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The evolving patterns of work and
personal aspects of life offer
greater challenges to the modern
workforce. Many organizations
and employees seek approaches to
better manage the conflict and ten-
sions between work and non-work
activities. Among other occupa-
tions, teaching is reported to have
positive and negative experiences
about work-life. This paper exam-
ines the relationship of Job satis-
faction with Work-Life Balance
(WLB), turnover intentions and
burnout levels of teachers. The
paper provides empirical evidence
to prove the relationship and as-
certains the predictors of Job sat-
isfaction among the technical
teachers. One of the key findings
of this paper is that WLB is a ma-
jor contributor toward Job satis-
faction and male teachers feel
more burnout compared to female
teachers.
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Introduction

In a society filled with conflicting
responsibilities, chaotic roles and com-
mitments, the balance between paid
work and other activities of life has be-
come a predominant issue at the work-
place (Lockwood 2003). Organizations
have attempted to ease this conflict by
establishing work-family programs be-
cause employees’ quality of work-life
is becoming a business issue. With the
rise in employment and complex pat-
terns of work in the Z1lcentury, hu-
man resource challenges are the big-
gest concern. Leading employers ac-
knowledge that positive work-life out-
comes for employees are key ingredi-
ents of a successful business strategy.
In practice, improving the quality of
work-life remains a tough task.

Work pressures have intensified in
the past decades. Evidence suggests
that the average time spent on job has
increased drastically. As a result, work
dominates the personal life (Guest
2002). This imbalance of work-life re-
lationships can lead to severe health

Qproblems and hamper job performance

(Singh 2010). Integration of personal
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study is to provide information and imple-
There has been a surge of work- mentation which enable the administrators

life balance research in the fieldj to respond to the changing needs of em-

such as medicine, nursing & IT. ployees and ensuring WLB.

: . . . Review of Literature
and professional life has increasingly be-

come important due to the lifestyle in chang- The term “Work-Life balance’(WLB)
ing times, competition for growth and : o .
changing patterns of work, family and busi-has gained popularity in English language

; . research and policy matters, facilitating
ness. These issues are gaining momentLir:

in the emerging markets (Joplin et al. 2003 ne understanding of non-work concerns

. with the employment (Gregory & Milner
I.n Asia, there has bee_:n a surge of Work2009). According to them, WLB is the
life balance research in the fields such as

medicine, nursing & IT (Malik, Saleem & relationship between the institutional and

Ahmad 2010, Singh 2010). At the samgU/tural time and space of non-work and
. . work in societies where income plays a
time there has been no evidence of teach-_. . -

) : . major role. It is generated and distributed
ers’ stand in terms of work-life research

. through labor markets. Traditionally
The present study addresses issues relateérk_“fe balance has been seen through

to the work-life balance among technica
he lens of women employment. Later on

teachers in India. it broadened its horizons to men’s and
women'’'s negotiation of the demands

Work-life balance has been aconcerrigrom aid emolovment and personal and
for all those interested in maintaining a fine P oy b

- . domestic life. This concern has changed
balance between working life and its as; : :

- . . . from the work-family to the work-life
sociation with broader quality of life. The.

understanding of this delicate relationshirl)nterface' Guest (2002) argues about the

. : ! hature of work-life balance, considers
can provide direct impact on person-or-

why it is an issue of contemporary inter-

ganization fit. Hence, many organizations :
; . : st and examines the concept of balance
are in quest of increasing the standards_ .., .~ . .
-and its implications for the study of the

of e_zmployees py 'mproving thglr (.)rgan"relationship between work and the rest
zational commitment, enhancing job sat-

isfaction levels and at the same time re(?f life. Guest (2002) also analyzed the

) model outlining the causes, nature and
ducing the work related stress. Accord_conse uences of more or less acceptable
ing to Hart (1994) little work has been done 9 P

. Wwork-life balance. The topic is linked to
to probe the role and the work relation-, ~ .. O

A - the field of work and organizational psy-
ships in determining the outcomes of work-

life balance among the teachers. Furthe(r:hOIOgy and a number of theoretical con-

the Indian education system, high o Cepts and issues relevant to research in

growth, however has its own challengeg.iurope were raised in the article.

