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Abstract‘}

The impact work has had on family constantly changes over time. Even though some
consider work and family separate domains, in which a person’s role alternates between
husband or wife and employee, it is significant to/ see how the impact of work has carried
over to the social life outside of the office and changed the relationships amongst family
members. According to the National Study of th¢ Changing Workforce the question that
stands open is: —If the job culture of contemporary workplaces in the new economy is
constantly increasing its demand for longer hours at work, what does this mean for
current and future familial relationships of‘empIO}?/ces.

Although there are positive reasons and fulfillment one can gain from work, such
as “self-worth or dignity™ the focus in this paﬁcr is on the negative consequences of
ncreasing weekly work hours on the family sphere as well as the solutions that can be
taken by affected familics to balance the conﬂitt between work demands and family.
Many social researchers have investigated this work-family relationship and turned to
various theories to explain the consequences that follow from work-tamily conflicts, and
these can also be applied to the correlation betwee'p longer work hours and family life.
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Introduction

The impact work has had on family const:kcmtly changes over time, Even though
some consider work and family separate domains, in which a person’s role alternates
between husband or wife and employee, it is significant to scc how the impact of work
has carried over to the social life outside of the office and changed the relationships
amongst family members. National Study of the Changing Workforce [NSCW], 1997, p.
8), the question that stands open is: —If the job culture of contemporary workplaces in the
new cconomy is constantly increasing its demangd for longer hours at work, what docs
this mean for current and future familial relationsh‘:ips of employees.

Although there are positive reasons and fulfiliment one can gain from work, such
as “self-worth or dignity” (Reich, 2001), the focus in this paper is on the negative
consequences of increasing weekly work hours| on the family sphere as well as the
solutions that can be taken by affected families to balance the conflict between work
demands and fanuly (p. 56). Many social researchers have investigated this work-family
relationship and turned to various theories to explain the consequences that follow from
work-family conflicts, and these can also be applied to the correlation between longer
work hours and family life. |

|
|
|
|

Page128

www.oiirj.org | SR L CTSEN 224050508




Online bnginatdonal Iperd

Background: Work-family Study

Work and family literaturc mostly cxamines the role of work and studics its
connection to the family. Wharton and Blair-Loy (2006) refer to work-family conflict as
a situation, in which “the demands of the work interfere with tulfilling family
responsibilities” (p. 417). The role of researchers is to explore the relationship between
both domains in order to make sensc of the correlation and consequences that can follow
when both interact with one another. In connection to family, many predictors of work-
family conflict have been researched, including demands, resources, and
accommodations of employment (Friedman &Greenhaus, 2000, p. 123). Stress, health-
related problems, job dissatisfaction, and lower psychological well-being may result
when work demands, resources, and employment accommodations are in negative
context, and they may influence the worker’s cfficiency to fulfill 'family responsibilitics
(Milliken & Dunn-Jensen, 2005, p.45). One of the many theories to explain how work
actually can interfere with family life is based on the spillover theory, which ecmphasizcs
that people in higher demanding jobs “experience substantially higher levels of negative
spillover from work into their lives off the job-—jeopardizing thecir personal and family
well-being” (National Study of the Changing Workforce [NSCW/, 1997). Dual-income
tamilies arc ...characterized as being overextended, overworked, overwhelmed and over
the top™ (Gambles, Lewis, & Rapoport, 2006, p.67). The number of families headed by
single parcnts has increased 25 percent since 1990, to more than 7.5 million houscholds
(Sloan Work and Family Research Network, 2005). These trends show that it is even
more important that scholars analyze ways to alleviate work-family conflict to make both
spheres even more compatible and less distressing for working Americans with children
since balancing work lifc and family is getting harder to do. By constructing better
solutions for workers facing work-family conflict, single parents especially can learn how
to manage work and family domains effectively.

