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The aim of this dissertation is to Critical analysis of the work-life balance and the subsequent job satisfaction of lecturers in University of Wales Trinity Saint David. 

Chapter 1 introduces the research by examining the background and historical perspective of work life balance and subsequent job satisfaction of lecturers in UWTSD. In addition, it states the problem of the research topic. Research aims, research objectives, and research questions are identified. 

Chapter 2 critically reviews and comments on current research findings of work life balance, work-family conflict (rationale of work life balance) and job satisfaction. A logic diagram illustrates holistic picture of the exploration of relevant theories and information (see Fig.2.1). 

Chapter 3 outlines the research process of the dissertation, illustrates procedures employed to achieve research objectives. After outlining the research questions, the chapter moves on to explain the design of the research, main research methods, the data collection and data analysis, and the instrument selected in this study.

Chapter 4 presents and interprets results of data analysis that originate from primary research that includes an online questionnaire and interviews. The findings of this chapter, with regard to research questions are therefore divided into two parts: quantitative data analysis and qualitative data analysis.

Chapter 5 concludes a discussion of the overall results of data analysis, compares the similarity and differences between primary research and secondary research. This chapter also states the limitation of the study, gives valid recommendations, and summaries the opportunities for the further research.
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[bookmark: _Toc493778271]1.1 Chapter Overview
This dissertation focuses on work-life balance and job satisfaction. This chapter therefore introduces the research by examining the background and historical perspective of work life balance and subsequent job satisfaction of lecturers in UWTSD (Allen et al, 2013). The growth of the issue of difficulty in keeping work life balance of lecturers is introduced, as it is starting to affect the physical and mental health of the lecturers as well as their subsequent job satisfaction (Higgins et al, 2014). Then the background of UWTSD is introduced. Next, research aims and objectives are identified, the research questions and the scope of the research are proposed later.

The flow and main content of the chapter 1 are clearly illustrated as Figure 1: 






Research Background:
  (1) Economic factors
Global market; fiercer competition
  (2) Technique advances
Remote working equipment; time-saving household appliance;
  (3) Social factors
Improved women participation in labour market; expansion of HEIs; the nature of academic work
  (4) Demographic factors
Aging; marriage situation.

Problem Statements:
  (1) Legal issue
WLB initiatives
  (2) Ethical issue
Mental and physical health is endangered by work life unbalance.
  (3) Practical issue
Big gap between WLB policies and practices; recruitment and retention difficulty within the HEIs; improve job satisfaction; brief introduction of UWTSD









Research Scope
Research Aim and Objectives:
(1) Aim
Critically analysing work life balance and subsequent job satisfaction of UWTSD lecturers
(2) Objectives 
1. Analysing relevant literature, theories and rationales 
2. Analysing UWTSD lecturer’s views on work and leisure times based on primary research.
3. Identifying key factors (positive and negative) that influence;
4. Valid recommendations 



Research Questions:
1. Negative views on WLB?
2. Negative views on job satisfaction?
3. A linkage between WLB and job satisfaction?
4. Most important factors can influence WLB?
5. How to improve their WLB and subsequent job satisfaction?








Figure 1. Research Flow Diagram (Self-made by the author, adapted from chapter 1 content, 2017)

[bookmark: _Toc493778272]1.2 Background
Over the past few decades, the theory and practice of work life balance gradually drawn public attention (Higgins et al, 2014). From theory to affirmative practice convinced by legislative framework, the development of the work life balance in the UK is driven and triggered by a range of economic, social, technological and demographic factors (Pedersen & Lewis, 2012). The nature of the work has been changed due to these factors, for example, the globalization, Jones et al (2006) suggest that formation of global market requires talent work in an agile and flexible way which increase working hours. And technology advances also contribute to work life balance, Allen (2013) suggests that progresses of technology such as innovation of smartphone provides potable and faster tools for remote work and make working at anywhere possible. Changing demography factors such as gender, age and marriage also demand flexible working, Skinner & Chapman (2013) suggest that over the past 40 years, women’s participation in labour force market sees a great expansion (see figure 2). The percentage of working women has risen to almost equal to man’s proportion (ONS, 2013). However, Women’s domestic responsibilities still considerably exceed men’s (Jolly et al., 2014), which put intensive career pressure and burnout on female worker (Brown et al, 2013). There are more employment difficulties for female who is spatially and temporally restricted by the family obligations to pursue career development (Jyrkinen, 2014).
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Figure 2 Employment rates by gender (ONS, 2013)

Changing social, political, business environment in UK has also created increasing concern about the employee’s work life balance within Higher Education sector (Afrianty, 2016). The numbers of Higher Education Institutions have seen great increases since the Further and Higher Education Act (1992). Consequently, the number of students within HEI has also increased considerably and rapidly, Lewis (2016) suggests that expansion of the HEI increase the diversity of students, thus workloads form students become heavier and more diverse. However, staff within HEI are traditionally perceived as possessing a more flexible working pattern than other groups due to the nature of academic work (Rafnsdóttir, & Heijstra, 2013). Although the nature of academic work seems to be more spatially and temporally flexible, it generates more workloads and burnout for Higher Education lecturers. As Cannizzo & Osbaldiston (2016) suggest that reasons of this phenomenon from literature can be summarized into three categories: the boundaries of the work and non-work contexts are blur which make lecturers hard to switch between them. For example, lecturers may feel too tired after work to do housework at home and their academic work at home may affected by distraction of caregiving (Strong et al, 2015); Difficulty in time management increases due to the uncertainty of work (Lewis, 2016), such as students may occur in office for hours which can hinder routine tasks; Less socialisation may be caused by the spatial and temporal uncertainty which may influence the satisfaction of interrelationships within work (Jais et al, 2015). It argued by Currie & Eveline (2011) from another perspective that the nature of academic work is psychological rather than physical, lecturers can do their work without spatial and temporal limitation due to the E-technology.

[bookmark: _Toc493778273]1.3 Problem Statement
Legal, ethical and practical issue rise awareness of employers in higher education to interfere with the balance of employees’ work and non-work time (Kumar & Chakraborty, 2013). The UK government and the National Assembly for Wales launch the Work-Life Balance initiative to cope with the mounting pressure from dilemma of working demands and family liabilities (gov.uk, 2001). In 2000, the Government announced a new investment of £330 million in HEI to improve the human resource management within HE sector and confirm the WLB (work life balance) as a guideline of practice design. Progress has been made, through a legislative framework, including parental leave rights, organisations supporting WLB initiatives, the Childcare Strategy and funding for childcare through tax credits and childcare vouchers, all employers in England and Wales are involved in (Ernst et al, 2010). Flexible working/WLB policies and practices have been conducted by the majority of companies in the UK, this dissertation summarizes three major measures form literature: encouraging flexible working patterns (such as flexitime, part-time work, overtime, job sharing, compressed hours, shift work, annualised hours, term-time working, temporary working and fixed-term contracts, sub-contracting, zero hours contracts, homeworking, mobile working and hot-desking) (ACAS, 2015; Anderson, 2013; Adame-Sánchez, 2016; Lyonette, 2013; Chatrakul Na Ayudhya et al, 2015; Lopes & Dewan 2014); maintain a balance life style such as mentoring regularly (Capron, 2014; Goodman et al, 2015; Landy & Conte, 2016); helping employees work in a more efficient way (Kossek et al,.2014; Demerouti et al, 2014; Allen et al, 2013). However, Ellen et al (2010) suggest in another way that Work–life initiatives should address two main organisational challenges: structural (flexible job design, human resource policies) and cultural (supportive supervisors, climate) factors to help lecturer maintain the work-life balance.

However, surveys indicate a big gap between policies and practices of work-life balance within HEI. In 2007, the University and Colleges Union (UCU) and the Association of Teachers and Lecturers (ATL) had conducted a survey with about 1000 samples, it manifested that high level of stress have become common issue in higher education institute, main source of work life imbalance is heavily related to long-hour working, deadline and targets pressure, increased workloads and uncertainty of timetable and courses (the guardian, 2007). After that, the 2012 survey involved 14000 samples conducted by UCU highlights that the stress level of staff in higher education is considerably higher than general working populations. And it finds causes are highly related to long hours and a culture of harassment, bullying and negative relationships. Kinman and Wray (2013) suggest that about 75% of academics agreed or strongly agreed that “I find my job stressful” and showing an increasing trend since 2013. These surveys not only provide explicit evidence of the serious problem in lecturers’ work life balance, but also imply that work life balance policies within the HE sector may work ineffectively. Consequently, mental and physical health of lecturers are influenced, the Health and Safety Executive (HSE) (2016) advises that in 2013/14, 37% of work related illness were associated with work related anxiety, depression, and stress which has remained at a similar percentage for more than a decade with each case resulting in 23.9 days being lost in working days each year. University lecturers who are always perceived as working flexibly are suffering high risk of health and pressure, which may endanger the quality of higher education in long term.

In addition, recruitment and retention of academic staff experience difficulties within the HE sector. The UCEA (2017) defines ‘recruitment difficulty’ as ‘having to re-advertise for a vacancy or positions that are left unfilled for six months or longer’. In the light of the UCEA’s 2017 Higher Education Workforce Survey, the recruitment of academic staff becomes more difficult compared to results of 2015. This survey investigates 71 universities which covers 46% percent workforce in HEIs. The figures below clearly illustrate different levels of difficulties exist in different subject areas, engineering & technology, medicine, dentistry & health, economics & econometrics are the top three subject areas suffered the hardest difficulties.
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Source: UCEA (2017)

Lecturer roles were reported as the most difficult to employ (UCEA, 2017), cover 39% of respondents. [image: C:\Users\p151624\Desktop\Capture1.JPG]
Source: UCEA (2017)
The reasons for the difficulties can be various such as lack of expertise, insufficient applicants (UCEA, 2017). In addition, pay level are higher elsewhere, especially in the field of finance, law, business, accountancy and STEM, the 2017 report support this claim by interview results: particular filed such as business and advertising can easily transfer knowledge and skills into practice into free market. However, although the UCEA suggests that the Brexit has no impact on the recruitment and retention of academic staff, the Economist (2016) argues that high proportion of academic staff are from the EU, and funds from the EU are significant support source of researches in the HEIs. So the recruitment and retention will still be influenced by these factors. 
Another significant factor is image of the institution. The UCEA (2017) also suggests that a strong employee brand can positively affect the recruitment and retention of academic staff. Mosley (2016) concurs with this view by stating on Harvard Business Review that “many more companies are now focusing on their employer branding to attract and retain the talent they need to succeed…”  

One of the most significant components of higher education is higher education lecturer (Imrie, 2014). Agha et al (2017) highlight that lecturer’s perception of the work-life balance and subsequent job satisfaction is not only of importance of their own well-being, but also directly influences their job quality and a subsequent quality of higher education. In the individual dimension, employee pursuit better performance to seek more career opportunities. In organisational dimension, employer help to improve work life balance to reach higher job satisfaction which can benefit to lower turnover rate and higher productivity (Mowday et al, 2013). 

Work life balance is an important aspect of what candidates concern about. Behrend et al (2009) suggests when attracting and retaining talents, good work life balance can help organization to establish good image and reputation which can be an important competitive advantage of organizations. Data (UCEA, 2017) also shows that the 23% HEIs has made changes to improve work life balance to respond the retention difficulty. But as mentioned before, neither work life balance nor retention in University shows poor performance which needs to be improved. 

However, although various WLB policies and strategies have been conducted in companies of UK, there are no commonplace criteria to measure the effectiveness of these policies and strategies as well as the perception of work-life balance (Lewis, 2016). And there is no consensus of what theory and frame work (such as work-life conflict, time management and soft HR policies) should be applied to improve work-life policy. Therefore, considering these issues and the reality and feasibility for the researcher as an international student in the UWTSD, this study endeavours to test factors summarized in the literature review that affect work life balance and subsequent job satisfaction. Policies effectiveness among UWTSD lecturers is also tested by proper research methods which will be specify in Chapter 3.

In general, job satisfaction refers to a psychological state of whether a person have a positive or negative feelings about process of work, work itself and other related aspects (including work environments, work conditions, work style, work pressure, challenges, interpersonal Relationship etc.) (Porter, 1974; Locke, 1969; Hoppock, 1935). It is critical for organizations to achieve its overall aims. As Braun et al (2013) suggest that job satisfaction has a positive relationship with outcome of a team. In addition, it is generally believed that good practice of work life balance will enhance employee’s perception of job satisfaction (Braun et al, 2013). Therefore, this study will also verify this statement and examine the relationship by statistical methods.

The investigation also takes an in-depth look at The University of Wales Trinity Saint David (UWTSD) that has a long history. It was formed in November 2010 through the combination of several long-history institute: The University of Wales Lampeter and Trinity University College Carmarthen, and Lampeter’s Royal Charter of 1828. The University’s Royal Charter is the oldest in Wales and England after the universities of Oxford and Cambridge. In 2011, the Prince of Wales became its Royal Patron.

