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PART ONE

1. INTRODUCTION

In today’s world, a good work-life balance is of growing concern as a balance between family and work is observed to give optimum results in terms of success of employee and organization (Kinman and Jones, 2008). According to Melo et al., (2018) individuals are observed to be increasingly focused to attain balance regarding their responsibilities in personal life as well as work. For this situation, individuals are also observed to opt for entrepreneurship as an alternative option because self-employment has no strict or defined boundaries between household and work as compared to the organizational employees. However, in this study it is identified what challenges are faced in work-life balance in organizations of UK retail sector. The UK retail sector is selected to be studied because it has a varied working environment, a pressured and fast paced working environment which is mainly focused on the generation of sales and making profit (Reynolds et al., 2005).Furthermore, this study focuses on evaluating the organizational strategies and theories to encourage the work-life balance in retail sector of UK in terms of retaining employees in the organization. 
2. RESEARCH OBJECTIVES
1. First objective of the research is to identify challenges regarding work-life balance in the organizations of UK retail sector 

2. Second objective of the research is to conduct literature regarding the organizational strategies to encourage work-life balance in the organizations of UK retail sectors and identify the barriers of these strategies. 

3. Third objective is to identify the importance of implementation of Work-life balance strategies in terms of retention of employees in the organization. 

3. CRITICAL REVIEW

There are several theories that aim in understanding the work-life balance of an individual in the organization. However, in this study, work-life management theory and spillover and crossover theory is explained that seeks to determine the relationship between family and work and how it can be balanced to attain optimum results in both areas. Furthermore, the role theory is considered to be most common theory that aims to elaborate the nature of work-life relationship which is explained in this study in context of employee retention. The role theory has two perspectives i.e. the enrichment perspective and scarcity or conflict perspective. 
3.1 WORK-LIFE MANAGEMENT THEORY

This theory can be effectively implied for the purpose of employee retention in the organizations. Work life management model can be described as a process that is focused upon management of life by independent self proactively. This theory is comprised of self-management and life-management factors which include issues such as intrapersonal, environmental and developmental issues which are developed within a person due to interacting with environment. According to Sullivan and Mainiero (2007) the work-life management model is introduced for the purpose of training and development and coaching practice in the organizations to help the employees overcome the work-life balance challenges faced in everyday life. This model is structured as an acronym of MANAGER. 
According to Oades (2005) the acronym consists of seven different domains which consist of an eclectic array of techniques that aids in coaching. Further Oades (2005) explains that this model allows organizations to apply techniques in the work environment in order to improve the job satisfaction of employees affected by the improper work-life balance. The seven domains of this models include M- Manager/mindfulness, A-acceptance, N-nurturing the needs, A-authenticity, G- goals, time management and actions, E- environmental catering of threats and opportunities and R- responsibility. Mindfulness enables the employees in the organization to evaluate their emotions, thinking as well as behavior. According to Pradhan et al., (2016) this approach helps the organization to enable the employees divert from common unhealthy thoughts and habits. Furthermore, A- acceptance refers to such ability of the employees to accept the situation in which they are currently in and be in peace with themselves i.e. accepting themselves as an individual they currently are. 
According to Oades and Dulagil (2017) by nurturing the needs it is suggested that autonomy; competence and relatedness are three types of psychological needs required by employees seeking work-life balance. It is believed that, authenticity refers to focusing upon how one’s personal values are authentic. When applying this model to the organization, it is highly important to first inquire ‘how’ and then ‘why’ of the goals in order to investigate regarding the authenticity (Zacher et al., 2015). All of these approaches help in the employees in setting their standards in work-life balance where they achieve their job satisfaction leading to improvement in the personal life as well (Teshale and Lachman, 2016). The ‘G’ in the acronym of MANAGER refers to goals of the employees which may include work-related goals as well as personal growth goals which are closely related with actions, efforts and ability to manage time in an effective manner. However, empirical evidence also exists which proves that goal setting helps in the management of work that has a direct impact upon the personal life (Direnzo et al., 2015).  
By environmental opportunities and threats it is meant that the environmental challenges that are faced by the employees from time to time can be examined in the coaching provided by manager in which it can also be revealed how an employee responds towards different environmental challenges (Farivar et al., 2016). Finally, the ‘R’ in the MANAGER acronym represents responsibility which shows that employees are capable of being responsible regarding their decisions as well as are responsible for others in context of understanding the importance of self-determination (Chmiel et al., 2017).
3.2 SPILL OVER AND CROSS-OVER THEORY

