shed light on
the negative effects of family-work conflict on female teachers in Pakistan. Similar studies, like the one by
Liu and Spector, (2005) in the United States, also highlighted the challenges faced by female educators.

© 2024, I[JSREM | www.ijsrem.com DOI: 10.55041/IJSREM30568 | Page 2



http://www.ijsrem.com/

05‘&’ 38

17 IJSREM . . . e . . .
t,m:ﬁlnternatlonal Journal of Scientific Research in Engineering and Management (IJSREM)
¢
W Volume: 08 Issue: 04 | April - 2024 SJIF Rating: 8.448 ISSN: 2582-3930

In this context, understanding the dynamics of family-work conflict becomes crucial, especially considering
its potential consequences on job performance and satisfaction. The research by Jahanzeb and Fatima,
(2015) recommended the implementation of family-friendly policies to alleviate work-family conflict,
emphasizing the need for organizations to take proactive measures.

Taking inspiration from various studies, a suggestive model of Customer Relationship Management (CRM)
can be devised to address the satisfaction of female employees in the education sector in India. This model
could incorporate insights from research conducted by Lee and Choi, 2017, emphasizing the importance of
social support and how it can act as a buffer against the detrimental relationship that exists between work-
family conflict and employment outcomes.

Furthermore, developing specific CRM strategies tailored to the educational sector is paramount. Insights
from Hill, Hawkins, Ferris, and Weitzman's, (2001) study underline the benefits which is influenced by the
perceived job flexibility on work-family balance. Implementing such strategies can enhance job
performance and satisfaction among female employees.

In addition to individual-focused strategies, a conflict resolution framework should be designed to
contribute to overall improvements in student outcomes and experiences. Building on the findings from
various studies, including Liang, Brown, and Gray's, (2017) examination of work-life balance policies,
organizations can create initiatives that not only resolve conflicts for female employees but also contribute
positively to the learning environment and, consequently, brand reputation.

In summary, this introduction recognizes the existing body of research highlighting the challenges faced by
female employees in the education sector due to family-work conflict. It proposes the development of a
suggestive CRM model and specific strategies to address job performance and satisfaction, ultimately
contributing to a positive resolution of conflicts and fostering an environment conducive to improved
student outcomes and brand reputation. In our research paper, we're focusing on creating a special plan to
make female employees in the education sector in India happier at work. We're also looking at ways to
improve how well they do their jobs and how satisfied they feel overall. We believe that finding ways to
solve conflicts effectively will not only make students' experiences better but also improve the reputation
of the organization.

REVIEW OF LITERATURE

The literature review reveals a consistent pattern: family-work conflict negatively impacts job performance
and job satisfaction among female employees in the education sector across diverse cultural contexts.
Studies from various countries such as the United States, Pakistan, Korea, India, and Saudi Arabia
consistently demonstrate this relationship. For example, the study done by Rathi and Barath, (2013) where
they wanted to see how support from friends and family affects how happy police officers are with their
job and family life. They found that when officers had more support, they felt better about their job, even
if they had conflicts between work and family. But for those with less support, these conflicts made them
feel worse about both their job and family life. This shows that having support can help police officers deal
with the stress of balancing work and family responsibilities. They surveyed 450 police officers in Tamil
Nadu and Kerala, both men and women.

Moreover, the literature highlights the importance of organizational support and workplace flexibility in
mitigating the negative effects of family-work conflict. Kashif and Rehman, (2020) studied female
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university professors in Pakistan to see how conflicts between work and family affected their job
satisfaction. They found that when professors felt torn between work and family, they were less satisfied
with their job. They also looked at how job demands and support from their workplace affected this conflict.
They found that job satisfaction went down when demands were high but improved with more support and
flexibility at work. They surveyed 365 female professors at four public universities in Pakistan.

