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ABSTRACT 
Work and family constitute the dominant life roles for most employed adults in contemporary society.  Employed 

men and women are increasingly concerned about managing the conflicts experienced in fulfilling the dual 

demands and responsibilities of work and family roles. As the privatisation, liberalisation and globalisation 

flourished throughout the country the margin of the two domains, work and non-work, became blurred and 

subsequently disappeared. It is for this reason that Work Life Balance (WLB) has gained attention in almost 

every segment. Work–life balance is a broad concept highlighting a proper prioritizing between "work" i.e. 

career along with ambition around one side and “non-work" i.e. wellness, pleasure, leisure, family along with 

spiritual development around the other. Moreover, it is widely accepted that teachers are the building blocks of 

a nation. Hence, the extent to which the goals of the educational system of a country are achieved, by and large, 

depends on its teachers. The way a teacher influences and motivates his students’ leads to the formation of the 

foundation of education amongst the young energetic minds. Therefore, the Indian higher education needs 

academia and faculty who are not only skilled but also possess a balance of mind and body, underscoring the 

importance of the work-life balance of the faculty of higher education. This at the onset calls for the facilitation 

of managing the two basic domains of life, that is, work and life, of these professionals. Further, identifying the 

factor leading to imbalance of work and non-work spheres will aid in modifying or reducing the intensity of 

those conditions ultimately leading to a motivated, performance- oriented staff. The present study attempts to 

examine the level of work-life balance of academicians of the select under-graduate institutions of Kashmir 

region. 

Key words:  Gender, Higher Education, Work-life Balance, Work and non-work. 

 

INTRODUCTION 

Human resource is the only resource that can create a difference and is a source of competitive advantage for the 

organisation. Employee performance and contribution is one of the major factors of success in labour intensive 

organizations . Higher education institutions are labour intensive organizations, hence, owe their success mainly 

to the efforts, involvement and contribution of their employees.  Academic staff is the pivot around which all the 
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educational programs revolve, such as curriculum, syllabus, textbooks, evaluation, revolve. Effective and 

efficient academic staff/teachers are the cornerstones of productive and prosperous institutions. Therefore, it is 

imperative for the higher education institutions to create a pool of highly talented employees with knowledge, 

skills and attitude that create and enhance the strategic competence of the institutions. Knowledge and skills can 

be acquired and enhanced through education, training and development activities but attitudes have to be taken 

care of as these are instrumental towards motivating staff towards working and giving their best to the 

institutions. Moreover, a well qualified and skilled staff proves to be effective only when they experience 

minimum stress which is mostly apparent in the form of conflict due to multiple roles and responsibilities of 

work and personal life.. Therefore, the Indian higher education needs academia and faculty who are not only 

skilled but also possess a balance of mind and body, underscoring the importance of the work-life balance of the 

faculty of higher education.  

Multiple workplace roles along with organization and community demands are likely to be viewed by the 

academics as considerable triggers that influence their state of perceived work-life balance satisfaction which in 

turn influences their occupational attitudes such as job satisfaction, organizational commitment and intention to 

leave the organization. Also, it is imperative for organisations like higher education to strive and work hard in 

order to sustain and maintain a satisfied workforce, as the quality of higher education institutions is solely 

dependent on the efforts of their human resources. So, it is of key importance that the employees of these 

institutions are in a position to strike a balance between the Work and non-work domains of their life so that 

they are able to concentrate better and give their best to the institution. Therefore, the WLB is crucial for the 

effective performance of the teachers consequently leading to the success of any educational institution 

especially HE institutions. 

According to Hart (1994) little work has been done to probe the role and the work relationships in determining 

the outcomes of work-life balance among the teachers. In Asia, there has been a surge of work-life balance 

research in the fields such as medicine, nursing & IT (Malik, Saleem & Ahmad 2010, Singh 2010).  Moreover, 

there has been not much evidence of teachers' stand in terms of work-life research in developing countries, 

especially India.  Hence, the main concern for this study is to provide information and awareness which will 

enable the administrators to respond to the changing needs of employees, and thus, ensuring and improving the 

Work-Life Balance  of faculty of Higher Education . 

REVIEW OF LITERATURE: 

Work and family constitute the dominant life roles for most employed adults in contemporary society. Striking a 

balance between the two spheres of an individual’s life, work-life balance, is vital for the efficient functioning of 

an employee. The expression of work and life, known as work-life balance, has turned out to become a key 

element of government, practitioner and academic debate at present (Eikhof, Warhurst & Haunschild, 

2007).Clutterback (2003) defined WLB as awareness of different demands in relation to energy and time, ability 
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to allocate the time and energy among different domains of work and life and then to apply and make choice. 