“Our aim is to establish a new educational ‘system’ of universities and colleges committed to educating students of all ages and backgrounds, and to stimulate economic development in the region and across Wales and beyond…”   (UWTSD, 2014)

“The University of Wales Trinity Saint David System will …central to this new model will be the establishment of a new sustainable planning framework that will encompass, nurture, stimulate, and promote the development of coherent educational pathways across a wide range of institutions…” (UWTSD, 2014)

As a long-history university with good prospects for development in the UK, the investigation of its lecturers’ work-life balance can illustrate an overall picture of the current situation of work-life balance and subsequent job satisfaction of one UK higher education institution. This picture also illustrates how the existing work-life balance policies work and the gap between the expectation and physical truth, then exploring the relationships between work-life balance and job satisfaction, as well as key factors which matter.

[bookmark: _Toc493778274]1.4 Aim and Objectives
The overall aim of this study is to critically analyse the work life balance and subsequent job satisfaction of UWTSD lecturers, and the objectives of this research therefore can be summarized as:
Objective 1: Critically analyse relevant literature, theories and rationales of work-life balance and job satisfaction. 
Objective 2: Critically analyse UWTSD lecturer’s views on work and leisure times based on primary research.
Objective 3: Identify key factors (positive and negative) that influence the work/life satisfaction of university lectures as evidenced by peer reviewed academic research.
Objective 4: Propose strategic recommendations which could positively affect university lecturers’ work-life balance and so increase their job satisfaction. 

For the purpose of operationalizing the overall aim and objectives, five more detailed research questions were formulated (see Appendix 1)


[bookmark: _Toc493778275]1.5 Research Scope
The research focuses on the key factors that influence work life balance and subsequent job satisfaction of lecturers in UWTSD, and then proposes valid recommendations.

[bookmark: _Toc493778276]Chapter 2 Literature Review




[bookmark: _Toc493778277]2.1 Introduction 
According to the research aim and objectives proposed in the introduction chapter, the following content critically reviews and comments on current research findings of work life balance, work-family conflict (rationale of work life balance) and job satisfaction (Collatz & Gudat, 2011). The diagram below will clearly illustrate the plan and findings of this chapter. 

Fig.2.1 Logic diagram of literature review findings (self-made, adapted from the content of chapter 2, 2017)
[image: ]
[bookmark: _Toc493778278]2.2 Work life balance issue and related research findings
From the1970s to the 1990s, the theory and practice of work life balance gradually attract public attention. But Lieberman (2017) argues that the notion of separating ‘work’ and ‘life’ can be fostered in the mid-19th century when the terminology ‘leisure’ occurs in the industrial society. For decades, a lot of scholars make contributions to the research of work life balance in different aspects: definition, causal variables, result variables, improvement strategy and policy, work life balance in different occupation, relationships between work life balance and other concept etc.

[bookmark: _Toc493778279]2.21 Definition of Work Life Balance
There are many definitions, which come from different perspectives. The Work Foundation defines it as a certain extent to which people can control the time, the place and the way they work (theworkfoundation.com, 2016). However, Marks & MacDermid (1996) suggest that the balance is actually a ‘mixed character’ that contains individual state on their different life roles, the so-called balance is a point where different roles can coordinate with each other. This definition is considered by many scholars to be the original term of working life balance in human resource management. Compared with the definition of the Work Foundation, it is less academic, more vivid and understandable. Similar with Marks & MacDermid, Kersley (2013) defines the work life balance as achieving work-life satisfaction with the minimum conflict of different roles, however, Collatz & Gudat (2011) argue that if employees are satisfied with every aspect of their lives, it already means they achieve a balance of work and life. Green (2010) explains the work life balance from the perspective of time balance, psychological balance, and satisfaction balance, his studies deepen the research content. Duxbury & Higgins (2012) argue that the work life balance comes from an equilibrium of a person's work needs and non-work needs. Capron (2014) suggests that once one area has no negative impact on another area, the balance of work and life is realized.

Today there is also talk of the blurring of the line between work and personal life. McMillan (2011) suggests that the ‘balance’ cannot be simply defined as a connection mechanism of work and life, and such a connection cannot be clearly illustrated as an influence relationship between them. Allen (2000) defines the work life balance as a state that all areas of life achieve to a satisfaction, and this requires a reasonable allocation of personal resources (such as energy, time and other resources). In general, the definition of Duxbury & Higgins (2012) is widely adopted.

In fact, the research of work life balance starts with its opposite – the work-family conflict, which provides a basis for the development of work-life balance theory. Frone et al (2005) define the conflict as a role conflict, and this role conflict comes from the incompatibility of inputs in the field of work and life. To be more specific, Duxbury & Higgins (2012) divide the ‘work-family conflict’ into three categories: the overload of role, the impact of the work on the family, and the impact of the family on the work. The first category signifies individual has too little time to tackle too many workloads. The second category means that the family responsibilities are difficult to be met due to more work. The last category indicates that the need for work is difficult to be fulfilled due to the family responsibility. Duxbury & Higgins (2012) then add two categories: the burden of caregivers, that is, responsibility to take care of the children or the elderly; work-family spillover, that is, the experience people learned from work can positively affect life. Duxbury & Higgins’ categories illustrate an understandable explanation, however, there are defects such as caregiver role and family role have overlap sections. Duxbury & Higgins (2012) also define ‘working-family conflict’ as an unstable state at which employee struggling with different needs from work and life. Compared to their perspective from state, Afrianty (2016) puts forward the ‘consequence model’ of work-life conflict, which has complemented the study on the consequences of work life conflict.

[bookmark: _Toc493778280]2.22 Causal Variables of Work Life Balance
Refer to the causal variables of work life balance, the current research results can be divided into three dimensions: personality dimension, working area dimension, and family area dimension. Refer to personality variables, Agha et al (2017) suggest that individuals with forward-looking personality will not be easily constrained by the pressure in the context, but can in turn affect the environmental changes. Allen (2013) measures the impact of forward-looking personality on the work-family balance scenario and found that the personality was negatively correlated with work-family conflict and positively correlated with work-family promotion. Related studies (Grzywacz & Marks, 2000; Wayne, Musisca, & Fleeson, 2004) prove that neurotic personality is associated with negative emotions (one dimension of big five personalities) of work-family conflict. The high level self-confidence of optimism personalities can enhance the individual's psychological well-being (Anderson et al., 2013), which will help overcome the stress of life. Furthermore, individual with an optimistic personality often have a positive expectation of the working outcome and are therefore working harder in action. But research on how the personality works is insufficient and lack of evidence. However, although the scholars like Cobb et al (2012) suggest that the personality is relatively stable overtime, little changes in the way of individual thinking and behaviour can easily affect the work life conflict. Therefore, the personality will not be discussed as important pre-dependent variable in this paper. 

Refer to working area variables, focuses are on the effects of flexible working hours, flexible workplaces and flexible management. For example, the CIPD (2016) suggests that flexible working can bring benefit to both organization and individual, and can improve the work life balance. However, this viewpoint is not generally accepted, for example, Cannizzo & Osbaldiston (2016) test the relationship between flexible working hours and work life balance, does not find significant correlation between them. But in other perspective, Demerouti et al (2014) suggest that flexible management can improve the autonomy of individual, thus promote the work life balance. From the perspective of role theory, Chatrakul (2015) suggests that concentrating on one role will lead to a failure of completing ​​the needs or responsibilities of another role. Studies have shown that a high degree of involvement in job roles can lead to work life imbalances (Demerouti et al, 2014). But according an unusual assumption of Gale (2017), extra working time would not reduce happiness, because he equalizes the money, time and happiness, working more may create more money. Other factors such as Manager Support, organizational culture support can also benefit to reducing the individual work life conflict (Jolly, S., Griffith, KA, DeCastro, R., Stewart, A., Ubel, P., & Jagsi, R., 2014). Jyrkinen et al. (2014) suggest that when organizations implement family friendly policies, it helps improving work life balance and satisfaction with their work. In addition, there are some findings come from interesting perspective, for example, Behson (2016) suggests on Harvard business review that appropriate assessment of performance can improve work life balance, and the objectives fulfilment should be the emphasis of the assessment rather than working hours. This viewpoint exclude the disturbing factors can make many. Considering current research results, family friendly policy and flexibility of work will be the focus of working area variables in this paper.  

As another major dimension of ​​work life balance, family area variables include family characteristics (such as the number of children, age, family structure, etc.), family roles involvement and family support. Refer to family characteristics, researchers find that the number of children, age of children will affect the work life balance. The bigger the number of children, the greater the challenge to maintain the balance (Kumar & Chakraborty, 2013). Besides, the family structure is also an important factor affecting the balance. Lewis (2016) suggests that traditional family structure (man works while woman is in charge of housework and caring children) will make it difficult for man and woman who has both work and caring responsibilities to keep a work life balance. However, Baylina et al (2017) argue that the family structure has been changing over time, woman has the same opportunity in workplace but still burden the major housework in family, and thus they suffer more work family conflict. In contrast, high involvement of individuals in family roles may also leads to work life conflicts (Walsh, 2015). Besides, the lack of family support, especially the lack of spouse support, will lead to difficulty in keeping work life balance (Lewis, 2016). 

[bookmark: _Toc493778281]2.23 Results Variables of Work Life Balance
Regarding results variables of work life balance, research focuses are on the job satisfaction, the improvement of life quality and the organizational commitment (Landy & Conte, 2016; Mowday et al, 2013; Caillier; 2013). Porter (1974) suggests that when the individual is actively engaged in the role, the individual not only can get satisfaction, but also improve the quality of life. Other researchers verify his theory, such as Landy & Conte (2016) suggest that individual who experiences work life balance can get higher job satisfaction and reduce conflict of different roles. Regarding to relationship between work life balance and quality of life, Mowday et al (2013) point out that the work life balance of individuals can reduce the negative impact of the role of conflict, thereby improving the quality of life and promote work efficiency. In addition, work life balance also affects the organizational commitment. Caillier (2013) finds that work life balance can improve the organizational commitment. Rafnsdóttir (2013) specifies that if employees were supported by the organization when they try to balance their work and families, their commitment to the organization will be improved. Tang (2014) verifies it in cross-cultural scenarios which complement this theory. WanEdura et al (2011) suggest that social support positively correlate with work life balance, and the better the social support, the higher the work life balance. In addition, Shanafelt (2015) links up ‘work life balance’ to ‘quality of life’, and suggests that work and life is not completely separated, but mutually influence each other. From the perspective of conflict theory, it is possible to influence the quality of work or non-work life when any of the two roles experience stress, time constraints and subpar performance (Zopiatis, A., Constanti, P., & Theocharous, AL, 2014). Besides, Google has launched a long-term longitudinal study in its People Innovation Lab to research how to improve the work life happiness and more than four thousand employees will take part in every year, which would be valuable to current researches (Bock, 2014).

[bookmark: _Toc493778282]2.24 Measurement of Work Life Balance
Regarding the measurement of work life balance, many researchers use self-made scale to measure the work life balance, but these scales have limitations to certain extent. For example, Bonebright (2000) designs a work-family balance scale with five dimensions, but his scale is too simple to get detailed information. Compared to Bonebright, Siegel et al (2005)’s measurement is more specific and scientific. Siegel et al suggest that work life balance manifests in four areas: role conflict, job and family satisfaction, family intimacy, and employee identity. Therefore, Siegel et al adopt Bohen & Viveros’s (1981) role conflict scale with seven items, Fischer and Cocoran’s (1994) family satisfaction scale includes ten dimensions’ items, such as “when I fulfilled my duties in the family, I was very satisfied’. In addition, Siegel measures job satisfaction with a combination of four self-made items and three items developed by Hackman and Oldham (1975) such as ‘when I fulfil the job responsibilities I feel very satisfied’. The Family Intimacy Scale developed by Fischer & Cocoran (1994) is also adopted to measure the work life balance. Finally, the Employee identity scale compiled by Smith et al (1983) is used to understand the altruistic performance of employees, such as ‘I am willing to help people with larger workloads’. However, Siegel et al (2005)’s measurement also has limitations, such as measurement items are more subjective than objective. Therefore, one of the most important objectives in this chapter is to combine subjective and objective items to identify the condition of lecturers’ work life balance. 

Regarding promotion strategy of work life balance, existing researches have shown that companies that provide a work life balance strategy will have better sales and profitability (Haar, 2014; Nayak & Sahoo, 2015). But however, the CIPD (2016) argues that reality gap still exists between the policies offered by organizations and the policies accepted by the employees. Therefore, this paper will justify the practice gap in later chapters. Lunau (2014) suggests that promotion policies of work life balance firstly manifest in the European companies which can be divided into flexibility policy, staff support policies and leave policies. In terms of easing the time pressure, European countries have proposed part-time work, flexible work hours, remote work and other measures. However, the effect of time policies has not been verified (Lunau, 2014) and the boundary of lecturers’ work and life is blurred, therefore this paper will test the relationship between working flexibility and work life balance of lecturers. In addition, employees’ welfare, time management, mutual support such as children care services, communication and leadership support have been developed to help maintaining work life balance (Hobson, 2013).

In general, researches on the work life balance have been mature. In theory, work life balance has become an important part of human resources management theory while scholars are still deepening the research of different areas of work life balance; in practice, work life balance has become an important practice in the routine management of organizations. 
 