One of the important reasons among them

is related to the absence of skilled teach; . 1cerwood (2007) discusses the in-

. .evitable connection between WLB and
ers. Hence, the main concern for this
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other kinds of flexible working practices,be tested empirically. This model focused
and then discharge these practices. These the WLB construct and its relation-
practices are ‘employee friendly’ andship with employee engagement, emo-
sought by employees to enhance thetional dissonance and turnover intention.
WLB. On the other hand, ‘employerZhang & Liu (2011) reviewed the ante-
friendly’ approaches are sought by emeedents of Work-Family Conflict from
ployers to enhance profit and then to erthe perspective of individual, work and
hance employees’ WLB. The data refamily. Findings revealed the effects of
flected that flexible working practices arendividual variables like demographic,
characterized as much by not so enpersonality variables, work variables like
ployee friendly working practices thatstress influences, family variables like
tend to constrain WLB. family demands and spousal interactions.

Bardoel, De Cieri and Santos (2008) Singh (2010) explored on the percep-
have examined the work-life researchion of work-life balance policies among
within the Australian and New Zealandthe software professionals. The major
contexts between 2004 and 2007. Theontribution of this study was to provide
review identifies the major themes andn approach for the management of soft-
research methods that have dominateglare organizations to assess the aware-
work-life research to a great extentness levels of work-life polices and mea-
Researchers have studied psychologicalre their perceived importance. The vari-
factors along with the work-family. Us- ables employed by the author in the study
ing cross-sectional data from 422 Hongre not occupation specific and can be
Kong Chinese service employeesuysed to assess the WBL policies in other
Cheung and Tang (2009) examined theccupation too. In one of the studies on
relationships among emotional labourthe attitudes of the software developers
work family interference and quality of Scholarios and Marks (2004) examined
work life. Their analysis showed thatthe impact of employer flexibility to work-
surface acting was a salient correlate dife issues and negative spillover from wok
work-to-family interference, even whento non-work life. The results from this
organizational display rules and employstudy project that even within industry,
ees’ demographic information were conwhere employees are relatively individu-
trolled. This study provided the supporglistic in nature, highly marketable and
to different emotional labour strategiesunlikely to show attachment to a single
related to work-family interference. organization. Mutual gains for employee

and employer can be attained by an ap-

Shankar and Bhatnagar (2010proach to non-work commitments which
looked at the literature of WLB exhausdead to greater organizational attachment.
tively and accentuated the importance of
broadening the narrow focus to broader Questions around variations of work-
one beyond work and family. They havdife balance constructs have been concep-
proposed a conceptual model of WLB tdualized and operationalized, the attributes,
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location and size of the study samples and There have been many changes in
the discipline areas where work-life bal-the workplace due to spurring of the eco-
ance research is published is not a nemomic development. And this has resulted
phenomena. Many researchers have coin the generation of new jobs in Asia par-
centrated on the methodological issuescularly in India. Both men and women
related to the work-balance constructsmade decisive advances in the labour
Chang, McDonald and Burton (2009) reimarket. IT industry has attracted greater
viewed methodological choices particunumber of women workforce in the past
larly the sampling frames, constructs indecade. Divya, Suganthi and Samuel
vestigated and measures used betweéP010) illustrated the current workplace
1987 and 2006. Results revealed that theonditions and some of the reasons caus-
work-life balance studies need to estabing imbalances in work and life in the IT
lish greater consistency between théndustry in India. Their study mainly fo-
conceptualization of constructs and theused on the working women in the age
operationalization of measures. group 20-35 and the problems they face
at work and family life. Results obtained