According to the research paper, Is Happiness Relative? an effective work life balance makes a person happier 

and more content (Veenhoven, 1991). This contentment leads people to maintain the level of hard work they put 

in their respective careers and remain satisfied.  . It is believed that balancing a successful career with a personal 

or family life can be tough and taxing and hence cast its impact on a person’s satisfaction in their work and 

personal life’s roles (Broers, 2005). Felstead et al., 2002 define Work-Life Balance as “the ability of individuals, 

regardless of age or gender, to find a rhythm that will allow them to combine their work with their non-work 

responsibilities, activities and aspirations.” 

The nature of the relationship between work and family roles have been explained by multiple linking 

mechanisms proposed by various researchers. Five models have been identified and recognised by Zedeck and 

Mosier (1990) which reveal the association between work and life. These models include a Segmentation 

model, Spillover model, Compensation model, Instrumental model and Conflict model. Further, Edwards and 

Rothbard (2000), also have identified these relations as conflict (or interference), accommodation, enrichment, 

compensation, and segmentation. In essence, these frameworks represent the diverse outlook on how the work 

and life domains and their linkages are understood.  

Greenhaus et al. (2003) have conceptualised work-life balance on a continuum on which work role imbalance 

lies on one extreme and family role imbalance on the other extreme and balance somewhere in the middle 

favouring neither work nor family role. Frone (2003), views work life balance as consisting of work family 

conflict and facilitation. 

Frone (2003) has presented a four dimensional classification of work life balance which is based on the concept 

of bi-directionality of work and family domains. This means that involvement in one role (work/family) 

interferes or facilitates the performance in the other role (Frone et al., 1992; Greenhaus and Beutell, 1985; 

Grzywacz and Marks, 2000; Kirchmeyer, 1992)  

Hence, in the words of Frone (2003), there are four components of work-life balance: work-to-family/non-work 

conflict, family/non-work-to-work conflict, work-to-family/non-work enhancement, and family/non-work-to-

work enhancement, which can be measured. Frone (2003) defines work life balance as “low levels of inter-role 

conflict and high levels of inter-role facilitation” (p. 145). 

Fisher McAuley et al., (2003) in turn, have put forward a three dimensional taxonomy of work life balance, 

namely, Work Interference with Personal Life (WIPL) /Work Interference with Family (WIF), Personal Life 

Interference with Work (PLIW) / Family Interference with Work (FIW) and Work Personal Life Enhancement 

(WPLE) and the same was later validated by Hayman (2005). On the basis of the stated studies, following 

conceptual framework is achieved and utilized for the study: 
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There has been a general consensus that work life balance is important for the psychological wellbeing 

of an individual and outcomes like satisfaction, overall sense of harmony and self esteem, can be thought to 

elicit a balance between work and life domains (Clark, 2000; Clarke et al., 2004; Marks and MacDermid, 

1996). 

Furthermore, various studies have been carried out to understand the relationship between demographic factors 

and Work-Life Balance of academicians.  

 

Gender and WLB 

Gender has been the centre of attention of many studies (Parasuraman&Greenhaus, 2002).Many studies have 

confirmed the presence of gender differences in work-life balance; the major findings outline that women 

experience higher work-to-family conflict than men          ( Duxbury, Higgins, & Lee, 1994; Franakenhaeuser, 

Lundberg, Fredrikson, Melin, Tuomisto, Myrsten et al., 1989; Greenglass & Burke, 1988;Marshall & Barnett, 

1993; Williams &Alliger, 1994).However, it was reported that men experienced significantly higher levels of 

work-to-family conflict than do women in a study conducted in the United States  on working 

students(Eagle,Icenogle,Maes,&Miles,1998). Delina,C., Prabhakara, R., (2013) described the act of balancing 

work and personal life for married women as quite challenging irrespective of the sector they work for, age 

group, number of children and the profession of their spouse. Moreover, findings by (Guest, 2001) illustrated 

that women who scored low on work life balance experienced a higher degree of negative impact on their health 

in comparison to their male counterparts. Further, findings revealed that Women have a tendency to exhibit 

emotional symptoms, such as depression and other mental illnesses and general psychological distress, in 

response to stress, whereas men are likely to respond by noticeable physiological disease, such as heart disease. 