When work demands clashed with family needs, performance suffered. The employees with a healthy
balance between work and personal life performed better at their jobs. This has been also proved in the
research done by Soomro, Breitenecker, and Salimi, (2018) they have did the research how balancing work
and family life affected job performance among employees in Pakistan. They found that when employees
had a good balance between work and life outside of work, they performed better. But when there were
conflicts between work and family, performance suffered. They also found that being happy with their job
could lessen the negative effects of work-family conflicts.

The conflicts between work and family commitments impacted the teachers' satisfaction with their jobs and
their desire to leave the profession. When family responsibilities interfered with work, teachers were less
satisfied with their job and more likely to want to quit. According to Liu and Spector, (2005) studied how
female teachers in the United States are affected by conflicts between family responsibilities and work
which force them to leave their job. They surveyed 463 teachers from different American organizations.
Similarly, there is another research has been done by - Liang, Brown, and Gray, (2017) who studied dual-
earner couples with children in the United States to see how conflicts between family and work affected
job satisfaction. They found that when family responsibilities interfered with work, job satisfaction went
down, especially among female teachers. They also found that flexible work arrangements could help
improve job satisfaction. They surveyed couples to get insights from both partners.

Furthermore, if we see the in a visa versa where family life is getting affected by the professional life also
make the female employees to quite the job. In a research paper of Lee and Choi, (2017) focused on how
conflicts between work and family life affected female teachers in Korea. They found that when work
responsibilities interfered with family life, teachers felt less satisfied with their job and didn't perform as
well. However, support from their supervisors and colleagues could lessen these negative effects. They
surveyed 261 female teachers in Korea.

The importance of organizational policies that can help alleviate work-family conflict, highlighting the
potential for institutional support structures. The organizations can not only improve the well-being of their
female employees but also potentially benefit from increased job satisfaction, performance, and reduced
turnover. Several studies have shown a clear link between work-family conflict and negative outcomes for
female educators, including decreased job satisfaction, performance, and retention rates. Reinforcing the
negative impact of work-family conflict on female educators, Liang, (2017) studied dual-earner couples
with children in the United States. Their findings showed that when family responsibilities interfered with
work, job satisfaction declined, particularly among female teachers. Interestingly, the study also highlighted
the potential benefit of flexible work arrangements in improving job satisfaction. This focus on couples'
experiences adds a new dimension to the research. Similarly, Jahanzeb and Fatima, (2015) investigated
female employees in Pakistan, finding a decrease in both job performance and satisfaction when work
clashed with family needs. Their research emphasizes the importance of organizational policies that can
help alleviate work-family conflict, highlighting the potential for institutional support structures.
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Furthermore, the reviewed literature underscores gender disparities in the experience of work-family
conflict, with female employees often facing greater challenges due to societal expectations and caregiving
responsibilities. Kaur and Joshi, (2019) studied female teachers in India to see how conflicts between family
and work affected their job satisfaction and performance. They found that when family responsibilities
interfered with work, job satisfaction and performance suffered.

The teaching profession offers a rewarding career path, but it can also be demanding, particularly for female
educators who often face the challenge of balancing work and family life. Balancing work and family life
can be a significant challenge for female educators, impacting their job satisfaction and performance. This
research paper will explore how work responsibilities, often cited as a major source of this conflict,
contribute to these negative outcomes. There are several studies provide compelling evidence of this
connection. Tausif and Fatima, (2020) studied female teachers in Pakistan to see how conflicts between
family and work affected their job satisfaction and performance. They found that when family
responsibilities interfered with work, job satisfaction and performance suffered. They surveyed 210 female
teachers to understand their experiences.

Alharbi et al., (2021) studied female teachers by analyzing with the data of 353 in Saudi Arabia to see how
conflicts between family and work affected job performance and satisfaction. They found that when family
responsibilities interfered with work, job performance and satisfaction decreased. They also found that
support from the organization could help lessen these conflicts.

