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1. [bookmark: _gjdgxs]Introduction
Managing human resources has become important for the success of business organizations as human resources consider as the most important asset for the business organizations (Bamberger, 2003). Putting strategies into practice is only possible while having the right number of human resources at the right job with relevant skills and competencies (Wright1, 2011). Fulfillment of the basic as well as psychological needs of the human resource play an important role for providing better management of psychological contract between management and human resource (Brewster, et al., 2018). HR planning process has become essential as it is important for the business organizations to have engaged and motivated employees, but it is a major challenge how to provide better management of work-life balance to keep the human resource engaged and motivated (Muethel, et al., 2012). Having better management of the employees is the key for the business organizations as employees are considered the most important asset for the business organizations to put strategies into practice (Shantz, 2011). 
[bookmark: _30j0zll]1.1 Background of the Research
The role of human resources was different in the past as the basic focus of the leadership was on directing employees to achieve the set goals with efficiency and effectiveness (Busse, 2014). The dynamic nature of business environment is the basic reason of changing human resource as a strategic tool for the business organizations, so it has become important how to motivate and engage employees with the workplace settings (Gavino1, 2012). The basic focus of current research is on evaluating the challenges and opportunities for the selected business organization for implementing work-balance initiatives to have a motivated and engaged workforce. 
[bookmark: _1fob9te]1.2 Problem Statement
The basic problem to evaluate is to learn whether there are more barriers to overcome for the management to provide work-life balance or opportunity cost of the process is high for management to overcome related barriers. Productivity of the business organizations depend on the motivation and engagement level of workforce, so the basic focus is to evaluate how it is a major challenge for the management to provide base for work-life balance in the dynamic nature of the workplace settings (Yoon, 2020). 
[bookmark: _3fwokq0]1.3 Aim and Objectives of the Research
The basic aim of the research is to analyze the challenges and opportunities of implementing work-life balance initiatives in ASDA.
Relevant objectives are:
· To evaluate the importance of developing strong psychological contact between management and workforce
· To determine the benefits of having work-life balance for the workforce in term of productivity and quality of operations
· To outline the challenges for implementing work-life balance initiatives in ASDA
[bookmark: _2et92p0]1.4 Importance of the Research
Current research topic is not only significant for the academic purpose but also important to provide a better idea for the management of ASDA to learn the benefits that work-life balance can add to the performance of the business organization. Evaluation of the findings of the researchers and scholars to understand the relevant norms is important for current research but more important is to identify research gap and to fill the gap with updated research on selected case study.
[bookmark: _tyjcwt]1.5 Scope of the Research
The scope of the research is not limited to academic purpose as the focus is on adding value to current literature by having relevant data collected from the selected business organization working within UK. 
[bookmark: _3dy6vkm]1.6 Structure of the Dissertation
Dissertation is based on five different chapters and each chapter adds value to the overall research in systematic way to provide input for the next chapter. The first chapter provides a background information about the research along with setting aim and objectives. The second chapter is based on the critical review of literature to have a better understanding of the key terms. The third chapter defines the methodology followed in the current research. The fourth chapter is based on the analysis of the primary data to be collected for current research to have relevant findings. The last chapter helps in meeting the set aim and objectives based on the findings to provide a base for the recommendations. 

2. [bookmark: _1v1yuxt]Literature Review
The basic focus of the critical review of literature is to have a good idea of the key norms, theories and models related to the research topic in hand. Shedding light on the findings of the researchers and scholars on related research topics is important to have effective understanding of the topic in hand. Critical review of literature for current research is important as it provides a good idea of the relevant key terms to provide an effective base for the structured questionnaire to use to collect relevant data to address the research topic in hand. Journal articles, academic books and web articles are the basic sources to shed light on.
[bookmark: _4d34og8]2.1 Work-life Balance
Work-life balance is the idea based on the concept that performance of the workforce is important to manage for the management of the business organizations so one of the ways is to have positive impact on their behavior in the workplace settings (Beardwell & Claydon, 2007). Productivity and quality targets are important for the workforce to meet to achieve the set key performance indicators but there are always chances of having work-related stress or job burnout challenges if the workforce is not up to the required standard as set by the business organization (Gandolfi & Stone, 2018). The relevant solution to the problem is based on the concept of work-life balance (Clark, 2012). Providing workforce with enough opportunities to spend quality time with friends and family members has a positive impact on their performance as it is one of the effective ways to reduce work related stress (Nikolaou & Oostrom, 2015). Having a clear balance between the work-related time and time spent with friends and family members adds value to the performance of the workforce (Devi, P.,2013). Employees are considered as the most important asset for the business organizations as employees put strategies into practice so keeping the interest of the workforce intact is important and one relevant way is to have work-life balance (Aslam, 2018). It is one of the effective ways to keep the workforce engaged and highly motivated (Bamberger, 2003). 