Women, worldwide, are exposed to diverse and numerous stressors than men at both their workplace and home. 

A significant variation in the working roles of women and men has been witnessed and the same has been 

highlighted in the literature (  Rajadhyaksha and Bhatnagar, 2000; Sirajunisa and Panchanatham, 2010).  
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 On the contrary, no gender differences were found to be reported in a wide range of studies on work-life 

balance (Eagle et al., 1997; Emslie et al., 2004; Milkie & Peltola, 1999). 

 

4. Objectives of the study 

The study has been undertaken with following specific objectives: 

i) To assess the perception of Work-Life Balance of the academicians in the sample under-graduate colleges.  

ii) To evaluate and understand the influence of gender of an employee on his/her Work- Life Balance 

5. Research Design & Methodology  

5.1  The sample 

The sample of the study consisted of the respondents from five colleges of Kashmir region i.e., Amar 

Singh College,Srinagar,Women’s College M.A. Road, S.P.College,Srinagar, Women’s College Nawa 

Kadal and Islamia College of Science & commerce,Hawal.The elements included professors, 

associate professors and assistant professors of the sample colleges mentioned above. Convenience 

sampling was utilised for the collection of data. A total of 200 questionnaires were administered to the 

potential respondents chosen from 5 sample institutions (40 questionnaires in each College), out of 

which 173 usable responses were received, for a final response rate of 86.5 percent. 

 

5.2  Data Collection Tool  

 

For data collection, Work-Life Balance Survey developed by Hayman (2005) was used in the present study. It is 

a 15-item self-report scale used to measure perceived work-life balance across three dimensions: Work 

interference with life(WIPL, e.g., “I neglect personal needs because of work”), Personal Life Interference with 

work (PLIW, e.g., “My work suffers because of my personal life”) and  Work/Personal life 

enhancement(WPLE, e.g.,“I have a better mood at work because of my personal life”).This instrument consists 

of 15 questions on a 5 point Likert scale ranging from 5 (strongly agree) to 1 (strongly disagree).  

For the sub-scales WIPL and PLIW, a mean item response of 2.5 or more represents considerable perception of 

interference of work with personal life and personal life interfering with work , whereas mean responses of 2.5 

or less represents low perception of interference from either of the domains. however,for the third element 

WPLE  which measures enhancement from work and personal life, higher means indicate higher levels of 

perceived work life balance.  . Higher means indicate that respondents report having  

experienced that situation more frequently. In most cases, items with higher means are purported to indicate 

lower levels of work life balance .The WPLE dimension higher means indicate higher levels of perceived work 

life balance.( Hayman, J. 2005) 
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5.3 Reliability 

 

In the present study, the Cronbach’s alpha for WIPL was α = .89, PLIW was α = .78, WPLW was α= .68. The 

Cronbach’s alpha for the entire scale was α = .86, indicating a good internal consistency. 

 

6. ANALYSIS 

The present study examines the difference in the perception of faculty of Higher Education about the elements 

of Work-Life Balance ,Work interference with Personal Life(WIPL), Personal Life Interference with 

Work(PLIW) and Work/Personal Life Enhancement on the basis of the demographic variable, namely, gender. 

Independent sample test is employed to evaluate the perceptual differences amongst the respondents and the 

results of the same are presented in Table 1.2. 

Group statistics are presented in the Table 1.1 and as is evident from the table, the female employees of the 

sample Higher Education institutions have reported to perceive more interference from work to personal domain 

of life (WIPL) as well as personal life interference with work (PLIW) as is indicated by higher mean scores, 

towards the two elements of Work-Life Balance, depicting higher interference, as compared to the male faculty 

members. Therefore, it can be concluded that responsibilities from separate domains of life compete with each 

other in terms of limited time , psychological resources and physical energy which tends to interfere and lead to 

negative outcomes in both areas, particularly in females working in Higher Educational institutions under study.  

However, higher scores have also been reported for, the third element of Work-Life Balance, Work/Personal 

Life Enhancement (WPLE) by the female faculty members of  Higher Educational institutions under study as 

compared to male faculty. This signifies that female faculty of Higher Education institutions under study also 

experience a positive influence from both the domains of life, Work and personal. This finding can be attributed 

to the advantage of multiple roles of individuals which make available benefits to them which broaden their 

resources hence aiding role performance and wellbeing (Marks, 1977; Sieber, 1974). 