The significant impact of work-family conflict on female educators, with work responsibilities emerging
as a major source of this conflict. The resulting decline in job satisfaction and performance highlights the
need for further research and for educational institutions to implement strategies that support female
educators in managing these competing demands. According to the investigation done by a study by Ashfaq,
(2021) in Pakistan examined how female teachers' job satisfaction suffered when family obligations clashed
with their work duties. Interestingly, their research also suggests that organizational support could be a
buffer against these negative effects. They gathered data through surveys with female teachers.

Employees may not like their jobs as much when they find themselves stuck between family-work conflicts.
They might not care as much about their work and might not try as hard to do well. This can lead to them
feeling less happy and less committed to their job. And when they're not happy or committed, they might
not do their job as well as they could. Which has been also showed in the research done by the Greenhaus
and Beutell, (1985) explored the sources of conflict between work and family roles and how they affected
job satisfaction and commitment. They found that when family responsibilities interfered with work, job
satisfaction and commitment decreased, leading to poorer job performance.

It can be challenging for female teachers to manage work and family life when they are under a lot of stress
at work. It can be difficult to manage things at home when one is overburdened and exhausted from work,
which can cause frustration and leave one with less time or energy for their families. When work begins to
consume their personal lives, this may lead to a general decrease in their level of job satisfaction. This has
been explored by the Ahmad, Fakhr, and Ahmed, (2011) in his research where he explored how job and
personal life conflicts affected mental health and job satisfaction among working women in Pakistan. They
found that factors like workload and job stress caused conflicts between work and personal life, leading to
lower mental health and job satisfaction. With similar to this studies from Pakistan and India
Sabaghian,(2016) Gupta & Srivastava, (2020) all found that when work stress spills over into personal life,
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it can lead to feeling burnt out and unhappy with their jobs. This is especially true for female teachers who
may already have a lot on their plates at home.

Though this work-family conflict affects both male and female but if we see the ration in both the contest.
The ratio of suffering through work-life conflicts is more in female employees. According to the studies
done by Kinnunen and Mauno conducted in (1998) study on the ways in which Finnish men and women
manage their job and family obligations. Conflicts arose from women's home responsibilities and the
demands of both men's and women's jobs, they discovered. They also found that mental health suffered as
a result of this struggle.

This idea and the ways that workplaces affect workers' performance and well-being have been the subject
of several studies. Studies conducted by Gordon et al. (2007) and Malik et al. (2020) have demonstrated
that women may experience a decline in job satisfaction and performance when work responsibilities
conflict with family obligations. But there is a bright side Research conducted by Hill et al. (2001) and
Aiswarya & Ramasundaram (2012) indicates that work environments that provide flexibility or a supportive
atmosphere can aid women in attaining a more favorable work-life balance. Better performance and
increased job satisfaction may follow from this. In simple terms, joyful and balanced workers perform
more. Organizations can create an environment that works for themselves and their employees by
acknowledging these problems and providing support.

In nutshell, the literature review provides robust evidence of the detrimental impact of family-work conflict
on job performance and satisfaction among female employees in the education sector. Organizational
support, workplace flexibility, and gender-sensitive policies emerge as crucial factors in mitigating these
negative effects and promoting the well-being and success of female employees. Addressing work-family
conflict requires holistic interventions that consider both individual and organizational factors to create
supportive work environments conducive to the needs of female employees.

The Employed Women and Her Family

When a woman takes on a job in addition to her roles as a wife and mother, she faces a lot of different
expectations that often don't work well together. This can upset the balance she had in her family life before.
She has to juggle these different roles, which can be really challenging.

For example, a married woman who works outside the home has to be both a good mother and wife, while
also being a dedicated employee. Balancing these responsibilities can be tough, and she might struggle to
adjust. With reference of research paper done by Ashfaqg, (2021) investigated how female teachers' job
satisfaction decreased when work and family responsibilities conflicted.

