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Abstract

In Pakistan, university employees often find it difficult to keep a balance between their jobs
in the workplace and their home tasks. Nowadays, Pakistani universities are equaly in accordance
with different nations to bring work life balance among employees by presenting flexible timings,
child care, part time work, and children’s education facilities, like different nations. This research on
work-life balance in Universities was done to study the level of work-life balance of employees.
This study used a quantitative technique. A survey method was used to gather data from
participants. The sample of 150 employees (87 males and 63 females) contained of academic and
non-academic employees. This study examined the relationship between independent variables that
comprised of supervision, working conditions, and university policy on the dependent variable
which is work life balance. The outcomes of this study indicate the current situation of work life
balance and the factors that impacting work life balance on employees of public sector universities
in Pakistan.

Keywords. Work life balance, Supervision, Working conditions, University policy,
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Introduction

In spite of the universal hunt for work life balance, many of us still have misunderstanding
about work life balance. Work life balance does not mean the same balance. It also does not mean
the same no of hours for each of your different work and different activities. Truth is told the best
individual work life balance is fluctuating after some time, frequently every day. The correct
balance for you today is likely unexpected for you tomorrow. Also it is different when you are
single and when you marry or have children. Similarly when you begin another profession versus
when you are nearing retirement. Along these lines, the best work-life balance is distinctive for each
of us since we as awhole have diverse needs and diverse lives.

The fast economic development and advancement on the planet has made new movements
for dl the ingtitutions. The globalization has put the institutions difficult to hold their upper hand.
Human profile shift and difficult life journey have made employees to accommodate their work and
life requirement in every sector. Education is one of a noteworthy supporter of the improvement of
human capital and monetary of the nation. Education can serve the people with the right abilities
expected to become focused in the market. Currently, the education improvement in Pakistan is
developing quickly which has help in opened the brains of the people to become more aggressive to
interest the learning. Tentatively, education in the Pakistani state system is free, although there
are costs such as transport and materials which may have to be met by parents.
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Be that as it may, huge endeavors are being recommended to the greater associations
particularly to reestablish a work-life adjust for the better great of the social and family life of the
workforce

In Pakistan many research have been conducted on work life balance. However, great efforts
are recommended to the large size organizations especially to re-establish awork life balance for the
good quality of the social and family life of the employees (Shujat et al., 2011). Organization
additionally needs to redlize that the most important assets which is human capital, possesses high
mobility especially knowledge employees who have desirable and respected skills and rich
experience. As high competition and changes in tertiary education system, it has affected the
increasing work pressure on employees in tertiary institutions. Therefore, it is critical to perceive
that excessive requests on academic employees could add to vulnerability regarding academic parts
and work conflict among employees which resultantly, impact their condition of work life balance.

The extreme stress faced by the employees will involve harmful psychological effect and
failing work life balance to employees which will accordingly affect productivity in the long run.
The balanced work life system designed by the organization is the brilliant phenomenon that keeps
the employees engaged with the organization and working even past the ordinary time for better job
performance (Javed et al., 2014). A considerable measure of changes have been done to keep
universities consistently be significant to the external condition. This fact to some degree adds to the
development of work pressure and frustration that in the long run impact negative work life balance.
Work life balance in academia has been linked with greater interest, participation and better result
on the side of academicians (Naz et al., 2017). Contrary to lack of this balance creates frustration
and mental loss of peace both at home and working place (Saeed & Farooqi, 2014). Similarly
employees with fewer clashes between their work lives and family lives apply productive
performance from their individual life on their work life (Qu & Zhao, 2012). As a conclusion, an
effective work life balance is needed to prevent the loss of competent employees and make them
happy, their family, and all the valuable people to achieve and enjoy.

In the Pakistani setting, almost no research has been directed in such area (Aycan et a.,
2000). Hence, there is a need to investigate this essential and important area (Naz et al., 2017).
Therefore, this study is conducted to examine the impact of supervision, working condition and
university policy on work-life balance of university employees. This research can be helpful for
universities to identify the factors which influence the employee work-life balance and to take
actions to restore this balance.