Trend of the 21st Century: Increased Work Hours

The working world has changed dramatically over the years. More pcople in the
workforce are more educated, workers are left with higher expectations and about gaining
fulfillment at work, and peoplc are working longer hours. Stebbins (2001) points out that
the women and men’s roles changed in the workplace and at home (p. 9). The decrease
in marriage rates may be positively correlated with greater work demands in the new
economy since some might feel that increasing demands would make it harder to
maintain prospective family obligations. Advancement in technology is just onc lactor
that contributes 1o the cause people to work longer and at a ftaster pace, and for others it is
the “ways that contemporary work is bccoming more satisfying and compelling”
(Gambles, Lewis, & Rapoport, 2006, p.48-51). For some, paid work can provide people
with a sense of meaning of purpose, satistaction, dignity, and cveniallows onc (o express
a heart-felt commitment, while others just seek to make money or make a living (o
support their family (Reich, 2001, p. 56-61). Although work may offer a psychological
or tangible satisfaction to some, Gambles et al. (2006) notes that others are physically
drained from working longer hours because they “feel obliged or compelled to give more
energy, emotional labor, or ‘more of themselves’ to their paid work activities” (p. 51).
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‘The Predicament: An Imbalance Between Rising Work Hours and Family

As Reich (2001) pointed out, “Paid work is becoming far more intrusive on the
rest of our lives™ (p. 57). How much time \torkers have for family responsibilities
depends largely on the amount of hours they worked (Hein, 2005, p. 129). As the amount
of hours have increased over the years, and are still continuing to do so, it becomes
harder to crcate a balance between work and farpily life, since demands and availability
for family life obligations are not getting any less. Hein (20095) also argued that for many
cmployces in American, longer working hours have also been shifted to “asocial hours,”
which are hours not standard to their regular working schedules and include night or
weekends times (p. 134). This suggests that longer working hours arc not only carried
oul during daytime, but also at nighttime at irr%:gular time periods. Negative personal
cxperiences that employecs get from work can ¢asily carry over into the family sphcre,
and even if not all Americans come to find tlwmslclves in a rut trying to balance work and
familial obligations, it is still important to analyze the cause and effects of the conflict
that increased work hours may exhibit on fanﬁily life, as well as solutions to make
balancing both domains casier. The burning question 1s about the conscquences that
might follow from an advancing and continuously developing economy, whose working
hours are on the rise. Will the implications of work-family conflict get worse for future

generations? 1f how, what can be done to lessen l%his conflict?
|

Theories: An Explanation for Imbalance ‘

Milliken & Dunn-Jensen (2005) confirmed that a great amount of evidence from
conducted rescarch indicate that number of hours worked is positively correlated with
amount of work-family conflict experienced in Ihe family at home (p. 43). They also
argucd that recent research siggests that “the morc hours pcople work, the higher the
level of work interference with family and the lower the psychological well being (p. 44).
Aspccets of work that have bezn made evident to “limit success and fulfillment™ in the
family sphere include resources such as “money, time. and flexibility” (Friedman
&Greenhaus, 2000, p.125). Various theories havg becn established to explain the reasons
for the conflict that work can deflect into family life. Some main theories are: role
theory, spillover theory, and conflict theory, all which can be applied towards the current
issue of increasing work hours and family life imbalance.

Role theory refers to the social role an employee plays in the work domain, and
how their experienced strain can negatively affect/the performance in the familial domain
(Googins, 1991, p. 23). Resources at work, such as job authority, hours worked, and job
satisfaction affect this social role the worker plays, and depending on whether the
cmployee is provided these resources in a positive way (satisfactory job authority and
work hours), s’/he will have more or less work-family conflict (Friedman &Greenhaus,
2000, p. 122-124).  Edwards and Rothbard (2000) confirmed that “added work
expectations and job involvement [are] predictors of work conflict and family
expectations” (p.213). ‘

Spillover theory, according to Fredriksen-Goldsen and Scharlach (2001), revolves
around the conceptualization that the work sphere can have a positive or negative impact
on the family sphere, meaning that attitudes and behaviors (such as distress from working
long hours) can create distress at home with I‘amin members (p.55-56). Googins (1991)
tcrmed this process “negative spillover,” and elaborated that “negative interference
resulting from a person’s cxoperiencing problems in [the work domain] affect the
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performance in [the familial comain]” (p.23). However, work can'also literally spill into
one’s family life when one has to take home amounts of work to complete them for a
deadline.