Work-life balance studies need to ]:)r:)n;nui?a?[?oLasCtr?];anrili)t/isIztzu\?glﬁ;[t;?at
establish greater consistency be- 9 y 9 y

ween tne concepualizaton ofcon. - LT BTG Weren benon o
structs and the operationalization Y.

of measures. Some ;tudies have exa_mined_ different
professions and occupations with regard
to WLB. Malik, Saleem and Ahmad
Forsyth and Polzer-Debruyne (2007)2010) examined the relationship of job
argued that organizational pay-offs forsatisfaction with the concept of work-
visible work-life balance support of life balance, turnover intentions and burn-
workers included reduced intention toout level of teachers in Pakistan. The pur-
leaving through increased job satisfactiopose of the study was to provide empiri-
and also the reduction of work pressuregal evidence to prove the relationship.
Bilal, Zia-ur-Rahman and Raza (2010)They concluded that higher the WLB
examined the significant impact of fam-higher will be the job satisfaction of the
ily friendly policies on employee’s job sat-teachers.
isfaction and turnover intention in the
banking industry. Long and inflexible Occupational stress can occur
work hours are the most consistent preacross a large and diverse set of occu-
dictor of work-life conflict among bank- pations. These stress variables may in-
ing employees. The evaluation providealude psychological well-being, physical
prima facie evidence that alternativenhealth and job satisfaction. Johnson et
work schedules can improve banking emal (2005) explored the relationship be-
ployees’ work-life balance, creating bentween physical and psychological stress
efits for banking employees and corpoand job satisfaction at an occupational
rate organizations. level. Out of full ASSET database, 26
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occupations were selected. Six occuResults revealed that they both operate

pations namely - ambulance, teacherson different dimensions. It also suggests

social services, customer services — calthat sustainable improvements in a

centres, prison officers and police wereteacher’s quality of work life can only

identified as having worse than aver-be achieved once this more systematic

age scores on each of the three facview has been taken.

tors. The ASSET scores also reveal

that teachers are experiencing higheHypothesis

stress and lower job satisfaction levels

than both head teachers and teaching Of late due to proliferation of edu-

assistants, neither of whom score aboveational institutions, there has been a

the norm on any of the factors. Thegreater mobility of teachers. Teacher at-

changes within the teaching professiortrition is a significant concern for the

in the last ten years or so have beemdministrators of the educational set-ups.

blamed for the high levels of stress re-Sass, Seal and Martin (2010) studied the

ported by teachers. causes of job dissatisfaction and teach-
ers leaving the profession. Theoretical

Another study (Santiago et al. models with variables related to teacher
2008) examines not only the role of stu-stress or support were tested using SEM
dents’ disruptive behavior and attitudesto predict job dissatisfaction and even-
but also the difficulties perceived by tual intention to quit. Findings revealed
the teachers in managing conflicts ofthat the student stressors completely
different occupational variables like mediated the relationship between
gender, age, professional experienceéeacher efficacy related to student en-
and teaching cycle. Results obtainedyagement and job dissatisfaction, with
from the vast sample concluded thatsocial support superiors and student
the stress associated with students’ disstressors being best predictors of job dis-
ruptive behavior and to the difficulties satisfaction.
faced by teachers in managing conflict
has a greater incidence on female Based on the above arguments, the
teachers. It further suggests that im<ollowing is hypothesized:
portant prevention and intervention
programs that are sensitive to thesdd1: Work-life balance will have positive
risk factors can be designed. relationship with the Job satisfaction

of Teachers.