The spillover theory can be defined as a theoretical framework which elaborates the conditions which results in negative or positive spill over family micro system or work micro-system. According to Ali et al., (2017) the spillover theory helps in the analysis of boundaries that exist between personal life and work. However, the spillover-cross over explains that influence of individual’s work domain upon the household and how it affects the work-related emotions of the person towards other people at home (Lee and Sirgy, 2018). The ways in which balance can be attained has been categorized into two mechanisms mainly the spillover and crossover. The spillover is concerned upon the transfer of emotions or experiences from one domain to another which may be positive or negative (Bloom, 2016). Spillover can be further explained in terms of time based conflict i.e. if an employee faces a time based conflict between personal life and work when overload of work results in overworking consequently leading in less leisure time of personal life. Thus, if such strain, stress or unpleasant moment is faced by the individual in the work environment, the feeling continues to last in personal life at home (AlHazemi and Ali, 2016). On the other hand, cross over can be defined as transfer of such feelings from one individual to another i.e. effect of strain faced by the employee in the workplace tends to affect the closely related persons in their lives (Lee et al., 2015). 
According to Lee et al., (2015) the quality of work-life balance not only has an impact upon aspects of life but also upon job satisfaction. In context of employee retention in the organization, the transmission of experiences from one domain to another causes negative or positive impact upon the job satisfaction considering the nature of transferred experience. In spillover process, family and work are affected by one another as a result of which similarities are generated between the two domains. These similarities between two domains tends to affect the stress level of the person, if the spillover is positive it can encourage the individual however negative spillover can have catastrophic results in both domains (Bloom, 2016). 

3.3 THE ROLE THEORY

According to the enrichment perspective of the role theory of work life balance, it is believed by researchers that activities in one domain tend to enrich the activities and experiences in the other domain instead of depleting and exhausting the energy from the other domain respectively (Pescud et al., 2015). There is a positive aspect which can be attained by combining work and personal life responsibilities which include psychological benefits, relationships at work, skills and resources, flexibility and employee benefits. Employee benefits may include the vacation time, salary and leaves. However the psychological benefits includes job satisfaction, sense of accomplishment and job security in the workplace that can prove to enrich the experiences in the other domain i.e. home (Emslie et al., 2009). Work-life enrichment in context of employee retention in the organization can be implemented in terms of enhancement, facilitation and spill-over (Weale et al., 2018). 
The role theory in context of positive spill over explains the transfer of experiences such as moods, skills and values from one domain to another. If the psychological benefits are being given to the employees in the workplace then it tends to affect the person positively hence transferring the experiences to the other domain. It is also suggested that the key to managing the work-life balance lies in positive spill-over (Özbilginet al., 2011).Literature on work-life balance also suggests that participation in the different roles gives multiple benefits which include improving the standard of living, role privileges, status security, status enhancement and personality enrichment (AlHazemi and Ali, 2016). Furthermore, it is also identified that in role theory, the application in an organization can be done in two ways which can help in improving work-life balance in an effective manner. First, instrumental way in which the resources i.e. skills, self-esteem and affection that are gained in one particular domain tends to directly improve and enhance the performance in another domain. Such as, if problem solving skills are practiced in the work environment that can directly be effective in the other domain hence enhancing the work-life experience. However, the second way i.e. the affective path tends to focus upon work-life enrichment and management in an indirect manner that is encouraged by the positive effect in one domain (Emslie et al., 2009).The affective path is more focused on the intensity in which the mood and emotions are capable of effecting the functionality of the individual in a positive manner (Ollier-Malaterre and Foucreault, 2017). It can be explained as, strengthened relations in the organizations and proper and fair work distribution among employees is observed to deliver positive attitude. However, music playing, work breaks and social gatherings in the organizations are also observed to boost mood in a positive manner (Pescud et al., 2015). Thus, in case of retaining employees, work-life enrichment serves to play a significant role when applied in a proper manner. 
4. WORK-LIFE BALANCE IN THE UK RETAIL SECTOR