Conflict theory implies that there is an inevitable conflict between work and
family because both spheres are “generally incompatible, given their differing demands,
responsibilities, expectations, and norms (Fredriksen-Goldsen & Scharlach, 2001, p. 56).
It is assumed that anything at work will create some kind ol conflicl at home.

All threc theories revolve around work aspcets that can psychologically influcnce
a worker to experience work-family conflict at home, but the spillover theory, as well as
the conflict theory also brings out the issue of physical aspects of work that can causc
conflict, such as having to bring incomplete work assigniments hor}‘ge to the family to get
them done. Role theory is mostly about how resources at work can psychologically
influence the worker to exhibit negative emotions or attitude at home. The conflict
theory on its own is a mcre extreme version of how resources from work can
psychologically and literally cause the worker to experience conflict with family, whether
it be hours spent at work or being under stress. Although these theories all have a
different take on how work-family conflict occurs, they all have something in common:
they show that there is a contlict between work and family spheres. The conscquenccs
that are described in the theorizs call for a method to lessen role strain, negative spillover,
and family conflict such that a healthy balance can be cstablishad between work and
family life.

Nature of the Problem: Conscquences of Longer Hours on Family Life

In Googins’ (1991) Job and Home Study conducted in 1991, around 46 percent of
parcnts “wished they had morc time to do things for the tamily.” while nearly 30 percent
of parents felt thcy had more ¢n their plate than they could handle (p.134). Wharton and
Blair-Loy (2006) point out thar amount of hours worked is onc of the predictors of work-
family conflict and creates increased concern with “juggling work and family
obligations™ amongst business people throughout the industrialized world (p. 415-416).
Results of Wharton and Blair-Loy’s research survey amongst business managers and
professionals showed that ““for every additional hour worked, the odds that a respondent
will express concern about the effect of long hours on his or her family and personal lives
increases by 7 percent (p. 42¢). Consequences that follow from increased work hours
may be physical or psychological, depending on the circumstances and demands the
worker has to deal with on the job. Moreover, the extent of the consequences varics from
person to person. An individual who faces less work demands is likely to experience less
work-family conflict.

Physical Consequences

“Family absence and poor family-role performance”™ may result from time-based
demands at work, such as number of hours worked and the conditions under which this
time is spent (Voydanoft, 2005, p.707, 709). This is most likely to occur to working
parents that work long hours or asocial shifts and are often stuck in the office. The fact is
that when a parent is at work, they are not at home and arc thus not able to attend to
tamily obligations, whether it is taking care of kids or fulfilling other duties at home. The
increased hours that people are working now are likely to increase the absences of parents
with their children or spouses. Poor family-role performance is possible to result because
of increased absence betwecn the role model parent and the child they are separated from.
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The less often a child is able to see its parents, the less likely the child is able to learn
from them. ‘

Marital discord and aecreased life satisfaction are likely to occur to individuals
that try to combinc work with and family roles and feel intense commitment towards both
domains (Perrone, Aegisdottir, Webb & Blalock, 2006. p.288). A study that analyzed
work-family conflict and marital outcomes found that conflict that occurred in the
marital-familial sphere was “positively related to psychological distress, which is related
both dircctly and indircetly to marital outcomes through marital interactions, ¢.g., greater
hostility, less warmth and supportiveness (Fredriksen-Goldsen &Scharlach, 2001, p.57).
This consequcnce can occur from negative spillover or even because of absence of the
family member because of work demands. Dissatisfaction with life is on a more personal
lcvel and can happen to those that struggle to balance their work and familial obligations.