There has been little research don
and less theoretical attention given to th
relationship between occupational stress
and a teacher’s quality of work life. Hart H3: Lower the Job satisfaction, higher
(1994) hypothesized that psychological  will be the Turnover intention of
distress would be separate outcomes of Teachers.
positive and negative work experiences.

j—!Z: Higher the Burnout, lower will be the
Job satisfaction of Teachers.
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Model The questionnaires were widely used
within the work-related health and well-
Y (Job Satisfaction) being literature (Symon Cassell 2006) and

are useful for measuring attitudes of in-
=a + B1(WLB) + B2(Burnout) + R3(Intedividuals. Data for the study were col-

ntion to leave) + e lected from the technical teachers work-
ing in different engineering colleges by
Objectives the help of a questionnaire survey which

measured the relationship of Job satis-
The scope of the study is restrictedaction with Work-Life, employee Burn-
to relationship of Job satisfaction without and employee Turnover intentions.
WLB, Turnover intentions and BurnoutReliability of the measuring instruments
of technical teachers in Greatemwas checked with the help SPSS after
Hyderabad Municipal Corporation limits collecting responses. Interviews were
of Andhra Pradesh, South India. conducted to fill a few of the incomplete
guestionnaires. The questionnaires were
The study had following objectives: distributed manually by personally visit-
ing the engineering colleges located in the
* To assess the impact of Work-lifevicinity of Hyderabad and Ranga Reddy
balance on the Job satisfaction of theistricts and collected over two months
technical teachers. period of time.

* To d_etermlne the_ |anu_ent|aI faCtorSMeasures
leading to Job satisfaction among the

teachers. Job satisfaction describes how con-

» To look into the Turnover intentions tent an individual is with his or her job,
of the technical teachers. i.e., the degree to which employees like

their job (Spector 1997). The scale of

global job satisfaction by Warr, Cook and

Wall (1979) was used to measure Job
The respondents were chosen from pris,sistaction. This research tool asks in-

vate technical institutes offering under+y mants to rate their satisfaction on a
graduate and graduate level courses in eg'even-point Likert scale ranging from 1
gineering and technology. Asurvey method. g remely satisfied to 7 = extremely
approach was used. Total 200 questionyissatisfied and 4 = neither satisfied, nor
naires were distributed among the technigjgsatisfied. It included the job charac-
cal teachers of private engineering collegegeristics like working conditions, rate of

out of which 152 teachers responded g,y and relationship with colleagues, in-
the questionnaire. The response raté Waj, ding subordinates and seniors, work-
76%. A simple random sampling methoqy,4 hoyrs, promotion opportunities and job

was used to collect the responses aIIOW"@ecurity etc. Little changes have been
some degree of opportunity sampling biag 5 e to the original scale for this study.

Sampling & Data Collection
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The global job satisfaction scaleadversely affects my home life) and 7
(Warr et al. 1979) has previously beerflf | work extra hours, | am able to take
demonstrated to have a high degree dafff the time that | am owed) were re-
reliability (Fields 2002). The coefficient moved to get better reliability using
alpha for this scale w & = .83, indicat- descriptives for scales if item deleted
ing high reliability. An item, question num- under reliability analysis.
ber 11(1 am satisfied with my job secu-
rity), was removed to get better reliabil-  Employee turnover is basically a sig-
ity using descriptives for scales if itemnal to leave not the actual turnover
deleted under reliability analysis. (Weisberg 1994). The instrument was

adopted from the study by Sang et al

Work-life balance is the way through(2007) having two items asking the teach-
which the tensions between the work andrs about the intention to leave their cur-
non work related parts of people’s livegent job. The coefficient alpha for turn-
are minimized (Guest 2002). Ateacher’'@ver intentions we @ = .78, indicating
Work-life balance deals with maintain-the reliability of the scale. Items were
ing the balance between class schedulasted on a seven- point Likert type scale
students’ assignments and family relaranging from 1 = strongly agree to 7 =
tions. With the increase in student censtrongly disagree, where as 4 = neither
tric activities in colleges, there has beeagree, nor disagree.
immense pressure for teachers to per-
form better and live up to the expecta- Employee Burnout refers to the ex-
tions of the college management. Eveperience of long-term exhaustion and di-
increasing workload imbalances the workminished interest. Many studies of burn-
and family relationship. As technical edu-out include negative outcomes such as
cation is becoming more and more adstress, health deterioration, mental de-
vanced, the teachers in the technical digression, job dissatisfaction, low perfor-
ciplines need to pay attention to cope witlmance etc. Teachers’ burnout has been
the changing needs of the profession. found to be caused by excessive