In this situation, family relationships become really important. The decision for a married woman to work
or not depends a lot on what her husband and other family members think and need. This often means
making a lot of compromises and adjustments. This is also mentioned in the research paper Greenhaus and
Beutell, (1985) how work load affects and leads to the dissatisfaction and decrease in the job performance
of female employees.
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In traditional Indian families, there are important relationships between parents and children, husbands and
wives, mothers-in-law and daughters-in-law, and between siblings. These relationships have changed over
time, especially with more women working outside the home. When these changes aren't handled well, it
can lead to a lot of stress and difficulty in managing a healthy family life.

Challenges Faced by Working Women

Balancing work and family roles is a significant challenge for many women, particularly in societies like
India. Women often carry the bulk of responsibilities at home while also working outside the house. This
can lead to conflicts between work and family duties, impacting their satisfaction and well-being. Research
suggests that managing both work and family demands requires considerable time and energy, and it can
affect psychological well-being.

In many cases, there's a misconception that women who work outside the home cannot adequately care for
their families. This can result in feelings of guilt and stress for these women, as they juggle responsibilities
at work and at home. Their children may feel deprived of their mother's attention and affection due to these
conflicting demands.

To address these challenges, it's essential to develop strategies that support female employees in managing
their work and family roles effectively. Implementing Customer Relationship Management (CRM) models
tailored to the needs of female employees in the education sector can enhance job performance and
satisfaction. These strategies can include providing support for work-life balance, offering flexible work
arrangements, and implementing conflict resolution mechanisms. As studies by Hill et al. (2001) and
Aiswarya & Ramasundaram (2012) suggest that flexible work arrangements or a positive work environment
can help women achieve a better work-life balance.

By prioritizing the well-being of female employees and addressing work-family conflicts, organizations
can improve employee satisfaction, job performance, and overall brand reputation. Additionally, resolving
conflicts between work and family responsibilities can lead to better student outcomes and experiences,
ultimately aiding to the success of educational institutions.

Work-Family Conflict

Many women struggle to balance their obligations to their families and their careers, especially in the Indian
education sector. This conflict arises when the demands of work and family life clash, making it challenging
for individuals to effectively participate in both roles. This conflict can have detrimental effects on
individuals and organizations, leading to increased burnout, stress, decreased health, and diminished job
performance.

There are two main types of conflicts that women often face: work interfering with family (WIF) and family
interfering with work (FIW). It generally arise when work commitments disrupt family activities, while
FIW happens when family obligations impede work responsibilities. These conflicts can manifest in various
ways, such as conflicting time requirements, strain on performance, or incompatible behaviors necessary
for each role. According to the study done by - Luk, D.M. and Shaffer, M.A., (2005) shows both work stress
and family demands contribute to WFC, but supportive work environments can lessen the burden. This
knowledge helps organizations create a more balanced and productive work experience.
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To address these challenges, organizations can implement Customer Relationship Management (CRM)
strategies tailored to the needs of female employees in the education sector. These strategies aim to enhance
job performance and satisfaction by providing support for work-life balance, offering flexible work
arrangements, and implementing conflict resolution mechanisms. By prioritizing the well-being of female
employees, organizations can improve employee satisfaction, job performance, and overall brand
reputation. In the research done by Nguyen, T.H. and Waring, T.S., (2013) have also encouraged the demand
for CRM technology for the improvement of Family-Work conflict on Job Performance and Satisfaction of
Female Employees in Education Sectors.

Moreover, resolving conflicts between work and family responsibilities can also benefit students' outcomes
and experiences. When employees feel supported and less stressed, they can dedicate more time and energy
to their work, ultimately leading to better educational outcomes for students. Additionally, a supportive
work environment can enhance the reputation of educational institutions, attracting both students and
employees.

In India, where women are increasingly participating in the workforce, particularly in sectors like
information technology (IT), it is crucial to address these challenges to ensure the success and well-being
of female employees. These sectors often provide a conducive work environment for women, leading to
higher representation compared to other industries. However, regardless of the sector, women still face
challenges in balancing work and family responsibilities. Research by - Chen, R.R., Ou, C.X., Wang, W.,
Peng, Z. and Davison, R.M., (2020) where they have mention by the use of CRM system they have driven
the better sale performance.