Caregiving strain is possible to occur to parent workers who have a hard time
balancing childcarc obligations with work demands. Working for extended hours may
prohibit mothers or fathers from attending to their children’s needs (Fredriksen-Goldsen
&Scharlach, 2001, p.83; Gambles, Lewis & Rapoport, 2006, p.67). This means that a
child may not able to receive the necessary care |it requires, thus negatively affecting its
development.

Psyvchological Consequences

Family dissatisfaction and distress are strain-bascd demands from work that arc
due to time and workload pressures, and it can “create psychological spillover from the
work domain to the tamily domain™ (Voydanoff, 2005, p. 709). Pressurcs and overload
at work have also been associated with greater withdrawal, anger, and arguments at home
(Fredriksen-Goldsen & Scharlach, 2001, p.57). Thus longer working hours can
mfluence a person to bring home stress, energy depletion, or negative emotions, which
may in turn ncgatively influence relations with family members or even hinder the
oppressed worker to participate in family life activities. A father whose physical capacity
1s drained from working excessive hours on the job may not be physically capable of
playing with his child after work.

Sense of loneliness and disconnection may enter the life of individuals who work
excessively and can moreover lead to depression and conflict with family members
(Gambles, Lewis & Rapoport, 2006, p.64). When one works many hours in the office
because of work demands, it can be hard to keep up with the duties at home. Asocial
hours can contribute greatly to this sense of disgonnection because one is obligated to
work hours outside of the regular schedule. The absence at home because of the
incrcascd work hours can also contribute to the literal disconnection with family
members.

With all these physical and psychological consequences that result from increased
work demands, one can see thar the effects of work-family conflict are more scrious than
onc would think. Somc workers go through days thinking their stress, disconnection,
sense of loneliness, or other psychological factors are “normal” or typical for people and
thus don’t rcad much into it. But one should take these factors more seriously, since they
may affect the worker and his/her family’s health. Both physical and psychological
consequences may also blecd into the rest of an employce’s social circle and world. FFor
example, if physical absence or decreased life satisfaction plague a person, it can
negatively influence the way he/she interacts with friends, co-workers, and family
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members around them. Although work-family conflict might not affect workers that do
not experience these consequences, there is still potential for these to creep into one’s life
in the future. So what can someone do who is experiencing these problems with work
and family life?

Work life balance is not a problem, it is an ongoing issue which needs to be managed by
adopting positive work and family practices because it mutually benefits both the
employees and the employers.

Various studies have been conducted on work life balance in the Indian as well as in the
international context.

From the literature revicw, it is evident that different studics have explored that dual
career couples are increasing nowadays, as more women are entering into the workforce
in India, therefore they are belicved to perform multiple roles throughout their lives. As a
result, it has become difficult for them to manage both the work and personal life
cffectively. Therc arc various studies on work life balance practices adopted in public
sector organizations, but none of the studies focus on work life balance of women
cxecutives in MNCs in Bangalore.

Objectives:

I) The objective of the study is to examine the status of work life balance among the
women employees.

2) To identify the various factors which bring about an imbalance in the work and
family life of women employees.

3) To suggest the remedial measures to overcome the work life conflict.

Research Methodology:

This is a descriptive study bascd on survey method. Data has been collected both
from primary and sccondary sources. Primary data has been collected from
women executives frorn a cross section of the employees from various MNCs
located in Bangalore with the help of a structured questionnaire and through
discussions. The total sample size is taken as 200 employees. The data is
classified and analyzed using mathematical and statistical tools like percentages |
averages standard deviation and chi-square test. The variables used for analysis
are nature of work, operating procedures contingent rewards, job freedom,
opportunity for future development social relevance of work life, etc.