[bookmark: _Toc493778283]2.3 Work-Family Conflict Theory
As mentioned before, the work life balance theory comes from work-family conflict. Trough literature review, the author finds that several terminologies are closely related work-family conflict such as work family interface, work family conflict, job-family strain, work-family tensions, family/ work role incompatibility. These terminologies can be regarded as identical content with work-family conflict. Scholars have defined work-family conflicts from different perspectives. For example, Allen et al (2013) define work-family conflict as a role-conflict, arguing that conflicts arise from stress within work and family which is uncoordinated. That is to say, both the working role and the family role has their own needs, too much involvement in work can hinder the realization of family responsibilities. In addition, Bennett et al (2016) define work-family conflict as a conflict between roles, where the demands from the working role and the requirements of the family role clash with each other in certain ways. Similarly, Matthews (2014) defines the conflict between roles as ‘a conflict from the requirements of a role are incompatible with the requirement from another role’. Although these definitions focus on the role theory, they provide a good direction to the research. The definition of Greenhaus & Beutel (1985) is generally accepted by many researchers, that is, a conflict between roles that arise between stress in work and family, and is not incompatible in some respects. 

To effectively explore work-family conflict, the direction and dimensions of work-family conflicts should be take into account. Work-family conflict can also manifest direction of how incompatible of the requirements from the family role and the job role (Matthews, 2014). For example, Wang et al (2016) suggest that the work-family conflict can be divided into two directions: work interfere with family and family interfere with work. If working problem interfere with the fulfilment of family responsibility, these unfinished family tasks will in turn interfere with their work (Wang et al, 2016) and vice versa. In addition, Karatepe (2013) suggests that working needs, time spending and working pressures will impede the performance of family-related responsibilities, but this viewpoint neglect the positive effect of work area on family. However, Vaziri & Butts (2016) argue that work-family conflicts are bi-directional, work-family conflict and family-work conflict are related but not identical concepts, they have different causes and consequences, and require different solutions to reduce conflicts (Whiston & Cinamon, 2015). But Vaziri & Butts (2016) argue that work-family conflict is more common than family-work conflict, besides, work-family conflict is often perceived more serious than family-work conflicts. Reasons can be deduced that individual perceived more autonomy in the family responsibilities, but cannot arbitrarily make changes in the working responsibilities. 

According to Greenhaus & Beutell (1985), there are three dimensions of work-family conflict: time-based conflict, stress-based conflict and behavior-based conflict. Zahra (2015) implements that time-based conflict refers to putting time into one area will occupy time of other areas. That is, when the individual put excessive time and effort in one role, will make it difficult to invest enough time in another role; pressure-based conflict refers to pressure, dissatisfaction, tension, anxiety, etc. from one area will reduce the satisfaction in another area (Zahra, 2015). And pressure comes from an area will reduce resources to perform another role such as energy, physical or psychological ability, thus creating a conflict between roles (Greenhaus & Beutell, 1985); behavior-based conflict refers to appropriate behavior in one area is incompatible in another area. To be more specifically, Zahra (2015) suggests that individual cannot easily adjust their behavior model between roles, the behavior model established in an area may not suitable for another role thus the conflict arise.

[bookmark: _Toc493778284]2.31 Rationales of Work -Family Conflicts
Rationales related to work -family conflicts can be summarized into three categories: relationship theory, development theory, and boundary theory (Clark, 2000; Staines, 1980; Geurts & Demerouti, 2003; Jones et al, 2013). These three categories will be critically discussed in the following text.

This paper reviews previous researches on the relationship between work and family, classify them into three types: segmentation theory, spillover theory and compensation theory. Michel et al (2014) suggests that segmentation theory is based on traditional gender role ideology, it regards the work and the family as independent parts. Michel et al (2014) also suggest segment theory believes that individuals can easily distinguish feelings, attitudes and behaviours between work and life, working area and family area will not affect each other. However, spillover theory argues that people will bring the emotions, attitudes, skills and behaviours created in their work into the family and vice versa (Clark, 2000). This spillover could be positive or negative. Positive spillover include satisfaction and encouragement, which can bring high levels of energy and satisfaction to the family (Krannitz et al, 2015). The negative spillover signifies that problems in work will invade individual's time and energy, and make it difficult for individual to fully participate in family life. In generally, negative spillover is a kind of work-family conflict which gets more attentions form researchers (Krannitz et al, 2015). Compensation theory is a supplement to the theory of spillover (Jones et al, 2013). Compensation theory believes that the relationship between work and family is negative. Geurts & Demerouti (2003) suggests that when individual participates in work, the level of participation in the family will be reduced. On the contrary, a high-level participation in the family will lead to a low-level participation in work. However, compensation theory neglects the positive side of relationship between work and life, therefore, the spillover theory is most appropriate among the three to explain the relationship between work and life. 

[bookmark: _Toc493778285]2.32 Development Theory of Work-family Conflict
Development theory, by contrast, makes a longitudinal and dynamic analysis of the work-family relationship. This theory utilizes a psychological and developmental framework to explore the dynamics of the relationship between work and family (Staines, 1980). Jones et al (2013) suggest that requirements from family and work depend on the career stage and the family conditions, which signifies relationships between work and life will be changing in different life stages. Allen et al (2014) also suggest that the relationship between work and family is in a dynamic, constantly changing procedures. Development theory makes breakthroughs in previous analysis and leads the research to a more detailed and in-depth direction of the work-family conflict. 

[bookmark: _Toc493778286]2.33 Boundary Theory of Working-family Conflict
American scholar Clark (2000) firstly proposes the ‘boundary theory of work-family conflicts’.  Clark (2000) regards work and family as two different areas in which people must comply different rules, and suggests that people are hovering on the boundaries of work and family every day. Allen et al (2014) suggests that boundary is the dividing line of work and family scope. To be more specific, Piszczek (2017) suggests that there are three main forms of boundary: physical boundary, secular boundary and psychological boundary. Individual who is frequently transfers in work-family area is defined as border crosser, and those who can affect the definition of work-family boundary are defined as boundary defenders (Allen et al, 2014). Managers in organization are ordinary boundary defenders at work, while spouses may be ordinary boundary defenders in family. Qiu & Fan (2015) suggests that boundary defenders and boundary crossers have different perceptions of work and family scope which can affect work-family balance, but frequent communication can mitigate role conflicts. Piszczek (2017) suggests that boundary theory not only clarifies the formation mechanism of work-family conflicts, but also makes discussions on how to alleviate the work-family conflicts. However, role theory can explain the work-family boundary in a simpler and clearer way. The role theory suggests that individual implement social role according to their different role scripts to meet individual and social needs. Individuals often play a variety of roles in both work and family areas (Piszczek & Berg, 2014). For example, a mother in the family usually play a variety of roles such as parents, children, wives, etc. Each role has specific codes of conduct to guide individual behaving appropriately. Role conflicts may be produced when the individual cannot transfer from one role to another.

[bookmark: _Toc493778287]2.34 The Causal Variables and Result Variables of Work-Family Conflicts
There are many studies that have already summarized a large number of causal variables of work-family conflicts. This paper classifies previous researches into two categories: variables in the working area and variables in the family area. In working area, researchers focus on how working hours affect work-family conflicts, and Higgins (2014) suggests that working hours are positively related to work-family conflicts. And Allen (2013) believes that psychological feelings of work, including work autonomy, sense of control and sense of achievement are negatively correlated with work-family conflict. In family area, researchers focus on the number of children and the financial situation of the family. Researchers have found that there is a significant correlation between the number and age of children and the work-family conflicts. For example, Allen (2014) suggests that young children need more care and have less ability to undertake financial responsibilities of the family. However, Voydanoff (2014) argues that there is no correlation between children and work-family conflict. In addition, Higgins (2014) has found a significant correlation between marital status and work-family conflict, and Allen (2014) suggests that married individuals experience a higher level of work-family conflict. This paper will test these variables in the survey.

In addition, individual personality trait is another important causal variable of work-family conflict (Deuling & Burns, 2017). Deuling & Burns (2017) suggests that different personality traits will cause different perceptions, evaluations, emotions, behaviours toward environment. Researches on personality traits which influence work-family conflicts include negative emotions personality, self-efficacy, and ‘Big Five’ personality dimensions (Selvarajan et al, 2016; Wille et al, 2013; Deuling & Burns, 2017).

Effects of work-family conflict have different appearance on individuals, families, organizations and society. Among them, effect of work-family conflict has greater impact on individuals and organizations. For the individual dimension, work-family conflicts can have a negative impact on individual attitude and behavior (Allen, 2013). Ilies et al (2015) suggest work-family conflict is positively related to job stress, work depression, anxiety etc. Voydanoff (2014) suggests work-family conflict can also cause problems such as reduced family satisfaction, decreased marital quality, alcoholism, depression, and even decreased mental health. For the organization dimension, many studies have shown that work-family conflict can lead to lower job satisfaction, absence, turnover, and lower organizational commitment (Matthews et al, 2014). Ismail & Gali (2017) suggest lower work-family conflict can lead to a decline in morale and productivity, which will influence the effectiveness of staff career management. Haar et al (2014) suggest that the reason for the decline in staff morale is that employees’ expectation did not be fulfilled by the organization. However, Ismail & Gali’s and Haar’s study did not explain how the work-family conflict works on the decline, which should be justify. Mauno & Ruokolainen (2017) suggest that excess engagement in work has negative impact on the job satisfaction, and supplement when employees seek help from organizations, there is tendency to compare the responses of the organization with the possible responds of other organizations. Once employees lose confidence in their organization, their job satisfaction will drop significantly (Mauno & Ruokolainen, 2017).   


[bookmark: _Toc493778288]2.4 Job Satisfaction and Issue Related to University Lecturers
Job satisfaction is not only an important indicator of the occupational life, but also a key component of employees’ attitude. Job satisfaction refers to a comprehensive result of how individual evaluate various characteristics of its job, it is mainly related to whether a certain work factor will influence job satisfaction. Therefore, identifying what factors consist of job satisfaction is essential for researching it.  

Locke (1969) suggests that there are ten factors consist of job satisfaction: work content, remuneration, promotion, recognition, work conditions, welfare, managers, colleagues, self-efficiency and members of the organization. The Minnesota Satisfaction Scale MSQ (including internal satisfaction, external satisfaction and general satisfaction) (1957) mainly tests the dimensions of competence, achievement, activity, promotion, authority, corporate policy and implementation, remuneration, colleague, creativity, independence, moral, appreciation, responsibility, stability, social service, social status, interpersonal relationship (Purohit, 2016). And this paper adopts questions from the MSQ to exam the job satisfaction of lecturers. Liere-Netheler et al (2017) recommends that five factors can determine job satisfaction: skill variety, task identity, task significance, autonomy, job feedback. Ssesanga (2005) suggests that the structural factors of job satisfaction include the work content, boss, remuneration, promotion, working group, and working environment. However, Anin et al (2015) summarize seven factors based on Ssesanga’s study: management, promotion, the nature of work, boss, payroll, working conditions, colleagues. Smith & Shields (2013) summarized three factors: social and technological environment (including bosses, relationships, working conditions, etc.), self-fulfilment (personal ability can be fully activating), sense of achievement (job challenges, responsibilities, wages, promotion, etc.). Although researches on the factors of job satisfaction are various, this paper finds that five factors are universal in most situation: work itself, reward, promotion opportunities, fairness, and colleague relationships, and these five factors will be tested in the survey.

Regarding job satisfaction of lecturers, when Hoppock (1935) firstly proposed job satisfaction, his survey respondents are lectures. Until the sixties, attention to lecturers' job satisfaction began to increase (Locke, 1969). Raju (2017) finds that wages, colleague relationships, relationships with students, time management can significantly influence lecturers’ life quality. Skaalvik (2017) suggests that factors which can affect lecturers' job satisfaction are mostly internal factor, which includes job achievement, career development, career awareness and professional irritation. But Albert et al (2016) argue that the external factors such as administrative management, interpersonal relationships, education-related policies and social custom are more related with dissatisfaction. However, Veldman et al (2013) suggests that factors such as the relationship with students, time allocation in work and quantity of workloads are not only related to the sense of satisfaction, but also related to the work pressure. 

Regarding the measurement of job satisfaction, there are many classic evaluation tools based on different theories and concepts, but each of them have certain limitations and defects. This paper finds there are widely adopted tools to measure job satisfaction such as the Job Description Index (JDI) (Smith, 1969), the Minnesota Satisfaction Questionnaire (MSQ) (Weiss, 1967), Job Diagnostic Score (Hackman & Oldham, 1975), Index of Job Description Satisfaction (Brayfield & Rothe, 1951) and Job Satisfaction Inventory (Hackman & Lawler, 1971). 