In this study, the topmost retailers of UK are focused to determine the work-life balance activities and strategies which are implied in order to retain the employees. Tesco, Sainsbury and Asda are considered to be top three retailers of UK and are observed to have quite a fast-paced and pressured working environment that can help in studying the work-life balance challenges faced by the individuals. In UK, the work-life balance associated issues are rising due to the fast-paced businesses and the dynamic nature of the economy which pressurized the employees to work for long-hours (Saridakis and Cooper, 2016). In this advanced economy, the customers want services at such times which are suitable for them which require organizations to hire more employees or give extra working hours to employees hence disturbing the work-life balance. As compared to the other European countries, the UK has few public holidays in which retail shops stay open to fulfil the customer demands and needs. Aspects like these, tends to disturb the work-life balance of the employees working in the retail sector of the UK(AlHazemi and Ali, 2016). In order to overcome such aspects, financial benefits are utilized by Marks and Spencer in order to provide a better work-life balance to its employees. Marks and Spencer was observed to introduce scheme of annual leave salary sacrifice in order to increase the morale as well as performance of individuals in the workplace (Staff, 2018). Organizations in the retail industry of UK are observed to use both financial and non-financial benefits to encourage the work-life balance of the employees. The utilization of non-financial benefits can include the psychological benefits and employee benefits in the organization including job satisfaction and job security (Gregory and Milner, 2009) which can be gained by the implication of specific frameworks and strategies.
Implication of positive spillover theory and work-life management model offers a strategic solution to encourage the attainment of work-life balance of employees which can help the organizations to retain their employees in an effective manner. Such as, work-life facilitation can help in forming such synergy which makes resources easier to participate from one role to another and these resources may include self-esteem, skills and affection. For example, in context of retail industry of UK, John Lewis i.e. a famous retailer is considered to be best in management of work-life balance of employees (Searses, 2018) which is due to the psychological benefits that John Lewis provides to employees including job satisfaction and strong relations in the workplace and also employee benefits including good holiday allocation as well as flexibility in the working hours. The work-life balance in Primark UK is not much praised by the employees because although the company offers good pay and also an opportunity to the employees to do as much as overtime as they want but staff gets not much benefits such as discount on items, bonuses on holidays and flexibility in the working hours (Brennan, 2017). Furthermore, in Lidl UK the staff praises the company for competitive salaries, high job satisfaction and security as well as fulfilling work environment but it is observed that in this organization there is zero work-life balance and is considered non-existent (Brennan, 2017). 
In case of work-life balance in the retailer of UK Sainsbury, the organization has been facing difficulties in managing of distribution and organization of work between the existing staff (Peacock, 2008). However, it is further explored that the organization only allows flexibility in the working hours of those employees who have children under the age of seven. In case of other workers, the work-life balance is observed to be poorly managed. As the most made request and complaints regarding the organization centers upon providing flexibility in the working hours then the solution lies giving employees the benefit to choose flexibility in their working hours which can provide both job satisfaction and change in attitude of the employee. Carphone Warehouse is observed to be investing in enhancing and enriching the work-life balance and experience of the employees. The current strategies being employed are related to achieve a lower absenteeism rate, employee retention and reduced staff turnover (Golding, 2016). It is suggested in the literature of achieving work-life balance that exercise and relaxation time in the workplace can have a positive impact on the attitudes of the employees and can increase their affection towards their work and working environment leading to employee retention (Özbilginet al., 2011). In case of Carphone Warehouse, the organization is observed to encourage the staff to exercise at work and hired a fitness professional who delivers methods of relaxation and simple exercises to employees for free. Moreover, childcare vouchers and home computing schemes have also been given to the employees at Carphone Warehouse as a part of employee benefits which is empowered by achieving work-life balance. 
4.1 WORK-LIFE BALANCE AND EMPLOYEE RETENTION STRATEGIES