Table 1:
Demographic profile of the study Group (N=200)
Age group (Years) JNO- of respondents | Percentage |
<30years 130 L | 15% o !
- 30-40 years N [68 - 132.5% l
40-50 years ‘ 60 1 30%
| 50 Years 145 22.5%
Marital Status i | |
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Married 40w
rSmgle -y | 60 ¥ —— 30% !
|

Work- related factors that interferes with personal life

FSI No | Paramuu | T INe. % '
- e 1] =

} AFCheck your mall from home after returning from work 160 | 80% \
Volunteer for special projects in addition to your normal job | 142 m%
duties | ]

3. | Work on your days off (Weekends) | 145 | 72.5%

‘4. | Check back with your office even when you are on a vacation | 164 | 82%

}_5«. LWork late in the night at home 173 86.5% ‘1

6. Parncnpale in community activities fou the benefit of the | 135 67.5%
company N ‘,

7. Attend work related functions oiersona[ time 1 Ls [ 75. 5%

8. Go to office before normal business hours |78 T 89% ]

“The above table shows that the women executives are not extended adequatc facilities for
facilitating work-life balancc. It is obscrved that majority of the respondents find that
there are many work related factors that interfere in their personal life. The following

table explains about the extent of imerdependencc][

Tablc 2: \

Level of interdependence of work-related factors with the given variables:

| Variables Associated Work related factors interfering in personal life
Factors ‘
AI\«\Tayvs | Often Rarely Never
-  [SBoyeas 14 Rl Te 2
R 30 40 Ycars | 30 25| [ 4%3 g
& 40-50 Years | 24 30 15 [ v

_ |>s0Years [16 [u2f w0 7 |
Graduate 4 6 | 16| 12 | gV ‘
N PG | 35 18 S N
i Professional (30  [22. 19 14 ‘
Others 128 | LSL 3 ED |
Marital status oy £ L 148 B BN A - .

S Single 135 20/ |3 2

The above table shows that work life balance and marital status are dependent. Whercas
it was independent with age and qualification.It is also clear that worklife balance is
dependent on different levels of management.

|
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Conclusion:

Work-lifc Balance has ever been a concern and hot issuc for discussion among
researchers. The reason could be an unjustifiable attrition rate, stressful nature of job,
frequent health problems, job switching talent pool etc. The importance of work-lifc
balance in dual in nature-it provides motivation, job satisfaction, productivity etc. to an
employee and controlled attrition and improved retention rates, rcduced abscntceism,
high performance and efficiercy, high commitment to an organization. The study reveals
that some of the work demand has provided negative interferences in the tamily lives of
employees and has wide diffcrences across nature of job and the level of management.
The study confirms that a proper work-life balance will provide job satisfaction of
employees which in turn will create organizational success and develop competitive
advantage for organizations. Thus the company’s human resource team along with the
active cooperation of the employees should take initiatives (o facilitate proper work-life
balance policies and see to it that the employees arc bencfited from such policies. The
employee side should practice self-management so as to rcduce some of the work-life
imbalances arising out of stress, burnout, family commitments ctc. They can probably
make use of meditation techniques, yoga, extracurricular events, proper self- appraisal of
jobs, adequatc training for improvement etc.Organisational leaders should focus on
developing, formulating, implementing and reviewing better work-life balance policies in
order to build a sustainable and enriching organization. Thus a better work —place as well
as a secured and happy family life is possible.

SUGGESTIONS AND SCOPE FFOR FUTURE RESEARCH

Work Life Balance is a significant factor leading to overall performance of the
executives. If an individual have both physical and emotional signs of unhcalthy work
life balance, they cannot easilv recognise the reason for that, but it is important to know
what they are. Work life balance is a fit between work and pcrsonal lives. Tt implies that
the individuals have to make efforts to maintain a healthy balance between work and their
personal life. They have to control their own behaviour and expectations regarding work
life balance. Research shows that if the work places enable better work life balance, the
individuals will be happy, more productive and more loyal towrads the organisation.
Companies should have the ability to measure this and it will help to attract the
individuals and can incrcase the retention of performing talents. Organisations can
practise work life balance policies like flexible working time arrangements, care of
children and family members, paid leave, insurance schemes, etc.