Research suggests that family structure and time pressures play significant roles in exacerbating work-
family conflicts. Larger families and longer work hours are associated with higher levels of conflict,
highlighting the importance of addressing these factors in CRM strategies. By creating a supportive and
flexible work environment, organizations can mitigate the effect of work-family conflicts faced by female
employees and improve overall job satisfaction and performance.

To addressing work-family conflicts is essential for promoting the well-being of female employees in the
education sector in India. By implementing CRM strategies, organizations can enhance job satisfaction,
performance, and overall employee well-being, leading to better outcomes for both employees and students.
Moreover, resolving these conflicts can also contribute to building a positive brand reputation for
educational institutions, attracting top talent and fostering a conducive learning environment.

RESEARCH GAP

This study aims to investigate on association between the work-family conflicts and family-work conflicts,
their influencing elements and how they affect the performance of women. Several studies have been done
on work-family conflict with different kinds of methodologies in different sectors. Many studies came with
a conclusion on work-family conflict correlated with many terms like family satisfaction, job satisfaction
and performance, work stress etc. However, no study has specifically addressed family-work conflict in the
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education sector, including its effects, contributing factors, causes, and coping mechanisms. Thus, there is
a deficit on this front as well.

However, the research agenda is to investigate that - women are an inseparable part of society and have
made significant contributions to various fields. The recognition of women's equality in the Indian
constitution was a significant departure from traditional Indian society and the norms of many advanced
countries at the time. Employment outside the home has enabled women to become more self-reliant, self-
dependent, and confident, but it has also given rise to the issue of the management of family roles as family
patterns and the envisaged roles of various family members are changing rapidly.

RESEARCH METHODOLOGY
Sample of the Study

The education sector is the study's universe. The study's sample will consist of female employees working
in India’s education sector.

Scope of Study

The focus of this study will be North Indian universities.

Sampling technique for interviews: Sample will collected from the different universities of North India.
The method will be applied to make effective use of the time.

Design of questionnaire: A self-created survey was employed as the main tool for gathering data to find
out how female employees witnessed the effects of work-family conflict on their families and careers. There
will be closed-ended questions on the surveys. Closed-ended questions offer more structured answers that
make concrete suggestions easier to implement. A 5-point Likert scale with intervals from 1 to 5 would be
used to measure the data; 1 — Strongly Disagree, 2 — Disagree, 3 — Neutral, 4 — Agree, 5 — Strongly Agree.

Survey questionnaire are attached in appendix.

Sample Size
We have collected 219 data’s of women employees.
Sources of Data

The author used primary data for this study by creating a self-designed questionnaire following a thorough
analysis of the literature. Primary Data: Using a questionnaire, primary data will be gathered in order to
assess how female employees view work-family conflict. There will include both qualitative and
quantitative data.
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RESULTS / DISCUSSION

S. (in percentage)

No. Different Factors 1 2 3 4 5
1 | Work commitments vs. family activities 4 |126|2421 511 | 81
o | Job time vs. household responsibilities 22 | 13 |587| 175 | 85
3 | Missing family activities due to job demands 36 1811 26 | 502 | 12.1
4 | Feeling drained after work vs. family engagement 22 | 45 | 48 | 363 | 63
5 | Work stress impacting family interaction 265 | 76 1368 211 | 81

Differences in problem-solving strategies (work vs.
6 | home) 6.3 |15.2]19.3| 20.6 | 38.6
7 | Effective behaviors at work vs. personal life 30 166138111219 3.1
g | Effectiveness at work vs. parenting/spousal duties 45 (399|251 143 | 161
o | Family responsibilities vs. job duties 45 | 345|395 152 | 63