Literature

Work life balance

The thought on work and life balance has gotten much consideration in academic writing
(Moore, 2007). The work life balance implies that how much a person is similarly involved and glad
with its work and family part (Cascio, 2000). It aso means completion of work and non work
responsibilities (Syed et a., 2012). it is the proper balance between the employees working life with
the goal that they ought to have the capacity to concentrate on the organization, day by day life and
the family time activities (Javed et a., 2014). A study found that many academicians complained
about the conflict between work and housing promises (Winefield et al., 2003). According to (Huges
& Bozionelos, 2007) Work-life balance has been depicted as the capacity of people, without concern
to their sex, age or sexual orientation, to discover a time that will enable them to coordinate their
work with their non-work objectives, obligation and activities.

Lifeis precious and lifeis short and there is need to work hard to put in a situation where the
balance is right for employees. Similarly if it is unhappy situation then there is need to have better
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culture and environment that enables to find an appropriate balance. Work life balance today is
different from what it used to be. It is not just come home, unplug, turn off and spend time with the
family and start again the next day. In fact it is now a complete blending of personal life and work
life. One the other hand work life balance has been such a great amount of related with stress. Stress
is the subject that continually being considered without leaving education. It is a typical finding
when teachers have the most elevated amount of stress as compare to other fields. Because of stress
and weight are frequent occurrence in the university, researches were done alongside organizational
change that identified with perceived job stress, work-life struggle and work life balance among
academiciansin the university (Bell et al., 2012).

Supervision and Work life balance

Supervisor support is an important factor related to employees work-life balance (Baral &
Bhargava, 2010). Supervisors or managers who lead and communicate honestly with their
employees have the greatest impact on employees satisfaction levels with their jobs. Support of
supervisors in work-life issuesis a sign of employee’ s awareness of whether the instant supervisor is
sensitive to their non-work activities (Baral et al., 2010). Employees, who observe that their
supervisors are supportive, initiate to report higher levels of job satisfaction (Aryee et al., 2005). A
study by (Mas-Machuca et al., 2016) concluded that there is significant relationship between
supervisor and work life balance. According to (Haritha et a., 2017) that problem with supervisor at
the workplace can take different forms like less or not giving importance to the employees, failing to
distinguish employees’ achievements, and only providing negative feedback lead to not being able
to retain employees in the organization. Supervisors and organizational |eaders can perform a key
role to increase work life balance that organization establishes and organization can help the
employees meet personal and family needs (Mazerolle et a., 2013). Therefore, supervisor support is
measured as one of the most relevant forms of socia support for employees (Poon, 2011). Based on
the above literature, the below is hypothesized that:

Hi: Thereissignificant and positive relationship between supervision and work-life balance.

Working Conditions and Work life balance

Working Condition refers to physical work place, services, and merit of job as linked with
job satisfaction (Padilla-Velez, 1993). If university has an appropriate physical environment,
educator will believe comfortable; and unhappy set environment for example poor construction ook
after impact educators’ attitudes, resulting on education performance (Syed et a., 2012). Competent
and motivated teachers can perform most efficiently if they are provided with good working
conditions that induce respect, managerial support mutual trust (Karim et a., 2017). Therefore, if
working conditions are not up to the mark by employees, it directs to low performance, poor attitude
towards job and ultimately employees would leave the job (Bigliardi et al., 2005). Consequently,
low satisfaction with working conditions make stressful for employees with higher education. If
working environment is not standard then employees leave the field (Choy et al., 1993). Therefore,
it isvital to better their working conditions in the work environment and to share the importance of
work life balance. Besides working conditions, permit a harmony amongst work and life enhances
employee achievement and inspiration (Tanaka et a., 2011). Based on that the following are the
hypothesized:

Hy: There is a significant and positive relationship between working conditions and work-life
balance.
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University Policy and Work life balance