In order to retain employees in the organization and minimize the turnover it is highly significant to utilize the financial and non-financial benefits for the employees which can help them in achieving the required work-life balance leading to proper functionality in both the domains. Work-life balance is observed to be achieved in the organization by the help of aspects including training and development, communication and feedback, fostering teamwork in the organization, team celebration and compressed work. However, in case of the retail sector of UK the non-financial aspects are required to be dealt accordingly in order to enhance the work-life experience of the employees (Pescud et al., 2015). It is also observed by Ollier-Malaterre and Foucreault (2017) that the work-life balance is affected highly by the organizational culture as the employees spend half of their day working in the organization which affects every aspect of their lives. By working on the retention strategies, the organizations of UK retail sectors may be capable of enhancing the work-life enrichment of the employees which can be done by undertaking following retention strategies such as:

· Encouraging staff to take a considerable vacation time and if overtime is being given by the employee it can be compensated by giving extra day off  in order to increase the job satisfaction as it can directly affect the attitude of the employee and positively affect the other domain respectively (Emslie et al., 2009).
· Telecommunication and flexibility in the working hours is the most effective strategy that is utilized by John Lewis and is required to be followed by other organizations in the UK retail sector such as Primark and Sainsbury (Özbilginet al., 2011).
· Training and development of the employees in the organization for managing their work-life balance is also a considerable step which can be taken by the organizations which can help in dealing with the psychological benefits that can be provided to the employees including job satisfaction, better relations and culture in the workplace. However, training programs are also capable of fostering teamwork that can reduce work in an effective manner and increase the creativity hence increasing the affection of the worker towards the work and staff in the organization (Gregory and Milner, 2009).
Thus, the UK retail industry is one of the most vital industries of the UK and the competitive business environment in today’s world encourages the organization to work upon their work-life management strategies in an effective manner. By assessing the employee retention strategies in the organization and introducing financial and non-financial benefits to employees by considering them as important financial assets of the organization can effectively and efficiently aid in enriching the work-life experience.
PART TWO

5. RESEARCH METHODOLOGY

Research methodology is an approach that enables a researcher to investigate the answers to the research questions by exploring and adapting different dimensions, methods and approaches which aids in meeting the demands of the research objectives (Kothari, 2004). According to Kothari (2004) there are different systematic methods and approaches that are required to be utilized in order to gather information regarding the research question. In this study, the main aim of the research is to identify challenges regarding work-life balance in the organizations of UK retail sector and explain theories and models that can help in encouraging the work-life balance of the employees. However, to meet the objectives of the research, the researcher has explored a wide range of methods and approaches from which the most appropriate research is selected for the completion of the research process. The research conducted by the Hill et al., (2007) named “Work-Family (life) facilitation, expanding theoretical understanding through qualitative exploration” is based on exploring the work-life balance by assessing perceptions of employees using qualitative research methods. In the research by Hill et al., (2007) the qualitative research is adapted because it helps in revealing perceptions that are required to be explored and attributions that are related to meaning to phenomenon that is being studied. 
5.1 EPISTEMOLOGY

Epistemology is a branch of research philosophy that tackles the sources of information and knowledge. Epistemology is mainly focused upon the aspects such as nature, possibilities, sources as well as the limitation towards knowledge and information that may exist in the area of research (Brown, 2017). Epistemology is the opposite of the ontological philosophy as it focuses upon such knowledge that is considered to be true and factual (Bell et al., 2018). Furthermore, epistemology is also considered as the view of the researcher on what the researcher constitutes as conventional knowledge. The philosophical positions that are associated with epistemological philosophy include critical realism, positivism and interpretivism (Walliman, 2017). The selected approach for this research is interpretivism, it is selected because it is a philosophy which enables the researcher to group together a vast array of approaches and conduct the research. However, it is highly significant for an interpretivist to respect such differences that exists among people. 
5.2 ONTOLOGY