10 | Family time vs. career-enhancing activities 36 | 1571354 | 404 | 49
11 | Missing work due to family responsibilities 9 |10.8|359| 16.1 | 28.3
12 | Home stressors affecting job focus 54 36312561 291 | 3.6
13 | Effective behaviors at home vs. professional life 121 | 1431242 | 3658 | 1256
14 | Adapting problem-solving from home to work 126 | 22412331 17 | 247
15 Confidence in job performance amid balancing 126 1179422 | 247 | 27
16 | Social expectations on women's roles (education sector) | 145 | 30.9 | 206 | 30.9 | 2.7
17 | Organization support for work-life balance 135 | 139 | 43 | 269 | 2.7
18 | Family-friendly policies and job satisfaction 139 | 1751211 | 444 | 31
19 | Perceptions of women's roles in organizational culture 17 11881211 175 | 256

According to the research we have found —
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Work-Life Balance Perception:

Perception of Work-Life Balance
51.4%

50 47.7%

N w B
o o [<}

Percentage of Respondents (%)

-
o

Rarely Interferes Almost Never Interferes
Frequency of Work Interference

The survey findings indicate that for a significant portion of the sample (51.4% and 47.7%), work rarely or
almost never interfered with their ability to participate in family activities or left them too emotionally
drained to engage with loved ones after work.

This suggests that, for many respondents, work-life balance was successful, with minimal impact on family
time and emotional availability.

Challenges in Work-Life Balance:

Challenges in Achieving Work-Life Balance
40 38.2%

w
[

30.5%

w
o

N
w

=
w

Percentage of Respondents (%)
N
o

=
o
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Sometimes Interferes Often Interferes
Frequency of Work Interference

However, a substantial minority (38.2% and 30.5%) reported that work sometimes or often interfered with
their family life.
This highlights the ongoing challenge of achieving work-life balance, indicating that while many

respondents manage it well, a significant number still face difficulties in balancing work and family
obligations.
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Impact on Career Advancement:

Impact of Family Time on Career Advancement
40.9%

=
v

Percentage of Respondents (%)

Not at All or Rarely Somewhat to Very Often
Effect on Participation in Career-Advancing Activities

A significant portion of respondents (40.9%) felt that family time did not at all or rarely affect their ability
to participate in activities that could benefit their careers.

This suggests that, for many, family responsibilities do not hinder their professional advancement.
However, a notable minority (36.8%) reported that family time somewhat, moderately, significantly, or very
often hindered their participation in career-advancing activities.

Organizational Support Systems:

Perception of Organizational Support for Work-Life Balance
43.2%

40 38.6%

)

30

20

Percentage of Respondents (%

]

Somewhat or Very Supportive Neutral or Not Supportive at All

Level of Support
Nearly half of the respondents (43.2%) reported that their organizations provided somewhat or very
supportive systems or resources to help manage work-life balance.
However, a significant minority (38.6%) perceived such systems as neutral or not supportive at all.
This indicates a mixed perception of organizational support for work-life balance, with room for
improvement in supporting employees' efforts to balance work and family responsibilities.
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Influence of Gender Roles:

Influence of Gender Roles on Organizational Culture and Work-Life Balance Policies
43.6% 43.6%

40

30

20

Percentage of Respondents (%)

Moderate Influence Strong Influence

Level of Influence

A substantial portion of respondents (43.6%) believed that perceptions of gender roles in society had a
moderate or strong influence on organizational culture and work-life balance policies.

This highlights the importance of considering societal perceptions and gender dynamics in designing
effective work-life balance initiatives within organizations, particularly in the education sector.

While Customer Relationship Management (CRM) traditionally focuses on customer interactions, it can
indirectly contribute to improved job satisfaction for female employees. Existing research, like the one by
Rajkumari , (2015) highlights the negative impact of work-life conflict on female employee well-being.
CRM strategies can be implemented alongside work-life balance initiatives. By creating a more supportive
work environment through flexible work arrangements and family-friendly policies, organizations can
leverage CRM's focus on customer experience to empower female employees and potentially improve
overall company performance as suggested by the research you mentioned.