Among them, the JDI and the MSQ are mostly applicable. The Job Description Index (JDI) is compiled by Smith et al in 1969 and is the most popular Job Satisfaction Scale. Through evaluation five aspects: work itself, payroll, promotion, relationships with line manager and relationships with work partner, the JDI measures the overall satisfaction of staff. Correspondingly, there are five subscales, each with 9-18 questions which can get detailed information from respondents. However, the disadvantage is that the JDI let respondents use ‘yes’ or ‘no’ to assess the above characteristics, which will hinder other possible answer of questions. Another defect is that the JDI sums up overall scores of the five facets to assess the overall job satisfaction of employees, but the overall scores cannot reflect real problems. However, Lopes et al (2015) suggests that the JDI is characterized by that respondents have no need to describe their feelings, and it will be easy to less educated respondents. In addition, the JDI have been repeatedly tested, and is recommended by many scholars (Lopes, 2015). But lecturers are educated people, therefore this advantage cannot be utilized in this paper. 

The Minnesota Satisfaction Questionnaire (referred to as MSQ) is compiled by D.J. Weiss et al in 1967, which can be divided into long scale and short scale. The long MSQ includes 100 items, which can measure general job satisfaction and aspects of satisfaction such as creativity, independence, working environment, remuneration, colleague relationships, responsibility, stability, social status etc. The long MSQ can get complete information of employees’ perception of job satisfaction, but too much questions will affect the patience and carefulness of the surveyed which can lead to errors and inaccuracy (Purohit et al, 2016). The short MSQ has 20 items, consisting of internal satisfaction, external satisfaction and general satisfaction. 

Therefore, this dissertation utilises the short MSQ which is more effective to design the questionnaire and collect primary data. This data will be analysed combined with the findings and results of literature review and then formulate the conclusion and recommendations.












[bookmark: _Toc493778289]Chapter 3 Methodology







[bookmark: _Toc493778290]3.1 Introduction
This chapter outlines the research process of the dissertation, illustrates procedures employed to achieve research objectives. After outlining the research questions, the chapter moves on to explain the design of the research, main research methods, the data collection and data analysis, and the instrument selected in this study (Saunders, 2016). The research design section will be further divided into six sub-sections, under the instruction of the research onion (Saunders, 2016): research philosophy, research approach, research. 

Sekaran & Bougie (2016) suggest that research is an organized, systematic, data based, critical, objective inquiry into a specific problem that needs a solution. Anderson (2013) suggests that the ‘research’ is “finding out things in a systematic way in order to increase knowledge”, and further defines the ‘research in HR’ as “the systematic enquiry into HR issue to increase knowledge and underpin effective action”. This definition corresponds to research aim of this dissertation. Saunders (2009) suggests that the research process is “a series of linked stages and gives the appearance of being organized in a linear manner” (5e, p. 10), this research contains five stages: exploring and formulate a topic; reviewing literature; planning the research; collecting, analysing, and interpreting data; writing up. 
The overall aim of this study is to critically analyse the work life balance and subsequent job satisfaction of UWTSD lecturers, and the objectives are as follows:
Objective 1: Critically analyse relevant literature, theories and rationales of work-life balance and job satisfaction. 
Objective 2: Critically analyse UWTSD lecturer’s views on work and leisure times based on primary research.
Objective 3: Identify key factors (positive and negative) that influence the work/life satisfaction of university lectures as evidenced by peer reviewed academic research.
Objective 4: Propose strategic recommendations which could positively affect university lecturers’ work-life balance and so increase their job satisfaction. 

[bookmark: _Toc493778291]3.2 Research Questions
As mentioned before, the aim of this research is to critically analyse work life balance and subsequent job satisfaction of lecturers work in UWTSD. By formulating the research question (see Appendix 1), the researcher wishes to avoid straying from the original scope (Bryman, 2015), and offer an explicit sense of what the research is about.


[bookmark: _Toc493778292]3.3 Research Design 
To turn research ideas in to a feasible research project, research design is critical for formulating an overall framework and strategies to guide this research (Saunders, 2016). Anderson (2013) also suggests that research design is a general plan which depicts how the researcher achieves the research aims and responds to research questions. Under the instruction of the framework, a “stage-by-stage logical, organized, and rigorous” plan (Sekaran & Bougie, 2016) can be formed to identify problem, collect and interpret information, and draw effective solutions in this research. 

The research onion which is developed by Saunders et al (2007) describes the six stages through the research strategy from the outer to the inner:  Philosophy, approach, methods, strategies, time horizon, techniques and procedures. This thesis forms the research design in the light of the research onion tool which provide a holistic picture of tactics utilized in the research process. Tactics selected in the research is emphasized in circles as following diagram. 











[image: C:\Users\p151624\Desktop\590px-Reseach_onion.jpg]
Source: Saunders, et al. (2007, p. 132)

[bookmark: _Toc493778293]3.3.1 Research Philosophy
Positivism is utilized because that it fits well this study. The research philosophy is a series of faiths around investigating the information, cognition, knowledge and science (Sekaran & Bougie, 2016). This research intent to increase knowledge of the work life balance Saunders (2015) suggests appropriate philosophy can help researcher holds tightly with research assumptions and achieves research aims. Ihuah & Eaton (2013) summarize and compare different standpoints in research philosophy as following: 
[image: ]
Source: Ihuah & Eaton (2013)

As the diagram illustrates, positivism holds that the sole aim of scientific research is to explore principles or constant relationships between objectives, and the outcome of research should be achieved by observation and experiences. Comte (1891) also suggests that scientific knowledge should possess objectivity, regularity and verifiability and predictability. In view of the overall aim, objectives and questions of the research, a positivism philosophy is highly suitable (Brenner, 2014). 

Under the guidance of positivism, this research tends to increase knowledge of work life balance and subsequent job satisfaction of UWTSD lecturers by gathering and interpreting data based on facts. Quantitate tools and statistical analysis also help to enhance the validity. In addition, the conclusion and recommendations should be exercisable by other similar organizations as well as examining the effectiveness of previous policies. 

[bookmark: _Toc493778294]3.3.2 Research Approaches
Deductive and inductive approaches are two main mind sets of reasoning. The difference between them is the logical direction. Felder & Silverman (1988) suggests that inductive reasoning generates knowledge from individual to general, that is, to summarize general principles from numerous facts. Based on Felder & Silverman’s theory, Copi et al (2016) holds that the disadvantages of inductive reasoning is that objectivity is not absolute, perceptual experience cannot reveal the in-depth principle of facts. And the inductive reasoning can only induct parts of natures or principles from the part of facts which can leads to incomplete truth. 

Inductive reasoning is used as its logical direction provide possibility for valid conclusion which suited this study, in order to overcome limitations, and avoid segmented and shallow viewpoints, this study will be supplemented with the deductive approaches.  Saunders et al (2007) also suggest that inductive method has to combine with other methods of thinking to become scientific method, especially with the deductive method in order to become a true scientific thinking method. 
Deductive reasoning resolves problem form the opposite direction: general to individual, that is, to test right or wrong of assumptions based on existing theory or principle (Copi et al, 2016). Under the guidance of existing theory about work life balance and subsequent job satisfaction of lecturers, this study forms research objectives and questions in the light of both literature review and pre-survey. Then though data collection and analysis, the study endeavour to draw valid conclusion to solve issues. The inductive and deductive approaches will run through the research process. 

[bookmark: _Toc493778295]3.3.3 Research Strategy
Following a positivism philosophy and a combination of inductive and deductive approaches which increase knowledge of work life balance situation of UWTSD lecturers from interact function, mixed-methods approach is choose. Mixed methods is one of the three research paradigms which combines the quantitative methods and qualitative methods (Creswell & Poth, 2017). Venkatesh et al (2013) also comments that mixed research methods can aid cultivate considerable understanding of numerous facts within research area that cannot be completely understand by sole methods. Although a mixed method will consume more time, energy and other resource, it will be used in this research because that qualitative methods can supplement more detailed information and avoid bias in the quantitative research (Creswell, 2017), and quantitative methods can identify appropriate group to participate in qualitative approach as well as examining relationships between factors (Anderson, 2013).

The survey method is chosen for this dissertation. Firstly, literature review is implement to identify key issues related to the research topic, then aided with pilot research, the final questionnaire is formed. Then the questionnaire will be utilized to identify general situation of the attitude and behaviour of work life balance and subsequent job satisfaction of UWTSD lecturers, as well as basic demographic information of the respondents. As Bryman & Bell (2015) suggest, questionnaire can gather data in an economical way that is easy to manage. Statistical analysis will be conducted to investigate underlying and in-depth knowledge from primary data. Secondly, semi-structure interview will be conducted within a small sample of participants. These participant are selected by the researcher observation from several criteria:  are they willing to do the interview? Will they tell the truth? What are their position in the organization?  Through interviews, more ‘micro’ insights will be recovered and form a more holistic picture of research questions. 

[bookmark: _Toc493778296]3.3.4 Time Horizon
Cross-sectional time horizon will be applied in the study which conduct the investigation at a single time point, as Walliman (2015) suggests, it will compare and contrast many objects of study at one-time point, rather than repeatedly investigate the same objectives during a time period. Sekaran & Bougie (2016) holds that the merit of cross-sectional approach is that it saves time and money, and easier to implement. Therefore, investigating various samples at one time is critical to the study because of the time limitation of this dissertation. In addition, research aims and questions around the topic, work life balance and subsequent job satisfaction of UWTSD lecturers, endeavour to explore more information of more respondents.

[bookmark: _Toc493778297]3.3.5 Sampling 
A convenience, simple random sample method is chosen for this research. A simple random sample refers to a subset of individuals from a large group, and each individual has the same probability to be chosen (Saunders et al, 2009). Creswell (2005) suggests simple sample has no wrong sample and make the process of collecting and interpreting data become easier. A convenience random sample means a sample that is chosen from a certain group which the researcher has easy access to contact or reach (Saunders et al, 2009). The advantage of convenience sample is the economic efficiency. 

The target sample of online questionnaire is lecturer in University of Wales Trinity Saint David (UWTSD). And firstly the basic overall judgement of the sample will be made. Each individual within the sample will provide data related to their behavioural, attitude, expectation and suggestion of work life balance and subsequent job satisfaction in UWTSD. Statistical significance calls for big scale of respondents, but considering the time restriction, many lecturers are on their annual leave, thus the amount of sample is limited. To enhance validity of the research, several lecturers will be selected for the interviews to supplement more in-depth facts. Target sample of the interviewees are selected in the light of researcher’s observation.

[bookmark: _Toc493778298]3.3.6 Data Collection and Analysis Instruments 
“The decision on which type of data collection instrument to use will be influenced by the nature of the research topic and it will have profound implications for design” (Miller, & Brewer, 2003). Creswell & Poth (2017) also holds that “a sound research plan calls for a thorough discussion about the instruments” (p.170) 

In this study, instruments for secondary data are literature review and unstructured interviews with an experienced supervisor and several lecturers. Research instrument of primary data can be divided into quantitative approach and qualitative approach (Cameron & Price, 2009). Quantitative research method in this survey refers to an online questionnaire, qualitative research method in this survey refers to a semi-structured interview and subsequent observation. 
Cameron & Price (2009) suggest that questionnaire is an approach that utilize a series of question to gathering answers from a large group of people about their viewpoints, attitudes and performance. The online questionnaire survey will be conducted according to academic rigour. Another advantage of questionnaire, as Miller, & Brewer (2003) suggest, it can offer anonymity that improve the willingness of participating in. Online technique provides conveniences for respondents to complete without temporal and spatial constrains (Cameron & Price, 2009). 
Literature review findings and subsequent research questions will underpin the questionnaire design. Due to self-completion questionnaire may be filled without the help or presence of the researcher, the design of the questionnaire must be very clear and avoid confusions. Literature review findings provides ideas of key issues needed to be test, and tools to improve validity and liability in the research. For example, gender, marriage situation and number of children etc. are factors that can influence the work life balance, therefore these factors are turned into questions in the questionnaire (Question 1, 2, 3, 4… 10, 11). Parts of work-family conflict scale (WAFCS) are adapted in Q 12 to measure work life balance, and parts question of Minnesota Satisfaction Questionnaire (MSQ) are adapted in Q 13 to measure job satisfaction. Both WAFCS and MSQ method have been tested many times by academics, and possess good reliability and validity. In addition, research questions guarantee that the survey concentrates on research purpose. A Likert scale was employed to rate extend of agreement or disagreement of certain statement. 
Saunders et al (2009) suggest that before actual survey, the research instruments should be tested. A pilot study is implementing miniature survey to a small number of the sample (Blair et al, 2013). Therefore, following the completion of draft questionnaire, a pilot study was conducted with the help of an experienced supervisor, the final draft questionnaire was issued to several lectures with rich knowledge about survey methods. And feedbacks will be employed in modification. 

The quantitative data are collected with the aid of questionnaires created on the Google Forms. Google Forms is a powerful online survey tool innovated by the Google Inc. (google.com, 2017) to collect and analysis data by online questionnaire. The collected data will be automatically inputted in an excel sheet, and then generated primary analysis diagram online. In order to acquire more in-depth insight of the study, the statistical analysis software SPSS will be employed. Wheeler et al (2013) also suggest that SPSS has an international reputation as an analysis tool to ensuring survey validity and reliability. 