Ontology is considered to be the opposite of epistemology, as it can be defined as the study of being because it tends to focus upon the study of nature of reality (Sekaran and Bougie, 2016). However, ontology can also be defined as the researcher’s view or belief of interpreting regarding something that comprises of facts or factual data. Ontology surrounds around a question that social aspects must be considered as subjective or objective. Whereas, subjectivism (interpretivism) and positivism (objectivism) are considered to be main aspects of ontological philosophy (Eriksson and Kovalainen,2015). In this research, interpretivism (subjectivism) is used because, in interpretivism, the human subject or interests are taken into consideration which tends to enable the researcher to assume by the help of accessing reality through language, consciousness and meaning.
5.3 AXIOLOGY

Axiology is a business research that enquires regarding the examination of values i.e. it is basically engaged with assessing the researcher’s role in evaluating value in the entire research process. However, axiology can also be defined as ‘aims’ of the research process (Myers, 2008). Axiology is mainly concerned to provide clarification regarding whether the researcher is trying to explain an aspect, predict it or understand it. Or, it can also be said that axiology only highlights what the researcher prefers to value in the research process (Quinlan et al., 2019). In this article axiology is not used because according to Quinlan et al., (2019) interpretivism philosophy is mainly based upon such beliefs which comprises of transactional or subjective epistemology and relativist ontology. Relativist ontology can be defined as such an approach that tends to differentiate reality through intersubjectivity that is based on understanding regarding social and experiential levels. On the other hand, the subjectivist epistemology explains that it is impossible to deal knowledge and individual separately which confirms that there is link between researcher and the selected area of research. Furthermore, in epistemology, it is investigated how factual data can be discovered. 
5.4 RELIABILITY AND VALIDITY IN RESEARCH
Reliability of the research can be explained as getting the same answer by utilizing the same instrument to measure the aspects of the research. Research reliability can also be explained as an extent to which the research method that is being used by researcher produces consistent and stable results (Silverman, 2016). Reliability can be achieved by conducting tests more than once over a certain period of time to check if the research instrument is producing the same result or not. It is the primary responsibility of the researcher to control all the possible factors that tend to affect the research process and affect the validity of the research (Bajpai, 2011). There are many factors that can invalidate the findings of research and serve critical importance in the research process including history, size of population and subject variability (Golafshani, 2013). According to the research conducted by Golafshani (2013) only reliability is not enough in the research process the measures of the research are required to be reliable but they must also be valid. This means that reliability and validity both are critical in the research process. According to Silverman (2016) it is suggested that the validity can be studied in two groups which include internal and external. Internal validity refers to how the findings of the research match reality whereas in terms of external validity it means that to what measures the findings of the research can be simulated to any other environments. Internal validity is concerned with the flaws that exist within the study which may include the selection of research design. If the research does not have external validity in it, then the findings of the research are not applied other contexts (Myers, 2008). The article that is used in this research is both reliable and valid because a diversified sample was chosen and all the participants of the research chose to participate in the research voluntarily which also reduces the invalidity in the findings of the research. 
5.5 BIAS IN SOCIAL RESEARCH