References

Edwards, J. R., & Rothbard, N. P. (2005). Work and family stress and well-being: An
integrative model of person-environment fit within and between the work and
family domains. In E. E. Kossek& S. J. Lambert (Eds.), Work and life integration:
Organizational, cultural, and individual perspectives (pp. 211-242). Mahwah,
New Jersey: Lawrence Lirlbaum Associates.

www,oiirj.org

ISSN 2249-9598

Page 135



http:l.ld,,-'ll.ll

Fletcher, J. K., &Bailyn, L. (2005). The equity imperative: Redesigning work for work-
family integration. In E. E. Kossek& S. J. Lambert (Eds.), Work and life
integration: Organizational, cultural, and individual perspectives (pp. 171-189).
Mahwah, New Jersey: Lawrence Erlbaum Associates.

Fredriksen-Goldsen, K. 1., &Scharlach, A. E. (2001). Families and work: New directions
in the twenty-first century. New York: Oxford University Press.

Friedman, S. D., &Greenhaus, J. H. (2000). Work and family--allies or enemies?: What
happens when business professionals confront life choices. New York: Oxford
University Press.

Gambles, R.. Lewis, S., & Rapoport, R. (2006). The myth of work-life balance: The
challenge of our time for men, women, and societies. England: John Wiley &
Sons.

Googins, B. K. (1991). Work/family conflicts; Private lives--public responses. New
York: Auburn House.

Hem, C. (2005). Reconciling work and family responsibilities: Practical ideas from
global experience. Geneva: International Labour Office.

Milliken, F. J., & Dunn-Jensen, L. M. (2005). The changing time demands of managerial
and profcssional work: Implications for managing the work-lifc boundary. In [-.
E. Kossek& S. J. Lambert (Eds.), Work and life integration: Organizational,
cultural, and individual perspectives (pp. 43-50). Mahwah, New Jersey: Lawrence
Erlbaum Associates.

National Study of the Changing Workforce [NSCW]. (1997). 1997Executive Summary.
Retrieved from http://www.familiesandwork.org/summary/nscw.pdf, p.8.

Perrone, K. M., Aecgisdottir, S., Webb, L. K., & Blalock, R. H. (2006, March).
Commitment, conflict, coping, and satisfaction. Journal of Career Development,
32(3), 286-300. Retrieved August 18, 2006, from EBSCO databasc:
http://jcd.sagepub.com

Reich, R. B. (2001). The lure of hard work. In The future of success (pp. 54-63). New
York: Alfred A. Knopf.

Sloan Work and Family Rescarch Network. (2005). Who heads U.S. familics?
InQuestions and answers about changing definitions of families: a sloan work and
family rescarch nctwork fact shcet. Retricved August 18, 2006, from
http://wfnetwork.bc.edu/index.php

Stebbins, L. F. (2001). Work and family in america: A reference handbook. Santa
Barbara, CA: ABC-CLIO.

U.S. Bureau ot the Census. (2004a). Women who have had a child in the last year, by age
and labor force status: |980-2004, table 89 (Version PDF) [Data file]. Retrieved
August 18, 2006, from kttp://www.census.gov/

. (2004b). Marriages and divorces—number and rate by state: 1990-2004, table 117
(Version PDF) [Data file]. Retrieved August 18, 2006, from
http://www.census.gov/

U.S. Department of Labor Statistics. (2004). Average weekly hours at work in
all industries and in nonagricultural industries by sex, 1976-2004, tablc
21(Version  PDF)  [Data file]. Retrieved August 18, 2006, from
http://www.bls.gov/

| www.oiirj.org

L ISSN 2249-9598

Page 136



http://www.bls
http:www.census.gov
http:ttp://www.eensus.gov
http:sagepub.com
http://www.familiesandwo\�k.org/summary/nscw.pdf

|
Oplive ernational lnerdiseplitary Researc Jousnal, s BeMomhly 1, 1SN 22409398, Vilianwe a0, Bvae 103, May Jupie Sl

m

. (2005). Household dzta annual averages: Persons at work in agriculture and
rclated in nonagricultural industries by hours of work, no. 19 (Version PDY) [Data
file]. Retrieved August 18, 2006, from http://www.bls.gov/