Cameron & Price (2009) suggest that interviews is a social interaction that enable the researcher supplement information to explore more in-depth understanding of research topics. The semi-structure interview schedule in this survey is underpinned by the research question. Brinkmann (2014) addresses the use of semi-structured interview has many attractions for it possesses both advantages of structure-interview and non-structure interview. It enables the collected data received in a flexible way, and avoid inability of quantitative analysis (Saunders et al, 2009). Researcher prepares key question in advance and adjusts questioning direction during the interview process. The researcher is qualified as a primary social worker, and familiar with skills needed in an interview. As Neuman & Robson (2014) suggests, face expression, body gestures, tones can also reflect important implications of data. 

[bookmark: _Toc493778299]3.4 Reliability and Validity
Fink (2003) defines the reliability as “statistical measure of how reproducible the survey instrument’s data are”.  Creswell (2013) suggests that reliability can be achieved by precluding two types of error: random error and measurement error. Random error can be decreased by selecting bigger sample or choosing more representative respondents. But it will raise the costs of the survey. And the respondents are supposed to be lecturers in the UWTSD, and most lectures are on their holidays during the survey. Therefore, the amount of sample is 52, which consists 15.38 % of totality. It means that one out of every seven lecturers in UWTSD is investigated in this survey which signifies a good reliability (Cameron & Price, 2009). The bigger the amount of sample, the more the information of totality the sample can convey (Creswell, 2013). 

In case of that the amount of sample is too small, the researcher conducts several interviews with lecturers and staff in Human Resource Department for more in-depth data to correct error. Fink (2003) also suggests that measurement error signifies the performance of a particular research instrument. As mentioned before, research instruments in this study such as SPSS, MSQ, and WAFCS have been verified by other scholars and the supervisor. Although “no instrument is perfect” (Fink, 2003), the error is minimized in the study.

Creswell (2013) notes that validity refers to how well the research measure what it aims to measure, that is, the accuracy of the research instruments. And Fink (2003) suggests that typically there are four types of validity: face validity, content validity, criterion validity and constructive validity. For this study, content validity will be considered to form the foundation of rigorous measurement by broadly reviewing current literature. The research question will be developed based on the chapter two findings. 

Before the online survey, the questionnaire should be pretested. A pilot study is conducted for four reasons: reduce risk of mistakes in the research to save costs and time; identifying more potential research questions; estimating the survey process and time required; refining the survey instrument (Cameron & Price, 2009). In addition, feedback have been collected from four experience supervisors in UWTSD to refine questionnaire design thus enhancing research validity.



[bookmark: _Toc493778300]3.5 Ethical Considerations
“The ethics of social research is about creating a mutually respectful, win-win relationship in which participants are pleased to respond candidly, valid results are obtained, and the community considers the conclusion constructive” (Miller & Brewer, 2003)

Regarding to this research, ethical responsibility will be considered throughout every stages of the research process. From the design of the study to how to recruit participants, this research builds positive relationships with the participants by complying following principles: voluntary consent, informed consent, anonymity and confidentiality, no harm to participants (Saunders et al, 2009). 

Researcher in this study will conduct the online survey and interviews with an ethic form that can be considered as a contract between researcher and respondents. Participants will be informed that they take part in the research according to their freewill and they can withdraw at any stage. 

Participants in this study will be clearly delivered with information of every aspects of the research such as research aims, research approaches, and research purposes. After the completion of data collection and analysis, the participants will have open accesses to the results.
Protecting participants’ personal information is one of the most important element of ethical survey (Saunders et al, 2009). The online questionnaire will be issued to intended participants’ email address, the completed questionnaire will be automatically upload on the Google Forms, therefore no individual information will be recorded. Interview participants’ individual information will be kept confidential by the researcher.

The study does not have the potential to harm participants either physically or mentally. Any unpleasant or embarrassed question which may make respondents feel uncomfortable will not appear in this survey. (Saunders et al, 2009)
Saunders et al (2009) suggest that ethical research should be honest, sincere and responsible. In the light of research ethics, this research will not conceal any information and will explain shortcomings and limitation to readers. With the instructions and assistance of the supervisor, ethical risk is exceptionally limited. And with the supervisor’s support and verification of survey process and outcome, reliability and validity can be enhanced. 
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[bookmark: _Toc493778302]4.1 Introduction
The purpose of this chapter is to present and interpret results of data analysis that originate from primary research in the light of research objectives (Pallant, 2013). This chapter endeavours to fulfil the overall aim and objective 1&2 proposed in this dissertation. As mentioned in last chapter, the survey including an online questionnaire and interviews was conducted to investigate work life balance and subsequent job satisfaction of UWTSD lecturers. The findings of this chapter, with regard to research questions are therefore divided into two parts: quantitative data analysis and qualitative data analysis (Field, 2013).

A critical literature review underpins this survey, demonstrates key theories, factors that influence the work life balance, as well as policies and strategies that improve work life balance. It also determines the research question and theme of both questionnaire and interviews surveys (Swift & Piff, 2014). This chapter will also answer the research question and compare the data analysis results with the literature findings, find out the agreements and differences between chapter four and chapter three (Field, 2013).

“Data analysis is a process that turning raw materials which convey little meanings into useful information. It allows readers to explore, presents, describe and examine relationships and trends within data.” (Sanders et al, 2009) 

The researcher is the collector of primary data in this research. The data collection period was over one month, the study gather a total of 80 respondents from the online questionnaire as well as a total of 6 lecturer respondents who take part in face-to-face interviews. Through primary research including an online survey and interviews, the study endeavours to deliver an explicit, updated and in-depth picture of the work life balance and subsequent satisfaction of lectures in the UWTSD (Scherbaum & Shockley, 2015).

Although the researcher endeavours to rigorously organize the process of the survey under the guidance of the supervisor to avoid bias, the limitation may exist because there is no approach to examine if the respondents expressed the truth (Miles et al, 2014). Lecturers have similar occupation, however, different individual may experience very different life and work conditions that can produce very different views and attitudes toward work life balance. Therefore, another weakness of the survey is that the survey results cannot be applied to every aspects of every lecture, however it still conveys academic and practical value (Scherbaum & Shockley, 2015).

[bookmark: _Toc493778303]4.2 Quantitative Data Analysis
The quantitative data analysis section demonstrates results of the online survey. A copy of the online questionnaire is attached in Appendix 2. The total sample contains 52 respondents which incorporates 31 females, 20 males and 1 prefer not to say (see Figure 4.1). Different age groups join in this online survey, and the main age group is 41-51 year olds with 27 respondents, the smallest age group is 66 year olds or above with one respondents. Refer to the marriage situation, 25 respondents are married which consists of 48.1% of the sample, the second large group is divorced people with 10 respondents and the third large group is single people with 9 respondents. 17 respondents have no child which consists 32.7% of the sample. Other 35 respondents have 1, 2, 3 or more than 3 children which consist 67.3% of total sample. 
Figure 4.1 Profile of respondents




















31 lecturers have master’s degree account for 60% of the samples. The next is that 10 Bachelors account for 19% and 9 Doctors account for 17%. 
Different groups featured with different years of work experience in Higher Education sector have participated in the online survey. More than half lecturers which count 31 respondents have more than 10 years’ experience in HEI. Only 8 lecturers works in HE less than 3 years. 

[bookmark: _Toc493778304]4.21 Work Life Balance of Lecturers in UWTSD

Figure 4.2 Survey question Q 12: Level of agreement to work life balance statements
[image: C:\Users\p151624\Desktop\6.PNG]

Figure 4.2 illustrates a list of statements that aims to investigate the level of work life balance situation of the lecturers in UWTSD. Lecturers are required to match the degree of agreement of each statements. 


Figure 4.3 


Figure 4.3 illustrates overall results of individual responses of each statement from question 12 of the online survey. Most 78.8% lecturers (31+10 respondents) agree with “I have flexible time and plans at work”, strongly supporting the perception of “staff within HEI are traditionally regarded as possessing a more flexible working pattern due to the nature of academic work” (Rafnsdóttir, & Heijstra, 2013). However, 50% of lecturers (26 respondents) agree that their working hour is too long, and over 50% (27 respondents) lecturers “often feel exhausted in work”. In addition, 57.6% of lecturers (30 respondents) disagree that they do not have much pressure in work, thus manifests that most lecturers suffer from working pressure. In contrast, results of statement 5, 6, 7, 8, 9&10 suggest lecturers have a medium level of work life balance.
 
The results of statement 11 and 12 suggests lecturers show more neutral and negative attitude toward policies in the University. It is possible that the University work life balance policies are not informed to lecturers, or the implement of such policies are not effective enough. Results of statement 13 suggests that lecturers have an overall positive view of career pursuit. 

Figure 4.4 



Figure 4.4 illustrates mean value of each statement, the bigger the value than 3, the higher the level of agreement of each statement. The highest mean value is 3.923 that signifies a high level of agreement of “I have flexible time and plans at work”. The smallest mean value is 2.577 signifies an overall disagreement of “I usually do not have much pressure in my work”. Results in figure 4.4 support the results in figure 4.3.

Figure 4.5 
[image: ]
Figure 4.5 shows that 73.1% lecturers often work evenings or weekends, overwhelming 26.9% lecturers who do not. It supports the results in figure 4.1& 4.2. It is possible that workloads are heavy for lecturers, or work management for lecturers is not reasonable. 

Figure 4.1, 4.2 & 4.3 shows that work life balance of lecturers in UWTSD is a generally slightly below the medium level. However, some aspects of lecturers’ work life balance need to be improved to a great extent. For example, heavy workloads and working overtime have been a routine for more than half lecturers, robust reasons should be found to solve the problem. From the result, one of the reasons can be inferred that work life balance policies in UWTSD are not implemented well in daily management. It is possible that the policies in UWTSD are not thoroughly informed to lecturers, or the implement have been hindered by some personal or organizational factors. 

[bookmark: _Toc493778305]4.22 Factors that Affect Work Life Balance
Results of Question 12 in the online survey can signify the level of work life balance of lecturers in UWTSD. It can be divided into two dimension: negative work life dimension (negative statement about work life balance: 1, 4, 5 & 6) and positive work life dimension (positive statement of work life balance: 2, 3, 7, 8, 9, 10, 11& 12). The higher the score of negative work life balance, the worse the work life balance, the higher the score of positive work life balance, the better the work life balance.

Figure 4.6 Gender and Work Life Balance
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Figure 4.7 Age and Work Life Balance
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Figure 4.8 Education and Work Life Balance
[image: ]

Figure 4.9 Years of work experience in the Education Sector and Work Life Balance
[image: ]

Figure 4.10 Marriage situation and Work Life Balance
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Figure 4.11 Number of Children and Work Life Balance
[image: ]

Figure 4.12 Number of Children and Negative Work Life Balance Dimension

[image: ]
The results of ANOVA (see figure 4.11) indicates a significant effect of ‘number of children’ on ‘negative work life balance’. However, the results of ANOVA indicate that there is no significant effect of ‘Gender’ on ‘Work life balance’ (see figure 4.6).
And there is no significant effect of ‘Age’ on ‘Work life balance’ (see figure 4.7).  There is no significant effect of ‘Education background’ on ‘Work life balance’ (see figure 4.8). There is no significant effect of ‘Years of work experience in the Education Sector’ on ‘Work life balance’ (see figure 4.9). There is no significant effect of ‘Marriage situation’ on ‘Work life balance’ (see figure 4.10). 
To further investigate the relationship between ‘number of children’ and ‘negative work life balance dimension’, there is an unexpected finding. The correlation (see figure 4.12) indicates there is a negative correlation between the ‘number of children’ and ‘negative work life balance dimension’, that is, the more the children, the better the work life balance. Considering the age groups of the lecturers are mostly older adults, the reason is possibly that their children are not only mature enough to take care of themselves, but also can lighten the burden of parents and family.

[bookmark: _Toc493778306]4.23 Behavioural Factors that affect Work Life Balance 
Greenhaus & Powell (2006) believes that behaviour in work and family can interact each other. Question 9 (figure 4.13) is put to the lecturer in the survey to identify key factors that influence work life balance and further propose appropriate solution. Form the results, teaching pressure ranks the highest among the 15 factors with 29 responses. The next top 4 factors in sequence are ‘high workloads’ with 27 responses account for 51.9 %, ‘household workloads’ with 25 responses account for 48 %, ‘family relations’ with 22 responses account for 42.3 %, ‘research pressure’ with 19 responses account for 36,5 %. Organization factors affect more than family factors, however both of them are critical to lecturer’s work life balance. Thus suggestion should be given on both sides. ‘Not applicable’ option has only 2 responses that signifies other options are well applied to the respondents, however more factors should be identified by the observation and interview.

Figure 4.13



[bookmark: _Toc493778307]4.24 Relationship between Work Life Balance and Job Satisfaction
Scholars believe there is a positive correlation between work life balance and job satisfaction (Haar et al, 2014; Yadav & Dabhade, 2014; Saltzstein et al, 2001). Correlational analyses are conducted to verify this relation. Results shows that a significant effect of ‘work life balance’ on ‘job satisfaction’. The Pearson Correlation in figure 4.14 & 4.15 indicate that the better the work life balance, the more satisfied of lecturers with job, supporting current research (Haar et al, 2014; Yadav & Dabhade, 2014; Saltzstein et al, 2001). 