The concept of work life balance in an organization is to allow employees to divide time and
energy between work and life effectively. The university struggle to give a better atmosphere to staff
that are looking to adjust duties inside their own lives and working lives. Universities these days
work differently. Now a worldwide influence requires the university to be dynamic, regardless of
whether it's open or private institutions. Because making success through profitability is more vital
for sustainability and it has become essentia for all the universities. Similarly, university policy has
changed from providing social services in the society, to become the highest potential to obtain
maximum fund and profitability through getting ranking, generating status, and brand name
building. These are the defining moments for the universities now. The structure of organization at
workplace for example job description or persona ethics has been recognized as a prospective
supporter for the employee (Dixon et al., 2007). Additionally, organizations that have more friendly
policy such as changeable time and on spot child care can fulfill better domestic and personal needs
of their employees, the reason overcome the conflicting roles (Dixon et al., 2007). A study proved
that better organization policy can be supportive in promoting work life balance for employees
(Mazerolle et al., 2013). Based on the previous discussion, the last hypothesis is proposed as
follows:

Hs: There is significant and positive relationship between university policy and work life
balance.

Socia exchange theory is used as the theoretical basis of this paper. This theory states that
employee’s action toward the organization is strongly influenced by organization’s behavior toward
them (Eisenberger et al., 1986).

Resear ch Framewor k

Supervision

Working conditions Work Life Balance

University policy

Research M ethodology

This study consisted of quantitative approaches. A survey was done by distributing a set of
guestionnaires and got answers through them. Later result was used to close and generalize the
work life balance for the whole population of academicians. The population was chosen the full-
time employees working in public sector universities in Vehari. The sample size for this research
study was chosen to be 150 respondents doing jobs as employees (academic and non academic).

To avoid the biasness convenient sampling technique was used as sampling technique. The
researcher used Likert scale in this study (Strongly Disagree = ‘1’ to Strongly Agree = ‘5’). The
software used in this study for analyzing data was Statistical Package for Social Science version
22.0. Different analyses were performed including both descriptive analysis and inferential analysis.
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Results
Respondents Demographic Characteristics
The respondent demographic characteristics observation are summarised in Table 1.

Table 1. Demographic statistics of University Employees (N = 150)

Demographic Classification Frequency Percentage (%)
Gender Mae 87 58.0
Female 63 42.0

Age 20-29 42 28

30-39 58 38.7
40-49 29 19.3
50 and above 21 14.0
Position L ecturer 107 713
Non-lecturer 43 28.7
Qualification Ph. D 46 30.7
MS/Mphil 61 40.7
Bachelor 24 16.0
Diploma 19 12.6
University AUF 27 18.0
BzU 26 17.3
UE 59 39.3
COMSATS 38 25.4

The above result shows that there are 87 males (58.0%) and 63 females (42.0%) in the
sample. Maximum respondents are in the bracket 30-39 years old (38.7%). The lecturer shows the
biggest group which represents 107 participants (71.3%). Respondents with Mphil degree are the
majority group with total 61 participants (40.07%). Similarly, participants are in UE 59(39.3%),
BZU 26(17.3%), AUF 27(18.0%), and COMSATS 38(25.4%).

Descriptive Figures

The table 2 shows the mean of supervision (4.0413) is the highest, and mean of university
policy (3.1097) is the lowest mean. Further, standard deviation of al variables lies in 0.35297 to
0.78680 confirms variability of data set.

Table 2 Descriptive Statistics of variables

Variables Mean Std. Deviation
Work life balance 3.3146 0.43337
Supervision 4.0413 0.78680
Working conditions 2.6871 0.35298
University policy 3.1097 0.44109

Cronbach’s Alpha was used to test the consistency of internal validity of data. The value of
.778 shows the value greater than 0.7.

Correlation Analysis

Pearson Correlation is carried out to find out the direction and strength of the variables in
relationship. Table 3 provides the result supervision is highly positively correlated with work life
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balance where r = .419 and p < .05, working condition r = .336, p < = .05, and university policy r =
257 and p < .05.

Table 3 Pearson Correlation of Variables Study

1 2 3 4
Work life balance 1
Supervision 419" 1
Working conditions 336 340" 1
University policy 257" 3727 355 1

** Significant Correlation at the 0.01 level (2-tailed).

Regression Analysis

A multiple linear regression was analyzed to test significant impact on work life balance of
independent variables. The R square value 0.583 shown in table 4. It means that 58.3% of variation
in work life balance is due to variation in independent variables (supervision, working conditions,
and university policy). The F value (21.655) and its relevant P value (.000) show that model is
accepted. The independent variables like supervision (where, f = 0.282 and p < 0.05) and working
conditions (where, B = 0.176 and p < 0.05) is significant predictors to work life balance. University
policy (where, B = .034 and p > 0.05) is not a significant predictor. In conclusion, the most
important factor that influences work life balance among university employees is supervision. Thus,
hypotheses (H1, H,) assumption is supported.