Bias can be defined as a systematic error that is faced in collecting the data or conducting the data analysis of research. It may be caused by technical errors made by the researcher (Bajpai, 2011). It is believed by Roulston and Shelton that research bias can be reduced in the research by undertaking aspects which are commonly faced by the researchers. The researchers are required to be focused upon the human elements of the research process for the sake of identification and avoidance of different type of bias that is faced in social research. The primary sources of the bias include both that are driven from the researcher and the respondent involved in the research process but it can be minimized by taking potential steps to overcome it in qualitative research (Eriksson and Kovalainen, 2015). The primary source of bias in research include habituation in which the respondent often gives similar answers to the multiple questions and claims that the questions may look similar. This is because respondents stop paying attention to the objective of the research and the research they are involved in. However, this bias can be resolved by the moderator of the research by engaging effectively with the respondent and keep variability in the questions of the research so that the habituation is minimized. According to Bajpai (2011) bias can be explained as the personal judgment of the researcher being involved in the research process which may include favoritism or maybe distortions in the findings of research. However, acquiescence bias or friendliness bias can be explained as a friendly relation being developed between the researcher and the respondent where this relation tends to affect the overall research (Myers, 2008). Due to this, the respondent is observed to answer every question in favor to the moderator i.e. agreeing on every question being asked or following the thought of the researcher (Roulston and Shelton, 2015). In the chosen article the bias is avoided by the researcher by giving multiple choice questions as part of the survey by which all the participants were able to decide their answers on their own and write-up questions were also given by the help of which each participant could explain their thought regarding the topic. 
5.6 ETHICAL CONSIDERATION IN SOCIAL RESEARCH

In a study where human emotions and human relations are concerned ethical consideration by the researcher is highly important. While conducting such a research it is required to be ensured by the researcher that unique or complex kind of legal, social as well as political issues regarding ethical consideration are being covered. The measures that are required to be undertaken by the researcher in order to avoid any kind of ethical issue in the research include the surety that no human or animal would be harmed during the course of the study. However, research must be conducted in such a manner that is neither offensive nor unpleasant for any human subject being studied (Eriksson and Kovalainen, 2015). Furthermore, the ethical consideration also include respecting for confidentiality and anonymity of the individuals that are involved in the research process, informed consent is also taken by the researcher from the individuals participating in the research process and respecting privacy is also a great concern in the ethical consideration of research.
In case of this research, the qualitative research method is adapted through which the researcher is enabled to conduct the research by the secondary data collection i.e. the existing data and literature. Whether or not primary data collection is involved in collecting the data for the research, it is still important to focus upon the ethical considerations. In secondary research, the ethical issues required to be focused includes that no damage or distress must be resulted from utilizing the data that is made available to the researcher. The ethical consideration is regarded essential by the researcher and the secondary data that is discovered and utilized in this research is cited and credited to the respective researcher to whom this research belongs. Furthermore, in this research there is no sensitive information disclosed from the previous and published researches that are used, potential conflict of interests has been avoided; the risk of the data-misinterpretation has been assessed and avoided by cross checking in an appropriate manner (Bell et al., 2018). That way, the ethical issues are avoided in this research.  

6. CONCLUSION

In conclusion, the retail industry of the UK is considered as the most vital industry in which there are increasing work-life balance issues which results in employee turnover and lack of productivity in the organizations. This area was required to be studied because the work-life balance associated issues are rising due to the fast-paced businesses and the dynamic nature of the economy which pressurized the employees to work for long-hours. The organizations in the retail industry of UK including Tesco, Sainsbury, John Lewis, Lidl, Primark and Carphone Warehouse are explored in this research to identify the work-life balance strategies being utilized in order to retain the employees in the organizations. It can be concluded in this research that work culture, financial benefits, employee benefits and psychological benefits are required to be provided to the employees in order to increase the employee retention and decrease the absenteeism and turnover of employees in the organization. Considering the importance of the UK retail industry, the organizations are obliged to exercise strategies to improve and encourage the work-life balance in the organizations for the satisfaction of employees.

In this research, the qualitative research method has been utilized by the researcher to meet the objectives of the research in a proper manner. The qualitative research benefited the researcher in collecting the desired data and has theoretical understanding with the selected topic. However, qualitative research method also allowed the researcher to explain the theoretical concepts of the work-life balance in a detailed manner utilizing the research of many known authors in the area of study. This research also explored the importance of avoiding bias in the social research. It is critically evaluated in this research how to avoid any kind of ethical considerations being faced in the qualitative research while collecting the secondary data for the research process. However, validity and reliability in the qualitative research is also studied and reviewed critically in the research process. It can be concluded that conducting research upon the selected field of study involved a series of research processes that are included by the choice of researcher.
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