workload, inadequate salaries, poor col-

Items were rated on a seven- pointege administration, lack of students’ in-
Likert type scale ranging from 1 =terest, overcrowded classrooms, unnec-
strongly agree to 7 = strongly disagreegssary transfers, conflict of job percep-
where as 4 = neither agree, nor disagretons, negative criticism of teachers and
The main items included were -supportheir work (Weisberg 1994). Employees
the family life, access to flexible work- in the helping professions want to fulfil
ing hours, organization support to pursug¢asks that would contribute to their pro-
education and training opportunities, payfessional image.
ment against extra hours worked, etc.

The coefficient alpha for this scale  Burnout questionnaire was used to
wasa = .77, indicating high reliability. collect the responses adopted from the
Two items, question number 1 (My jobstudy of Weisberg (1994), including
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physical, emotional, and mental burnoutal, emotional, and mental factors. Items
measures. The coefficient alpha for burnwere rated on a seven point Likert type
out wate = .84, indicating the reliabil- scale ranging from 1 = never, 2 = once, 3
ity of the scale. The burnout scale com= rarely, 4 = sometimes, 5 = often, 6 =
posed of 21- items which represent physisually, 7= always.

Table 1: Independent Samples Test

Levene's Test t-test for Equality of Means
for Equality of
Variances
F Sig. t Df Sig. Mean Std. 95% Confidence
(2-tailed) Difference Error Interval of the
Difference Difference

Lower  Upper

WL Equal .003 .959 .942 150 .347 .16667 .17684 -.18274 .51608
B1 variances
assumed

Equal . .947 92.566 .346 .16667 .17601 -.18287 .51620
variances

not

assumed

JS1 Equal .168 .682 -.088 150 930 -.01381 .15723 -.32447 .29686
variances
assumed

Equal -.085 85.017 932 -.01381 16212 -.33615 .30853
variances

not

assumed

BO1 Equal 579 .448-1.589 150 114 -.23053 .14507 -.51718 .05612
variances
assumed

Equal -1.671 103.878 .098 -.23053 .13794 -.50408 .04302
variances

not

assumed

TI1 Equal .052 .821-.139 150 .890 -.00561 .04036 -.08535 .07413
variances
assumed

Equal -.139 91.969 .890 -.00561 .04027 -.08560 .07438
variances

not

assumed
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Results with Job satisfaction. Hence H1 and H2
are supported and H3 is not supported.
The normality of data has been anaTheRr? of the regression model with<
lyzed through Levine’s test; Skewness an@.000 is 0.345. The results can be viewed
Kurtosis were also observed and their vaiin Tables 3, 4, 5.
ues lie between +1 and - 1. These tes
confirm that the data is normally distrib
. Female teachers feel less burnoyt
uted. Thus parametric test for data analy-
) : : compared to male teachers.
sis can be applied. The results of Levine’s
test for normality of data are presented in

Table 1. Table 2: Correlations
JS1 WLB1 BO1 TI1
‘ Job Satisfaction has negative corre- paoarson
lation with Turnover intentions while Correlation JS1 1.000 .549 .408 -.013
WLB and Burnout has positive rela- WLB1 .549 1.000 .392 -.047
tionship with Job satisfaction. BO1 .408 .392 1.000 -.044

TI1 -.013 -.047 -.044 1.000

To find out the relationship betweenSig.

variables, Pearson Correlation test is agt-tailed) WLJ|3811 000’ -000 dggo 2-331’9
plied. Job Satisfaction has negative cor- BO1 000 000 . 293
relation with Turnover intentions while TI1 .439 .281 .293

WI__B a_nd Burnout_ has positive _relatlon-N JS1_ 152 152 152 152
ship with .'JOb satl_sfactlpn. Whlle WLB WLB1 152 152 152 152
has negative relationship with Turnover BO1 152 152 152 152
intentions, Burnout has negative relation- TIl 152 152 152 152

ship with employee Turnover intentions.
Results are presented in Table 2.