Table4: Model Summary of Variables

Model R R Square Adjusted R Std. Error of the
Sguare Estimate

1 .763% .583 574 45216

Predictors: (Constant), SP IV1, WC V2, UP IV3

Table5: Anova Statistics

Sum of Df Mean F Sig.
Squares Square
Regression | 635.711 3 6.347 21.655 .000°
Residua | 1600.573 343 282
Total 2236.284 346

a. Dependent Variable: WL_DV
b. Predictors: (Constant), SP IV1L,WC V2, UP 1V3

Table 6: Coefficients of Regression Analysis

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta

1 (Constant) 3.576 178 20.053 .000
SP V1 282 .049 11 1.670 .020
WC V2 176 .043 .282 4,123 .000
UP IV3 .034 .060 .037 .568 571

a. Dependent Variable: WL_DV
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Table 6 shows that for each unit increase in the supervision, there is 0.282 units increase in
work life balance, holding all other variables constant. Secondly, for each unit increase in the
working conditions, there is 0.176 units increase in work life balance, holding al other variables
constant. Finally, for each unit increase in the university policy, there is 0.034 unitsincrease in work
life balance, holding all other variables constant. Thus signifying support for the entire hypotheses.

Discussion

Further discussion on the analysis related to the variables involved in this research. The
result shown in Table 6 confirms the influence of the supervision on the work life balance in
preceding literature (Mas-Machuca et a., 2016). If supervisor support the work life activities then it
is simple for employees to have highest level of work life balance. So the employees can enjoy more
work life balance if there is support of supervisor. The analysis indicates that there is a positive
relationship between working conditions and work life balance. It means that if there is any change
in working conditions then work life balance will also be affected. This shows that any changes in
working condition will affect changes in work life balance. Therefore, the tested hypothesis can be
accepted. It is aso in line with the previous study that working condition needs in the workplace to
enhance the level of work life balance and improve the working environment through lifetime
education and career development (Tanaka et al., 2011). The third variable university policy has
positive but no significant relationship with work life balance. Although the relationship is low but if
thereis alteration in university policy, it will affect the work life balance. University policy like working
hours in which employees are facing conflict, give little time to working (Moen et a., 1987). The reason
with that work life balance not to be implemented successfully and leads to very short success of work
life balance.

Conclusion

Work life balance is the wide idea including organizing between work (profession and
desire) on one hand and life (relaxation, family, joy, wellbeing and spiritual improvement) on the
other.In other words, it means the employee should make efforts to devote sufficient time to family,
friends, personal, personal growth, self care, and other personal activities. If a person works too
much to achieve his goals sacrificing quality family time, he might reach the top, but the
achievement and material will not commensurate the price.

Alternatively, to carry on in this aggressive world, one needs to organize one's work or
profession to economically strengthen one's family, also maintain an excellent balanced curve. Many
researches find that better work life balance can give diverse positive things not only to individua life,
but aso to the organization. The organization that give highlight on the happiness of employees through
work life balance agenda can get advantages like able to get and retain skillful and highly commitment
employees. So having an outcome oriented working environment isn't only a cool activity, it is turning
into the standard for organizations of all dimensions. Regardless of what kind of management your
organization has executed, you need to ensure that your workers are alright between the ears. So support
the utilization of abovementioned indicators that measure change.

A benefit to university is measured increase in productivity, accountability and commitment
through university employees. Further organization can have better collaboration and correspondence,
enhanced confidence, and more positive organizational anxiety. An advantage to university staff is more
respect and balance in day by day life, enhanced knowledge of work life balance, expanded efficiency,
and better on the duty and off the duty affiliation, and decrease nervous tension.
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In short the question is about “balance”. So trace the correct balance that works and commend
achievement. As life is a process of struggling for balance in this life. More cases of data are needed to
be collected for generalization of the research findingsin the complex context.
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