Figure 4.14
	Correlations

	
	Negative Work life balance dimension
	Job satisfaction  dimension

	Negative Work life balance dimension 
	Pearson Correlation
	1
	-.448**

	
	Sig. (2-tailed)
	
	.001

	
	N
	52
	52

	Job satisfaction dimension
	Pearson Correlation
	-.448**
	1

	
	Sig. (2-tailed)
	.001
	

	
	N
	52
	52

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



Figure 4.15

	Correlations

	
	Job satisfaction dimension
	Positive work life dimension

	Job satisfaction dimension
	Pearson Correlation
	1
	.542**

	
	Sig. (2-tailed)
	
	.000

	
	N
	52
	52

	Positive work life dimension
	Pearson Correlation
	.542**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	52
	52

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




[bookmark: _Toc493778308]4.25 Level of satisfaction to statement 
To get an in-depth understanding of the job satisfaction situation in UWTSD, Question 13 with 9 statements which represents satisfaction dimension is analysed. The mean value of job satisfaction dimension is 3.4038, suggesting that job satisfaction of lecturers is relatively high in UWTSD (see figure 4.16).


Figure 4.16
	Statistics

	Job satisfaction dimension  

	N
	Valid
	52

	
	Missing
	0

	Mean
	3.4038

	Std. Deviation
	.68247

	Variance
	.466
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Figure 4.17 illustrates a list of statements that aims to investigate the level of job satisfaction of the lecturers in UWTSD. Figure 4.18 illustrates overall results of individual responses of each statement from question 13 of the online survey to supplement the results of figure 4.16. 44 respondents (84.6%) are satisfied with their job. 47 respondents (90 %) are satisfied with their job performance, 42 respondents (80.8 %) are satisfied with their colleague relationship. 

Figure 4.18


















Figure 4.19 illustrates mean value of each statement in Question 13, the bigger the value than 3, the higher the level of satisfaction. Statement 1, 2, 3, 4, 6, 8 & 9 shows a relatively high level of satisfaction. However, mean value of statement 5 is 2.865 that indicates lecturers are not very well aware of or are not very satisfied with the University’s work life balance policies. Results of statement 7 indicates that lecturers are slightly dissatisfied with the leadership style of the University. Therefore, ‘work life balance policies’ and ‘leadership style’ should be focus of improvement strategy. 


Figure 4.19




















[bookmark: _Toc493778309]4.26 Factors that Improve Job Satisfaction
Figure 4.20 below illustrates the factors that could improve job satisfaction. Teaching pressure ranks the highest among the 15 factors with 29 responses. The next top 4 factors in sequence are ‘high workloads’ with 27 responses account for 51.9 %, ‘household workloads’ with 25 responses account for 48.1 %, ‘family relations’ with 22 responses account for 42.3%, ‘research pressure’ with 19 responses account for 36.5 %.


Figure 4.20 



[bookmark: _Toc493778310]4.3 Qualitative Data Analysis
“Qualitative data are normally understood with context and are associated with an interpretive methodology that usually results in findings with a high level of validity” (Collis & Hussey, 2013). This section critically reviews and interprets the data of interviews from 6 lecturers to enhance the survey validity. Literature review has been used to shape the quality research question and theme of qualitative data analysis in this dissertation (see Appendix 1). The qualitative data analysis is utilized based on and to supplement previous quantitative data analysis (Saunders et al, 2016). 
The interview is audio-recorded with the permission of interviewees and then verbatim transcribed as well as word processing (Miles et al, 2014). As mentioned by Saunders et al (2016), to obtain information that is close to truth, the interviewer should not only focus on what the respondents said, but also concern about the none-verbal communication. 

In the light of the confidential ethical principle, each interview is named and numbered as lecturer 1-6 (Miles et al, 2014). A thematic analysis approach is applied in this section, which was defined as “foundational method for qualitative analysis” by the Braun & Clarke (2006).

With the deductive approach, this section examine different themes based on existing theory, and the themes helps to draw systematic and valid conclusion (Miles et al, 2014). In the light of research objectives, this analysis is structured with four themes: background information, lecturers’ perception of work life balance, lecturers’ perception of job satisfaction, lecturers’ suggestion of work life balance.









[bookmark: _Toc493778311]4.3.1 Profile of the Interviewees.
Figure 4.21[image: ]
All six lecturer interviewees are from UWTSD (University of Wales Trinity Saint David), working in different school. Basic background information of each lecturer are provided in the Figure 4.21 for the readers to formulate a basis of understanding of lecturer’s work life balance. Out of the 6 lecturers who were interviewed by the researcher, three of them are male, the others are female. One of them is part-time lecturer, others are full-time. Out of the 6 lecturers, only lecturer 4 has responsibility of caring for children under age of 18 who may have more burden in life. Two of the lecturers are over 50 and show less career ambition the other lecturers are all under 50.
[bookmark: _GoBack]
[bookmark: _Toc493778312]4.3.2 Lecturers’ Perception of Work Life Balance

Figure 4.22[image: ]
When asked about the view of work life balance, lecturer 2&3 state “negative view of work life balance”, lecturer 4 considers his work life balance as “between positive and negative”, all 3 other lecturers state “positive view of work life balance”. However, refer to figure 4.21, it is possible that lecturer 2 states himself as “typical Jew” which is very hardworking and ambitious, thus he would put more energy into work. Lecturer 2 also insists that the team collaboration is the most important factors that influence his work life balance, because teamwork increases workloads for him rather than decrease workloads, because he will do more than his colleague. 

Lecturer 3 insists too much paperwork and administration took up her times for students and family. Lecturer 5&6 insist that “gender is not important in this issue but age is the most important factor that affects work life balance”, because when lecturers get older, they get more experiences in balancing work and life, and get less ambitions to do more work. Lecturer 1 states “teamwork makes her work more efficient” due to clear work distribution and good communication. Lecturer 4 insists his first year in UWTSD is very difficult, when asked about virtual helps from University or team, he states “I don’t know where I can get help from…” 
























[bookmark: _Toc493778313]4.3.3 Lecturers’ Perception of Job Satisfaction

Figure 4.23[image: ]
Figure 4.23 illustrates the lecturers’ perception of job satisfaction in UWTSD. All 6 lecturers state “I am satisfied with my job”, therefore the overall level of job satisfaction is high. When asked about factors influence their job satisfaction, the most satisfying factors are teaching students, helping students, good relationship with colleague. However, lecturer 3 states “too much administration work took up the time to helping students which I think is the most important things for a lecturer”. Thus enhancing the motivating factors can improve lecturers’ job satisfaction. For example, reducing paperwork to spare more time for lecturers to instruct students.

Lecture 1&3&4&5&6 mention that most dissatisfying factor are administration work, paper work and time arrangement in term time. Among them, lecturer 3&5 appear to be more affected by the dissatisfying factors according to their depressed tones during interview question. However, Lecturer 2 claims that the most depressed factor is “Team Corporation”, “someone does less things within a team, I have to take responsibility for him/her.” 

[bookmark: _Toc493778314]4.3.4 Lecturers’ Suggestion for Work Life Balance

Figure 4.24[image: ]
Figure 4.24 illustrates lecturers’ suggestion for improving work life balance. Suggestion from 6 interviewees can be divided into two categories: one is managerial suggestion, another is about lecturers themselves. All 6 lecturers agree that administrative paperwork takes too much time and suggest the University to reduce paperwork. However, in reality, paperwork is utilized to guarantee quality of education, therefore, it should be properly reduced in reasonable way. Both lecturer 1&2 experience unfair working environment by stating “lecturers who have same payment may burden different amount of workloads and pressure…” “I have to modify the works done by my colleague…I have to take responsibility for them”. 

Lecturer 3 insists that “marking work is too much but marking time is not enough, and proper help should be given by the University”. Lecturer 4 suggests that “everyone may experience work life imbalance… I think keeping good health is good for lecturers...the University can set some exercise facilities”. Lecturer 5&6 insists that more suggestion should be given to lecturers themselves. Lecturer 6 states “they should create their own work life balance…lecturers should spend more time with their family”, but has no further suggestions for how to obtain more time. Lecturer 5 states that “when people are young, they are more ambitious to pursuit careers, but they should balance their life and ambition”.

In a conclusion, this chapter provides a holistic and thorough analysis of the quantitative and qualitative data, the discussion will be demonstrated in later chapter.









[bookmark: _Toc481652770][bookmark: _Toc493778315]Chapter 5    Discussions, Conclusion and Recommendations



[bookmark: _Toc493778316]5. 1 Introduction
The main aim of this dissertation is to investigate the work life balance and subsequent job satisfaction of lecturers in UWTSD. In order to fulfil this aim, the study investigates situation of work life balance, job satisfaction of lecturers in UWTSD, and examine factors that can affect work life balance and job satisfaction. First, this chapter accomplishes objective 3 &4 proposed in the dissertation: critically analyse UWTSD lecturer’s views on work and leisure times based on primary research; identify key factors that influence the work/life balance of university lectures as evidenced by peer reviewed academic research. Inherent in these two objectives are three suppositions. First supposition is that work life balance of lecturers in UWTSD are less than satisfactory (based on secondary research and a pilot study). Second supposition is that demographical factor (age, gender, marriage situation, number of child, years of work experience in HEI, education background) have impact on the lecturer’s work life balance (based on the secondary research). The third proposition is that work life balance of lecturers can positively influence their job satisfaction (based on secondary research). This chapter states the limitation of the study, and then concludes with a discussion of the overall results in last chapter. Next, strategic recommendations are proposed to positively affect university lecturers’ work-life balance and so increase their job satisfaction. Finally, summary the opportunities for the further research.

[bookmark: _Toc324581237][bookmark: _Toc324581298][bookmark: _Toc324582184][bookmark: _Toc355467843][bookmark: _Toc355468390][bookmark: _Toc493778317]5.2 Limitations of the study
It needs to be addressed that although the research method and process are valid for the overall aim of the research, some inevitable limitation may still exist in the design of the present research that are related to the primary study. 

[bookmark: _Toc324581238][bookmark: _Toc324581299][bookmark: _Toc324582185][bookmark: _Toc355467844][bookmark: _Toc355468391]Firstly, it must be acknowledged that the generalisability of the study still needs to be improved. The ratio of the sample volume and the target population in this research is 52: 338, which means every one out of seven lecturers in our University has been surveyed. Although the statistical significance is at an appropriate level, however lecturers’ conditions of work and life varies in every aspect, thus the study may still miss some information from those who did not participant in the survey. This could prevent the researcher from obtaining a generalised judgement of the research. However, through a combination of qualitative and quantitative methods, the study has obtained rich and in-depth data that are extremely explored, thus provides a holistic detailed picture of the condition of work life balance and subsequent job satisfaction of lecturers in UWTSD. 

The second limitation of the study is related to the sample selection. Due to the time schedule of the University, most lecturers are on their vacation during the survey period, there are limited choices of lecturers for the researcher to select samples with balance demographic features. For example, there are 14 respondents who under 40 years old, 38 respondents who are beyond 40 years old.  This may potentially cause some bias based on age factor. Especially, the age factor has been identified as key factor that influence work life balance in the qualitative analysis, but it indicates no significance in the quantitative analysis. Therefore, any future study needs to conduct survey with similar number of age groups.

The identity of the researcher provides another limitation of this research. The researcher is international degree student who has no power in the upper management, thus some of the respondents may not fully trust the researcher and provide true information about themselves. However, on the other hand, due to the identity of the researcher, some respondents may feel free to say whatever they want, thus the data can be in-depth.

[bookmark: _Toc493778318]5.3 Discussion
The survey has examined the relationship between demographic factors and work life balance, between work life balance and job satisfaction, and investigate situation of work life balance and job satisfaction of lecturers in UWTSD. First, work life balance is positively related to the job satisfaction in the UWTSD, supporting the assumption of current researchers (Cahill, 2015; Haar et al, 2014; Yadav & Dabhade, 2014; Hughes, J., & Bozionelos, 2007; Saltzstein et al, 2001). Second, against the finding of current research, ANOVA analyses indicates that there is no statistical significant of relationships between work life balance (WLB) and age (Amazue & Onyishi, 2016; Crompton & Lyonette, 2006; Dex & Bond, 2005), WLB and gender (Amazue & Onyishi, 2016; Agarwal et al, 2015; Southworth, 2014; Lyness & Judiesch, 2014; Crompton & Lyonette, 2006), WLB and education background (Amazue & Onyishi, 2016) . The survey also indicates no statistical significance between WLB and years of work. In addition, there is no significant relationship between WLB and marriage situation, resembling the finding of Amazue & Onyishi (2016). The difference between current research and the study may be caused for two reasons. The volume of the sample is good for investigate the situation for one particular University, but it is relatively small to apply to more general situation; the respondents in the study are lecturers, the specific characteristics of their occupation may influence their view about work life balance more than the demographic factors. 

ANOVA also indicates that the number of children is positively related to the work life balance, because when the age of the children is considered…, most lecturers who participant in this survey have older children who can lighten the family burden for the lecturers. On the other hand, results of qualitative data strongly support that the age, as a mediate variable of ambition and work life balance, is positively related to the work life balance. This finding resembles that of Wepfer’s assumption (2015), in that the age of children that represent different life stages of family can influence the work life balance. Third, a Likert Scale assesses the results of work life balance and job satisfaction of lecturers in UWTSD. Moreover, the results indicate a slight imbalance and an overall acceptable job satisfaction.  