The result of mul- Table 3: Model Summary

tiple regression shows Model R RSquare Adjusted Std. Error of  Durbin-
that WLB has strongest R Square the Estimate  \&tson
significant positive rela- 1 .588(a) 345 332 73393 2.016

t|0n§h|p with Job _Satls' a Predictors: (Constant), TI1, BO1, WLB1
faction (standardizeB | pependent variable: JS1

= 0.46,p < 0.000). _
Burnout has a moderate The second test run was the independent sample t-

significant relationship  t€St for male and female teachers. W{B> 0.05), em-
with job satisfaction ployee Turnover intention® > 0.05), Burnoufp < 0.05)
(standardize® =0.22, and Job satisfactiofp > 0.05), show that both male and

p < 0.02). Employee female teachers have no significant difference in WLB,
Turnover intentions €mployee Turnover intentions and Job satisfaction. The
have low relationship only variable which shows that both males and female
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Table 4: ANOVA teachers. According
Model Sum of Df  Mean F  Sig. to Clark (2000)
Squares Square WLB is “satisfaction
1 Regression 42.064 3 14.021 26.030 000 and good functioning
| . . . .
Residual  79.721 148 539 at work and at home
Total 121.786 151 with minimum role

a Predictors: (Constant), TI1, BO1, WLB1 Conﬂl?t . When
b Dependent Variable: JS1 there is WLB there

is Job satisfaction
Table 5: Regression Model — Job Satisfaction as Dependent Vari- gmong the employ-

able ees. In other words,

Model Unstandardized Coefficients Standardized t Sig. WLB helps to gen-
Coefficients erate Job satisfac-

B Std. tion. Higher the

Error Beta WLB in the organi-
(Constant)257 1.832 140 .gso Zzation higherwill be
WLB1  .408 .064 460 6.364 .000 the Job satisfaction
BO1 .245 .078 228  3.152 .002 among the employ-
TI1 .076 .259 .019 291 771  ees of that Organiza-
a Dependent Variable: JS1 tion. This finding is
consistent with the
Table 6: Burnout Comparison previous researches.

“0 = Female, N Mean std. Std.Error Sig  According to
1= Male” Deviation Mean Hochchild (1997) the
wLl 0 48  3.3889  1.00459 14500 .959 employees were
1 104  3.2222  1.01741 .09977 highly satisfied with

LD u R L S workand amiyife
BOL 0 48 31406 75397 10883 .44 oS theirworking en-
1 104  3.3712  .86442  .08476 vironments are filled

TI1 0 48  6.9271 .23039 .03325 .821 with “friendly rituals
1 104 6.9327 .23169 .02272 and positive rein-

o _ _ forcement”.
have significant difference is Burnout;

female teachers feel less burnout com- Mixed results of Job satisfaction with

pared to male teachers (Table 6) respect to gender have been observed.
_ _ Previous study supported that females
Discussion are less satisfied compared to males in

the construction industry (Sang et al

One of the key findings of this paper2007). Gold (1971) found that male and

is that WLB is a major contributor to- female Job satisfaction does not show
ward Job satisfaction and male teachergny difference. In India engineering and