 

 

 

 

 



 
 

67 | P a g e  
 

Table 1.1 Group statistics 

Group Statistics (N=173); Male=84, Female=89 

Construct Gender Mean* Std. Deviation 

WIPL 

 

MALE 
2.64 

.837 

FEMALE 

        2.87 

 

.848 

 

PLIW 

MALE 
2.23 

            .826  

FEMALE 2.29 .841 

 

WPLE 

 

MALE 
3.81 

.799 

FEMALE 3.91 .726 

 

 

*Higher mean score indicates more unfavorable perception of faculty towards the  work-life balance and the 

lower mean scores indicate the vice versa for WIPL and PLIW. The WPLE dimension higher means indicate 

higher levels of perceived work life balance. ( Hayman, J. 2005) 

 

Further, Independent sample test was utilized to ascertain whether the difference in the mean scores of the 

respondent male and the female employees of the sample Higher Educational institutions with respect to Work-

Life Balance and its elements is statistically significant or merely an outcome of a random variation. The results 

indicate that the perceptual differences of employees are statistically significant when the differences are 

evaluated on the basis of gender as the p value is less than .05 (Table 1.2). 

Table 1.2 Independent Samples Test (Gender). 

 

Construct 

Levene's Test for 

Equality of Variances 

t-test for Equality of Means 

F Sig. T Df Sig. 
 

(2-tailed) 

Mean 

Difference 
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     WIPL 

 
     .083 .856 2.373 339 .018* 

 

 

.22830 

 

 

     PLIW .818 .367 .632 339 .028* 
.06017 

 

 

     WPLE 
.702 .403 1.168 339 .044*

 

 

.10093 

 

*p<.05 

 

7. CONCLUSION 

Group statistics are presented in the Table 1.1 and as is evident from the table, the female employees of the 

sample Higher Education institutions have reported to perceive more interference from work to personal domain 

of life (WIPL) as well as personal life interference with work (PLIW) as is indicated by higher mean scores, 

towards the two elements of Work-Life Balance, depicting higher interference, as compared to the male faculty 

members. Our results validate what many studies have confirmed, the presence of gender differences in work-

life balance; the major findings outline that women experience higher work-to-family conflict than men 

(Duxbury, Higgins, & Lee, 1994;  Williams &Alliger, 1994).  Females are considerably expected to undertake 

the primary responsibilities of home and dependent care, irrespective of their involvement in paid work ( 

Amponsah, 2011). Women, worldwide, are exposed to diverse and numerous stressors than men at both their 

workplace and home. It has been found in most of the research exploring  the role that gender plays in predicting 

work-personal life interference has found that females experience greater work interference with personal life as 

well as personal life interference with work than do males (Duxbury, Higgins, & Lee, 1994). These findings can 

be  attributed to the greater workload and responsibility for household and dependent care undertaken by women 

. Therefore, it can be concluded that responsibilities from separate domains of life compete with each other in 

terms of limited time, psychological resources and physical energy which tends to interfere and lead to negative 

outcomes in both areas, particularly in females working in Higher Educational institutions under study.  

However, higher scores have also been reported for, the third element of Work-Life Balance, Work/Personal 

Life Enhancement (WPLE) by the female faculty members of Higher Educational institutions under study as 

compared to male faculty. This signifies that female faculty of Higher Education institutions under study also 

experience a positive influence from both the domains of life, Work and personal. This finding can be attributed 
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to the advantage of multiple roles of individuals which make available benefits to them which broaden their 

resources hence aiding role performance and wellbeing (Marks, 1977; Sieber, 1974). 

 

Research findings have proven that organizational success and effectiveness can be attributed to the 

development of human resources . Moreover, Parasuraman & Greenhaus (1999), are of the opinion that , “The 

unfolding changes in the composition of the workforce together with the growing proportion of workers in non-

traditional family forms have focused heightened attention on the conflicts faced by employed men and women 

in balancing the competing demands and responsibilities of work and family roles .” Therefore, in order to be 

effective in the global environment, reassessment of the human resource policies and practices of the higher 

education institutions is of utmost importance so as to deal with the challenges associated with the new 

workforce. Moreover, it is also important to generate awareness of the policies, in general, and Family Friendly 

policies, in particular, among the employees. This will help to simplify and synchronise the efforts of the faculty 

towards work-life balance, rendering them more productive and satisfied with their jobs. 
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