[bookmark: _Toc493778319]5.4 Research Conclusions
The section will utilize the overall research objectives from chapter 1 as the foundation of summarising the research conclusion.  The objectives of the research are as following:
Objective 1: Critically analyse relevant literature, theories and rationales of work-life balance and job satisfaction. 
Objective 2: Critically analyse UWTSD lecturer’s views on work and leisure times based on primary research.
Objective 3: Identify key factors (positive and negative) that influence the work/life satisfaction of university lectures as evidenced by peer reviewed academic research.
Objective 4: Propose strategic recommendations that could positively affect university lecturers’ work-life balance and so increase their job satisfaction. 

According to objective 1, literature has been thoroughly explored and analysed surrounding two terminologies: work life balance and job satisfaction in the chapter 2. The study shows a logical and comprehensive understanding of the definition, rationale, influencing factor, results factor, measurement and improvement strategies of work life balance and job satisfaction. For example, to get more in-depth understanding of WLB, an independent section (section 2.2) have been used to thoroughly review literature about work-family conflicts which is the rationale of WLB (Allen et al, 2013). 

The literature review also suggests that work life balance have positive influence on the job satisfaction (Cahill, 2015; Haar et al, 2014; Yadav & Dabhade, 2014; Hughes, J., & Bozionelos, 2007; Saltzstein et al, 2001) which has been strongly supported by the primary research. For example, Haar et al (2014) suggest that ‘WLB was positively associated with job satisfaction’, and the correlation analyses in chapter 4 indicate statistical significance in positive relationship between job satisfaction and positive WLB, and negative relationship between job satisfaction and negative WLB. 

In terms of objective 2, this study shows a relatively low level of work life balance of lecturers in UWTSD. For example, although the lecturers score high on the statement ‘I have flexible time and plans at work’, only 13.5% lecturers do not agree ‘the time I spend working is too long’, only 26.9% do not ‘work on weekends’. The mean value related to lecturers’ working pressure, and time for accompanying family indicates an acceptable level of work life balance. The mean value related to individual health and personal support for WLB is relatively good. Policies related to WLB indicates insufficient implement in UWTSD. Aspects that mostly in need of improvement are work overtime, and WLB policies in UWTSD.

In terms of objective 3, this study has identified key factors by a combination of primary research and secondary research. The gender, age, marriage status, number of children, and education background have been identified as key demographic that influence work life balance, but the primary research only indicates statistical significance on number of children. Fourteen factors have been identified as key factors that affect work life balance in the secondary study. Among them, top five factors have been identified in the primary research that can affect lecturers’ WLB are teaching pressure, high workload, household tasks, family relationship, and research pressure. Quality data has shown a significant influence of paper work and administration.

Issues related to lecturers’ job satisfaction has been identified. For example, Raju (2017) finds that colleague relationships can significantly influence lecturers’ life quality; Skaalvik (2017) suggests ‘wages, job achievement, career development’ are important for lecturers’ job satisfaction; Albert et al (2016) argue that administrative management, interpersonal relationships, education-related policies and social custom are more related with dissatisfaction. These viewpoints resemble primary research in this dissertation, the results of chapter 4 has recognized that fair salary, good career prospective, leadership style, colleague relationship are important to job satisfaction. In addition, the primary study indicates the top three factors that can affect job satisfaction are ‘work life balance’, ‘work stability’, and ‘good facilities and working condition’.

[bookmark: _Toc493778320]5.5 Recommendations 
This section aims to propose strategic recommendations to fulfil the objective 4. To positively affect university lecturers’ work-life balance and so increase their job satisfaction, the suggestions are given to both the University and lecturers. 
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Figure 5.1 the CIPD Profession Map (cipd.com, 2017)
Figure 5.1 illustrates the effective human resource management practice across ten professional specialisms and eight behaviours. It can provide benchmarks for the UWTSD’s people management. Among them, good WLB which can effectively improve the employee relation and employee engagement (Braun et al, 2013). The HR department should comply with the Map. Therefore, it is suggested to improve the WLB in UWTSD in three dimension:
1. The Human Resource dimension. First, after an overall investigation of lecturers: the HR department could redesign a more practical WLB policy within UWTSD. Second, the HR department could actively promote the UWTSD WLB policy both online and offline, informing all the lecturers of the help that it is available from the university. Third, HR should demonstrate and positively act on the concerns of lecturers especially those who are suffering, keep track of the implementation of WLB, and establish regular feedback from lecturers.
2. Administration. Most lecturers reflect that paper work and administration work is the most significant source of high workload. The University regards paper work as a guarantee of work quality, but the way to conduct the paper work could be improved by a more sophisticated and user-friendly administration systems. Administration department also should make improvements during the exam period. For example, the university could hire some part-time stuff to help the lecturer with data entry and to mark assignment to lighten their high pressure. In addition, it also can make sure that the 20-day marking time allocation is adhered to the marking time, or giving extra guidance for lecturers to mark efficiently. Another suggestion should be addressed is that the university might encourage more senior/older lectures to share their wisdom around time management
3. Facility and environment. Most lecturers in the primary research regard the facility and work environment as important factors to improve job satisfaction. Equipping exercise facilities for lecturers such as office fitness equipment in the university to encourage lecturers take more exercise to improve their health and pressure. The university should create an environment that is good for lecturers’ physical and mental health.
For the lecturers in UWTSD, the primary research has strongly suggested that ‘The lecturers should learn to create their own balance’. There are three recommendations that should be addressed: 
1. The lecturer should make thorough consideration of the relation between their life and career pursuit. Especially for younger lecturers, they should face up to the relationship of ambitions and their life happiness. In fact, it is unnecessary for the lecturers to sacrifice their work life balance for a better career. Older lecturers in UWTSD have suggest that family should always be focus of one’s life. Doctor Robert Waldinger (2007) form Harvard University has supported these viewpoints in the longest study on happiness (75 years). His study indicates that the critical factor that determined happiness is not power or achievement but quality interpersonal relationships. Therefore, this study suggests that lecturers spare more time and affection to their family and build more quality relationships in life to enhance happiness.
2. To guarantee both good work performance and good WLB, improved time management skill is critical. First, lecturers should keep timely communication with their manager, colleague, and partner, thus reasonably allocate and adjust workload in both working area and family area. Second, lecturers could record and review use of time to examine if their time is wasted on some unnecessary task, then rearrange the working schedule. Third, lecturers should take the initiative to seek opportunities to improve their time management skills. 
3. Good health is the basis of good performance and WLB. To ease lecturers’ teaching pressure and researching pressure, it suggests that lecturer take more excise in life. Current research such as Mikkelsen et al (2017) suggest that exercise could improves anxiety, stress and depression. Therefore, lecturers could utilize the regular breaks to take exercise. For example, lecturers who live not far away from university can walk to their work place rather than driving. In addition, Megan (2016) has suggest, “mindfulness meditation and training can significantly improve critical leadership capacities relating to resilience, collaboration and decision-making in complexity”. Therefore, lecturers could develop their mindfulness by some informal practice like walks in the campus; exercises concentrate on gratitude, or take stretching exercise for several minutes in their office while taking a break.

[bookmark: _Toc493778321]5.6 Opportunities for future research 
The study topic and research design in this dissertation also open up a few opportunities for further research. Firstly, it would be recommended that research could conduct further investigation associated with results of different level of WLB. Due to limited time and resource, it is very difficult to get objective view about what the work life balance impact on lecturers’ different life dimension. However, this valuable topic can be utilized to improve policy about lecturers’ work life balance and their work outcomes, and happiness in life. Secondly, to enhance the generalisation of the study, it is suggested that the study could involve more lecturers in other universities to enlarge the sample volume and diversity.  Refer to the research limitation, another suggestion is selecting sample with average demographic features, thus avoiding bias as well as improving the objectivity.
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Research question:
1.  Do the participants have a negative view on their work life balance?
2.  Do the participants have a negative view on their job satisfaction?
3.  Do the participants perceive a linkage between work life balance and job satisfaction?
4. What are the most important factors can influence the work life balance of UWTSD lecturers?
5.  What are the reasons influence the work life balance of UWTSD lecturers?
6.  What are approaches that the participants would like to take (individual & organisational) to improve their work life balance and subsequent job satisfaction?



[bookmark: _Toc493778323]Appendix 2
Online questionnaire available at: https://docs.google.com/forms/d/e/1FAIpQLSfG9JmbEB1OA9F22OQsAHEg1IP1Rk-mQsjUZnwodl7_sVQQIA/viewform#responses
Work life balance and subsequent job satisfaction of lecturers in UWTSD
This survey is to examine the relationship between work life balance and occupational satisfaction of lecturers in the University of Wales Trinity Saint David (UWTSD). The participants are lecturer staff of UWTSD. The findings will be used only for academic purpose. All information and details shared by participants will be kept confidential. If you may decide to opt out at any stage of the survey, you are allowed to do so. It will take approximately 3-to-5 minutes to answer all questions. Thank you!
Ⅰ) Demographic information 1. Gender (please tick the appropriate option) *
Female
Male
Prefer not to say
2. Age bracket (please tick the appropriate option) *
25+
31+
36+
41+
46+
51+
56+
61+
66 or above
3. Education (please tick the appropriate option) *
College
Vocational training
Bachelor degree
Master degree
Doctorate/PhD
其他:

4. Years of work experience in the Education Sector (Please tick the appropriate option) *
Less than a year
1-3 years
4-6 years
7-10 years
11-15 years
16-20yearsc
21 or above
5. Your marriage circumstances (please tick the appropriate option) *
Single
Married
Widowed
Separated
Divorced
其他:

6. Number of children (please tick the appropriate option) *
0
1
2
3
More than 3
If you have children, what are their ages?
0-5
6-11
12-18
19-21
22 or above
7. What are your contracted working hours? *
Less than 20 hours
21-25
26-30
31-37
Ⅱ) Attitudinal and behavioural questions 8. How many hours do you actually work? (Please tick the appropriate option) *
Less than 20 hours
21+
25+
31+
37+
41+
45+
50+
55 or above
Do you often work evenings or weekends (Please tick the appropriate option) *
Yes
No
9. What are the top five factors that currently influence your work life balance? (Please tick only five options) *
Looking after children
Supporting the elderly
Family relationships
Household tasks
Research pressure
Teaching pressure
Financial pressure
Promotion pressure
Colleague(s) relationship(s)
Working environment
High workload
Management style
Travelling for work
Extra curricula activities
Not applicable
其他:

10. What are the top three factors which could improve your work life balance? (Please tick only three options) *
Improved work efficiency
Improved work morale
Improved physical health
Improved mental health
Enhanced income
Improved family harmony
Not applicable
其他:

11. What are the top three factors which could improve your job satisfaction? (Please tick only three options) *
Work life balance
Fair salary
Good career prospects
Good interpersonal relationships
Good facilities and working conditions
A diversity of work
Organizational justice
Making a contribution to the community
Providing a work challenge
Retaining work stability
Improved leadership style
其他:

12. Please indicate how strongly you agree or disagree with the following statements regarding your work life balance (please tick the appropriate option). *
Strongly disagree
Disagree
Neither agree nor disagree
Agree
Strongly agree
The time I spend working is too long
I have flexible time and plans at work
I usually do not have much pressure in my work
I often feel exhausted
I think my current work has a negative impact on my life
I have enough time to meet other needs in my life
My health is affected by my work
I have plenty of time to accompany my family
I have the opportunity to maintain a healthy diet, exercise and sleep habits
I have enough personal support to help maintain a balance of work and life
My University has appropriate policies to help foster a good work life balance
Such policies are implemented effectively
I have a higher career pursuit
I think my family pressures have a negative impact on my job
The time I spend working is too long
I have flexible time and plans at work
I usually do not have much pressure in my work
I often feel exhausted
I think my current work has a negative impact on my life
I have enough time to meet other needs in my life
My health is affected by my work
I have plenty of time to accompany my family
I have the opportunity to maintain a healthy diet, exercise and sleep habits
I have enough personal support to help maintain a balance of work and life
My University has appropriate policies to help foster a good work life balance
Such policies are implemented effectively
I have a higher career pursuit
I think my family pressures have a negative impact on my job
13. Please indicate of how strongly you are satisfied or dissatisfied with the following statements (please tick the appropriate option). *
Very dissatisfied
Dissatisfied
Neither agree nor disagree
Satisfied
Very satisfied
I am generally satisfied with my job
I am satisfied with my job performance
I am satisfied with my job content
I am satisfied with my work life balance
I am aware and satisfied with the University's current work-life balance policy
I am satisfied with my development prospects
I am satisfied with the University leadership style
I am satisfied with University working environment
I am satisfied with colleague relationships
I am generally satisfied with my job
I am satisfied with my job performance
I am satisfied with my job content
I am satisfied with my work life balance
I am aware and satisfied with the University's current work-life balance policy
I am satisfied with my development prospects
I am satisfied with the University leadership style
I am satisfied with University working environment
I am satisfied with colleague relationships
14. Please make any other comments, which you would like to share regarding your work life balance.
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Gender

female	
count	31	male	
count	20	prefer not to say	
count	1	



Education

College	
count	1	Bachelor degree	
count	10	Master degree	
count	31	PhD	
count	9	Other	
count	1	