Voydanoff, P. (2005, September). Work demands and work-to-family and lamily-to-
work conllict: Direct and indirect relalioqships. Journal of Family Issues, 26(6),
707-726.  Retrieved  August 18, 2006, from EBSCO  database:
http://ejournals.ebsco.com

Wharton, A. S., & Blair-Loy, M. (2006, March). Long work hours and family life: A
cross-national study of employees' concerns. Journal of Family Issues, 27(3), 415-
436. Retrieved August 18, %006, from EBSCO database:
http://ejournals.ebsco.com

|

|

s

[SSN 2249-9598



http://ejournals.ebsco
http:http://ejournals.ebsco.co
http:htt~://www.bls.gov

‘ Y'Y AN\J?M«MA K o MmaLAg|

5/712019 Volume-09 / Issue- 03 / May-June 2019 | Online '!nternational Interdisciplinary Research Journal

|
' |
Onllne Interndtlonal ln!erdisdplincry

Horme About Us lssues Board \ Instructions For Authors
Subnut/Track Articles Contacts
|
Volume-09 / Issue- 03 / May- Jun# IMEAPTRECTER
- 2019 5018

ISRA:JTF
= uiﬁl‘j = Issues
|
L g - st | Q Search
| Search
&

[3) Other Links

| derdoine dipabia
Online International Interdisciplinary \
l Research Journal

Publication Ethics
=

.lu Udersatbonn! Ml it gdusery Joursal)
P et hay. Redereod and lndesed Open Acersa Journsl

! Advisory Board

\

|
l Submit Article Ouline

\

‘ \ .

" | Apply For

Ednov-m(hl;i:?‘:a;n‘t):lwun Khatal J()il’l us
editorolitirgmail com
Fecedback

|
Volume-09 [ Issue- 03 / May-June 2019 / ISSN 2 "1 Journal Indexing
H“‘«).‘\' ‘

fotall Rescarch Papers: 50 \ Ch
' se [ssue
| 00
l'able of contents ’
Volume-09 / Issue-03 -
Sr.No Name of The Research Paper
Tablo of contents | Full Text PDF|
{ The Influence of the Removal of Flower Floops on

oiirj,orgloiiﬂ]/blog/2019/05/07/volumc-09-|ssue-OS—may-june-—?O19-2/ ‘ 1/8



v
5/712019

.

olirj.org/oi

Volume-09 / Issue- 03 / May-June 2019 | Online International Interdisciplinary Research Journal

Weather Forecasting Using Fuzzy Logic....Pagp. No-
69-76

Shamsudheen P Vi Full Text PDF!
hupact of Operational Efficiency in Selected Private
Sector Banks in India....Page No- 77-86
Abdolhamid Bidokht, Kavitha Desai| Full Text PDF|
Spatial  Analvsis  of Occupational  Structyre in

Palakkad District with Special Reference ta Main
Workers....Page No-87-95

M. Dhanusrec| Full Text PDF|

Striategie Plannine and Nan-financial

Performance... . Page. No-96-107

Mehrdad Nazari, Kavitha Desai| Full Text PDF

Impact of GST on Hotel Industry....Page. No-108-111

Namiva C V[Full Text PDF]

“An Analytical Study of the Impact of GST on |

Startups™ .. Page No-112-120 |

vrali Parag halkar[ Full Text PDF}

Stony Based E-Learning....Page. No-124-127

S.Sundararajan, D.NIvethal| Full Text PDF|

\
A study of work-life  balance among women
2 5 s x . . | .
executives in MNCs with specific rulm'unrre Lo

Bangalore™....Page. No-128-137

Anupama. K. Malagi| Full Text PDF|

The  Effectivencss  of  package  Bused| on
Constructivism  on - Achievement of Mathematics.

LPage No-13B-145

\mer YA Ldaboubi, Ningamma €. Betsuy|Full
Text PDF]

rj/blog/2019/05/07 lvolume-09-issue-03-may-june-2019-2/

3/8