feel more Burnout compared to femal@nedicine are considered as the most re-
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spectable professions. A vast majority ofeachers. When employees are allowed
the males have inclination for engineerto have some control in managing their
ing education whereas females go fopotential conflicts between work and
medicine. However, when it comes to th@on-work demands, it not only helps to
technical teachers there is not much difgain Job satisfaction but also reduces
ference in the results of Job satisfactioremployee Turnover intentions and symp-
Both are satisfied with the job when WLBtoms of stress, and it is rather an inex-
is placed well. There is also a direct corpensive way to gain long term commit-
relation between on the job conditions andhent (Scholarios & Marks 2004). On the
Job satisfaction, but there is not muctother hand, Burnout has a significant dif-
difference between male and femalderence between the two genders. This
views about a particular job especially icould impact on the attitudes and
teaching at technical institution. Goldbehaviour of employees, and employees
(1971) also argued that in general womeaf service delivery organizations who
job satisfaction is equivalent to that ofhave extensive interaction with demand-
men and women give importance to suping sub populations are more likely to have
port from coworkers, job content andhigh degree of Burnouts and these Burn-
socio emotional aspects while men giveuts may be caused by excessive work,
importance to economic incentives, maninadequate salaries, disciplinary problems
agement responsibilities, prestige, recoggnd so on (Weisberg 1994). Workers
nition and independence. According tdBurnout has an impact on productivity,
Bokemeier and William (1986), job re-Job satisfaction and Intentions to leave
ward, job values, work conditions andthe organizations. As educational institu-
individual attributes are different for bothtions are service delivery organizations,
males and females. The results revedhe roles and responsibilities given to men
that these determinants have little influand women differ a bit. In addition to
ence on male and female Job satisfataking classes and other academic work
tion in technical education. a male teacher should also look after the
many co-curricular and extracurricular
Employee turnover intentions have activities in the college, sometimes be-
negative relationship with Job satisfacyond regular college hours, which their
tion, WLB and Burnout. Both male andcounterparts may not like to share.
female teachers show no significant dif-
ference in WLB and Turnover intentions.Limitations & Implications
These results shows that both male and
female teachers have same type of WLB, The major limiting factors of this
Turnover intentions as they belong tcstudy are related to the generalization of
same profession and usually the samthe research results. The first generali-
duty hours and work and non-work dezation is related to the size of the sample.
mands of male and female teachers a@reater sample size might have led to
the same. So these variables show noore defined research outcome. The re-
significant difference in male and femalesults might have been different had it been
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more broad based with sample from othegilal, Muhammad, Zia-ur-Rahman, Muhammad
locations. Further studies may take care ﬁriiié?’ ;’r:)ﬁgiéioolnoé n:'”?;’a;ésojo':bag“:gs
of the m_herem researCh-praCtlce gap and factionyand Turnover Ir?te)r:tion: A study
check different relationships of WLB and on work-life balance at workplaceljiter-
Job satisfaction with respect to marital disciplinary Journal of Contemporary Re-
status and parenting dimensions. Across-  search in Businesg, (7): 378 — 95
cultural StUdy may also be conducted bﬁokemeier, Janet L. & William, B. Lacy (1986),
using the same variables. “Job Values, Rewards and Work Conditions
as Factors in Job Satisfaction among Men
The current study puts forward a and Women,The Sociological Quarterly,
number of implications that have practi- 28(2):189-204
cal relevance for the management o€hang, Artemis, McDonald, Paula K.& Burton,
these educational institutions. Since the  Pauline M. (2010), “Methodological
levels of awareness for the majority of ~ Choicesin Work-lifeBalanceResearch 1987
.. to 2006: a Critical Review,”International
the WLB policies were on the moderate Journal of Human Resource Management
or lower side, the management of the  22(13): 2381 -2413
educational institutions should create

bout th thi to th Cheung, Francis Yue-Lok, & Tang, Catherine So-
awareness abou ese things to thelr Kum (2009), “Quality of Work Life as a

employees. Mediator between Emotional Labour and
Work Family Interference Journal of Busi-
The implications of these findings are ness and Psycholog4:245-55

also for the college management. Theyark, s. C. (2000),"Work/Family Border Theory:
need to take care of both hygiene fac- A New Theory of Work/Family,"Human

tors and motivators to reduce their Burn- Relations 53(6): 747-70.
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