Number of children

0	
count	17	1	
count	8	2	
count	16	3	
count	7	more than 3	
count	4	



Age

Count	
25+	31+	36+	41+	46+	51+	56+	61+	66+	4	2	8	9	8	10	7	3	1	Percentage%	
25+	31+	36+	41+	46+	51+	56+	61+	66+	7.7	3.8	15.4	17.3	15.4	19.2	13.5	5.8	1.9	



Marriage situation

partner	
count	7	single	
count	9	married	
count	25	separated	
count	1	divorced	
count	10	



Years of work experience in HE

less than a year	
count	4	1-3 years	
count	4	4-6 years	
count	6	7-10 years	
count	7	11-15 years	
count	12	16-20 years	
count	8	21 or above	
count	11	



Count Results of question 12

strongly disagree	
statement 1	statement 2	statement 3	statement 4	statement 5	statement 6	statement 7	statement 8	statement 9	statement 10	statement 11	statement 12	statement 13	2	0	10	7	10	5	9	5	4	3	6	7	3	disagree	
statement 1	statement 2	statement 3	statement 4	statement 5	statement 6	statement 7	statement 8	statement 9	statement 10	statement 11	statement 12	statement 13	5	3	20	11	15	16	16	14	11	9	12	12	13	neither agree nor disagree	
statement 1	statement 2	statement 3	statement 4	statement 5	statement 6	statement 7	statement 8	statement 9	statement 10	statement 11	statement 12	statement 13	19	8	7	7	11	6	10	11	11	13	19	26	9	agree	
statement 1	statement 2	statement 3	statement 4	statement 5	statement 6	statement 7	statement 8	statement 9	statement 10	statement 11	statement 12	statement 13	15	31	12	22	12	22	14	19	20	23	14	7	21	stronly agree	
statement 1	statement 2	statement 3	statement 4	statement 5	statement 6	statement 7	statement 8	statement 9	statement 10	statement 11	statement 12	statement 13	11	10	3	5	4	3	3	3	6	4	1	0	6	




mean 	
statement 1	statement 2	statement 3	statement 4	statement 5	statement 6	statement 7	statement 8	statement 9	statement 10	statement 11	statement 12	statement 13	3.5379999999999998	3.923	2.577	3.1349999999999998	2.7120000000000002	3.0379999999999998	2.7309999999999999	3.0190000000000001	3.25	3.3079999999999998	2.8460000000000001	2.653	3.2690000000000001	



Factors that Influence WLB

Looking after children	
Count	15	Supporting the elderly	
Count	4	Family relationships	
Count	22	Household tasks	
Count	25	Research pressure	
Count	19	Teaching pressure	
Count	29	Financial pressure	
Count	14	Promotion pressure	
Count	6	Colleague(s) relationship(s)	
Count	9	Working environment	
Count	14	High workload	
Count	27	Management style	
Count	13	Travelling for work	
Count	11	Extra curricula activities	
Count	13	Not applicable	
Count	2	



Count results of Question 13

very dissatisfied	
statement 1	statement 2	statement 3	statement 4	statement 5	statement 6	statement 7	statement 8	statement 9	2	0	2	4	7	3	8	4	3	dissatisfied	
statement 1	statement 2	statement 3	statement 4	statement 5	statement 6	statement 7	statement 8	statement 9	3	1	7	12	10	14	13	8	2	neither satisfied nor dissatisfied	
statement 1	statement 2	statement 3	statement 4	statement 5	statement 6	statement 7	statement 8	statement 9	3	4	7	10	20	11	19	15	5	satisfied	
statement 1	statement 2	statement 3	statement 4	statement 5	statement 6	statement 7	statement 8	statement 9	35	35	30	20	13	21	11	24	28	very satisfied	
statement 1	statement 2	statement 3	statement 4	statement 5	statement 6	statement 7	statement 8	statement 9	9	12	6	6	2	3	1	1	14	



mean value of job satisfaction statement

count	
statement 1	statement 2	statement 3	statement 4	statement 5	statement 6	statement 7	statement 8	statement 9	3.8849999999999998	4.1150000000000002	3.5960000000000001	3.2309999999999999	2.8650000000000002	3.3149999999999999	2.6920000000000002	3.1920000000000002	3.923	



Factors that Improve Job Satisfaction

Work life balance	
Category 1	28	Fair salary	
Category 1	8	Good career prospects	
Category 1	12	Good career prospects2	
Category 1	6	Good facilities and working conditions	
Category 1	17	A diversity of work	
Category 1	11	Organizational justice	
Category 1	10	Making a contribution to the community	
Category 1	9	Providing a work challenge	
Category 1	9	Retaining work stability	
Category 1	20	Improved leadership style	
Category 1	13	
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Do you often work evenings or weekends  

  Frequency  Percent  Valid Percent  Cumulative  Percent  

Valid  yes   38  7 3.1  73.1  73.1  

no   14  26.9  26.9  100.0  

Total   52  100.0  100.0   
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ANOVA  

  Sum of  Squares  df  Mean  Square  F  Sig.  

Negative work life  balance dimension  Between Groups   2.527  2  1.264  1.546  .223  

Within Groups   40.054  49  .817    

Total   42.582  51     

Positive work life  balance dim ension  Between Groups   .643  2  .322  .780  .464  

Within Groups   20.197  49  .412    

Total   20.840  51     
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ANOVA  

  Sum of Squares  df  Mean Square  F  Sig.  

Negative work life  balance dimension  Between Groups   6.560  8  .820  .979  .465  

Within Groups   36.022  43  .838    

Total   42.582  51     

Positive work life  balance dimension  Between Groups   5.913  8  .739  2.129  .053  

Within Groups   14.927  43  .347    

Total   20.840  51     
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ANO VA  

  Sum of  Squares  df  Mean  Square  F  Sig.  

Negative   work   life   balance   dimension  Between Groups   4.265  4  1.066  1.308  .281  

Within Groups   38.316  47  .815    

Total   42.582  51     

Positive   work   life   balance   dimension  Between Groups   2.071  4  .518  1.296  .285  

Wit hin Groups   18.770  47  .399    

Total   20.840  51     
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  ANOVA  

  Sum of  Squares  df  Mean  Square  F  Sig.  

Negative   work   life   balance   dimension  Between Groups   3.940  6  .657  .765  .602  

Within Groups   38.642  45  .859    

Total   42.582  51     

Positive   work   life   balance   dimension  Between Groups   4.790  6  .798  2.238  .057  

Within Groups   16.051  45  .357    

Total   20.840  51     
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ANOVA  

  Sum of  Squares  df  Mean  Square  F  Sig.  

Negative   work   life   balance   dimension  Between Groups   2.931  4  .733  .869  .490  

Within Groups   39.651  47  .844    

Total   42.582  51     

Positive   work   life   balance   dimension  Between Groups   1.500  4  .375  .911  .465  

Within Groups   19.3 40  47  .411    

Total   20.840  51     
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ANOVA  

  Sum of  Squares  df  Mean  Square  F  Sig.  

Negative   work   life   balance   dimension  Between Groups   7.901  4  1.975  2.677  .043  

Within Groups   34.680  47  .738    

Total   42 .582  51     

Positive   work   life   balance   dimension  Between Groups   2.176  4  .544  1.370  .259  

Within Groups   18.664  47  .397    

Total   20.840  51     
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Correlations  

  Number of  children  oo  

Number of  children  Pearson Correlation   1  - .320 *  

Sig. (2 - tailed)    .021  

N   52  52  

oo  Pearson Correlation   - .320 *  1  

Sig. (2 - tailed)   .021   

N   52  52  

*. Correlation is significant at the 0.05 level (2 - tailed).  
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LECTURER 1    Lecturer 1 is a female lecturer who is  over 30   years old.  She   is single  and has no child so far.  The lecturer   is teaching  more than one   courses  in the  University   and has  more than  1 0   years ’  experience in HEI.  She  works within a team .    

LECTURER 2  Lecturer 2 is a male lecturer who is  over 40  years old. The lecturer is  single and has no child so far. He is teaching one course in  the  University   and rece ntly promoted as a team manager.  He has  more than  10   years ’  experience in HEI.  

LECTURER  3  Lecturer 3 is a female lecturer who is  over 40   years old. The lecturer   is  single and  has  one  child over 18 years old .   The lecturer teaches one  course in  the  U niversity .  

LECTURER  4  Lecturer 4 is a   male lecturer who is  over 40   years old . The lecturer  is  married and has two children .   He is a part - time lecturer . The lecturer  has 6  years ’  experience in HEI , and he just passed his first year in  UWTSD.  

LECTURER  5 :    Lecturer 6 a female lecturer who is  over 50   years old. The lecturer is  married and has two  young  adult   children . She is  currently  teaching  one course in Business School  

LECTURER  6  Lecturer   6 is a  married  male lecturer who is  over 60   year s old and has  two  young  adult   children .   He teaches one course in  the University  and  has 25 years ’  experience in the UWTSD.    
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LECTURER 1  “ I have a  positive view of my work life balance   on the whole , but  during the term time, I finds it very busy .   During  the day I always feel  exhausting ”  

LECTURER 2  “ I have a negative view of my work life balance … I constantly take my  work home, I think the work ethic  is not strong here   ( to avoid these ) .   And I think the team work is not good enough for me but create more  workloads for me .  ”  

LECTURER  3  “ I have a negative view of my work life balance … especially during the  March, April, May, is very difficult to have any we ekends,  just mark  exams, assignments, dissertations, there is no work life balance but just  work. T hat also happen s  in   December and January, that is very difficult  to manage the work and family life ”  

LECTURER  4  “ Some time   it is really tough, but some time s it   is good.  During the first  year is really … diffi cult.   Because this is my first year   here , so I have  done a lot of  work for  prepar ation , th is i s a really crazy year , maybe  next year will be better … ”  

LECTURER  5  “ I would like to say my work life balance is positive, because you will  fin d that the older you become, the more you would expect your work  life balance. I no longer work long hours, I work here and go home for  my family life …  when   I was young  I  feel   my work   overtook my life  outside, well now it doesn ’ t. ”  

LECTURER  6  “ I have a positive view of my work life balance. Because I think life is  all about working hard and playing hard, and enjoying the balance, so I  am trying to create  that balance . When I was younger there are possibly  some problems for me create the balance, because you will be more  ambitious when you are young.   ”  
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LECTURER 1  “I   love my job, we have a really strong team and have good  communication…my students are really good, and all these motivate  you a lot…so every day is creative. But there are something frustrating,  some policies in the school, administration .”  

LECTURER 2  “I   love my job, but there are some aspects affect my work and life. The  team corporation is not good for me, everyone in the team may has big  ego, I cannot tell them straight, but I have to take responsibility for  their mistakes, it is not a healthy work env ironment.   Huge amount of  work take off the time for student service which is more important… ”  

LECTURER  3  “It is hard to say…because there something that I was very satisfying  like teaching, especially when you see students are doing really  well ,  but the a dministration, marking are very  dissatisfying. ”  

LECTURER  4  “ I have a positive view of my job satisfaction. I think help ing student  with their study  is my favourite part of my job. ”  

LECTURER  5  “ My job satisfaction is fine now.   I am happy with what I do  now…I  am happy with my job, and the best part of my job is teaching, but I  think the University should cut down the paper work ”  

LECTURER  6  “I am satisfied with my job,  I enjoy teaching so I enjoy work with  students, I have good relationships with my colleagues and the  management is good anyway…so I am happy with my work  environment . ”  
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LECTURER 1  “I think  the University should do a better arrangement of workloads.  Because the lecturer with different amount of  students would have  different level of pressure… ”  

LECTURER 2  “I think the University should  create a trust  and equal  environment to  improve team work. I think the management should create an equal  environment within a team, everyone’s efforts should be se en. Everyone  should have their own role in a team ”  

LECTURER  3  “ I think there should be a decent amount time for the marking work, or  some administrative help… I  think the University should understand   the  importance of building a better administrative  system. ”  

LECTURER  4  “It is hard to know what suggestion I can give for work life balance …I  don’t kwon…in my first year,   I did get some help from Cardiff,   my line  manager give me a good level of support… I suggest the lecturer get  more exercises while commute, for the organization, there is no facilities  here   for staff to  take  exercise s …there is no messages of work life balance   as well , this is the first ti me it is bring up since I have been here, maybe  the HRM should set advice boxes or address it more…  ”  

LECTURER  5  “I think the University should look at the time give to the lecturers for  their workloads , and the line manager should be aware of  what   pressu re  their stuff are suffering.   And I think the work life balance is much related  with ambition. And some work can be done by the administration. ”  

LECTURER  6  “ For the lecturers especially young lecturers, you have to create your own  balance…you have  to learn what important for you,  time would not come  back, so you have to  balance your work and life, it is your own  responsibility to spare time for your family, your interests, and your  health. For the University, they must realize and concern about the  work  life balance . ”  
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