CONCLUSION

In conclusion, the application of Customer Relationship Management (CRM) strategies tailored to the
specific needs of female employees in the education sector can significantly impact their well-being and
job satisfaction. The literature review underscores the pervasive challenges of work-family conflict faced
by female educators and the detrimental effects it can have on job performance and satisfaction.

The proposed CRM model emphasizes the importance of organizational support, workplace flexibility, and
gender-sensitive policies in mitigating these negative effects and promoting the success of female
employees. By addressing work-family conflict through holistic interventions, educational institutions can
create supportive work environments conducive to the needs of female employees. In the realm of the
education sector, where female employees often grapple with the intricate balance between professional
commitments and familial responsibilities, the application of Customer Relationship Management (CRM)
strategies can profoundly impact their well-being and job satisfaction. By tailoring CRM approaches to the
specific needs of female staff, educational institutions can offer flexible work arrangements, such as
telecommuting options or adjusted schedules, to accommodate their diverse family obligations.
Additionally, fostering open communication channels enables organizations to actively listen to the
concerns of female employees, providing valuable insights that inform supportive policies and initiatives.
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Furthermore, the results of the study highlight the mixed perceptions of organizational support for work-
life balance among female employees. While many respondents reported successful work-life balance, a
significant minority still face challenges in balancing work and family obligations. This underscores the
need for organizations to continue improving support systems and resources for managing work-life
balance. CRM initiatives extend beyond traditional workplace practices to encompass holistic support for
personal and professional development. Educational institutions can offer resources such as childcare
facilities, workshops on work-life balance, and opportunities for career advancement, empowering female
employees to thrive in their roles. By investing in the growth and welfare of female staff, organizations not
only enhance job satisfaction and performance but also cultivate a culture of inclusivity and gender equality,
fostering an environment where all employees can flourish personally and professionally.

Overall, by investing in the growth and welfare of female staff, educational institutions can enhance job
satisfaction, performance, and overall well-being. Implementing CRM strategies that prioritize the needs
of female employees not only benefits individual employees but also contributes to a culture of inclusivity,
gender equality, and organizational success.
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APPENDIX
Questionnaire:
1. How often do you feel that your work commitments prevent you from participating in important

17.

18.

19.

family activities?

To what extent does the time you spend on your job interfere with your ability to contribute equally
to household responsibilities and activities?

How frequently do you find yourself missing family activities due to the demands of your job?
When you return home from work, how often do you feel too mentally or emotionally drained to
engage in family activities or responsibilities?

How often does stress from work affect your ability to engage with your family once you're home?
In what ways do the problem-solving strategies you use at work differ from those you use at home?
Can you provide examples of behaviors that are effective for you at work but may not be helpful in
your personal life?

How do the behaviors that contribute to your effectiveness at work compare to those necessary for
being a good parent or spouse?

How often does time spent on family responsibilities interfere with your job responsibilities?

. To what extent does time spent with your family affect your ability to participate in work-related

activities that could benefit your career?

. How often do you have to miss work activities due to family responsibilities?
. How frequently do stressors from home affect your ability to focus on your job while at work?
. Can you provide examples of behaviors that work well for you at home but may not be as effective

in your professional life?

.How do you adapt your problem-solving strategies when transitioning from home to work

environments?

. How confident are you in your ability to perform your job duties effectively and contribute to the

success of your organization?

. How often social expectations regarding women’s roles in family and work influence your

experience as a female employee in the education sector?

Is there any support systems or resources provided by your organization which is beneficial to
manage the balance between work and family responsibilities?

Is it effective to implement family-friendly policies with your organization that could improve your
job satisfaction and performance?

How often you believe that perceptions about women’s positions in society influence organizational
culture and work-life balance policy in the education sector?
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