[bookmark: _4f1mdlm]2.2 Effectiveness of High Employee Engagement
Employees are considered as the most important asset for the business organization as their role of putting strategies into practices helps business organizations in achieving the set goals with efficiency and effectiveness (Heine, et al., 2013). Effective HR planning is the key to have better engagement and management of employees for long run by gaining better satisfaction level of employees (Wright1, M., 2011). Developing effective and strong psychological contracts while knowing the needs of employees and formulating workplace settings accordingly has become important (Thirusanku, 2021). There is basic as well as psychological need for the management of the business organizations to focus as such practices provide better control on the engagement level of employees within the business organization (Muethel, et al., 2012). 
Employee engagement is the key requirement for the better management of the productivity and quality targets set by the business organizations as employees put strategies into practice (Shantz, 2011). Better motivation of workforce is the key element to add value to the overall performance of the business organization, so it depends on the effectiveness of the psychological contract between management and employees to have better idea of the effectiveness of the engagement level of employees (Armstrong & Taylor, 2020). Fulfilling the needs of employees is important to let them focus more on the set targets rather than getting worried about the reward from the management (Bamberger, 2003). There are differentiated needs of employees to consider keeping them engaged and highly motivated to have better management of the workplace practices (Armstrong, 2012). 
[bookmark: _2u6wntf]2.3 Maslow’s Hierarchy of Needs
Maslow’s hierarchy of needs is the relevant framework that is effective in giving a good idea why not only the basic but also the psychological needs of the employees play important role in term of adding value towards fulfilling self-actualization needs of the employees (Busse, 2014). One of the relevant psychological needs to focus by the management is based on providing work-life balance before fulfilling the security and safety needs as having better management of family along with work adds value towards better satisfaction level of employees (Muethel, et al., 2012). Social needs also indicate why family relationships play important role in adding value to the management and engagement level of employees within the workplace settings (Guest, 2011). [image: ][bookmark: _49x2ik5]Figure 1: Maslow's Hierarchy of needs

Psychological needs of the employees are the most important needs as such needs provide better management of the work-life balance (Dajani, 2015). Fulfilling the physiological needs help in providing better engagement of the workforce with the workplace settings as fulfillment of such needs provide enough quality time for the workforce to spend with family rather than having lack of flexible workforce settings (Ilyasa, et al., 2018). Safety needs are also important such job safety and competitive salary, but importance becomes relevant once the physiological needs have been fulfilled (Alshammari, 2015). Fulfilment of the physiological as well as safety needs help in developing effective and strong psychological contract between management and workforce (Kazimoto, 2016). 
[bookmark: _19c6y18]2.4 Effectiveness of Strong Psychological Contract
Effective and strong psychological contracts between management and employees play important role in having sustainable operations within the workplace settings (Busse, 2014). Letting employees focus on the productivity and quality challenges while having better management of work-life balance adds value towards developing strong psychological contract between employees and management for sustainable operations of the business organization (Bamberger, 2003). Having flexible workplace settings in terms of having relaxed shifts for the workforce is one of the ways to let workforce spend enough time with friends and family to minimize the chances of job burnout or work-related stress (Albrecht, et al., 2015). Keeping the interest of workforce intact has direct impact on the engagement level of workforce and it is the basic requirement to develop strong and effective psychological contract (Shantz, 2011). 
[bookmark: _26in1rg]2.5 The Kahn Model
It is important to have better management of the psychological conditions of the workforce that has direct or indirect impact on their engagement level in the workplace settings. Developing a situation that helps in providing meaningful workplace practices for the workforce is important (Muethel, et al., 2012). Fulfillment of safety needs also plays an important role in keeping the workforce engaged and highly motivated (Shantz, 2011). Another relevant requirement is based on mental and physical harness to consider that is important to develop effective work-life balance for the workforce (Aktar, 2016). Work-life balance becomes relevant once employees have enough time to spend with friends and family members once they have fulfillment of relevant conditions in term of meaningfulness, safety, and availability (Bardwell & Claydon, 2007). 
[bookmark: _lnxbz9]2.6 Job Burnout Challenges in the Workplace
Productivity targets are important for the management to set for the workforce as such targets provide better control of the workforce towards achieving required performance level (Abdul, et al., 2019). Management of the productivity targets is a major challenge for the workforce if the skills and competencies of the workforce are not up to the required mark (Bamberger, 2003). Having limited training and development opportunities causes job burnout challenges for the workforce as work related stress becomes a major challenge if the set targets have become difficult to meet. Work schedule becomes difficult to manage so it has direct impact on the quality time left for the workforce to spend with the family or friends (Busse, 2014). Social circle becomes limited, and it provides the basic cause of having job burnout challenges that has direct impact on the engagement level of the workforce in the workplace settings (Ahluwalia, et al., 2014).  Rewards play important role in keeping the employees engaged and motivated but monetary rewards are only effective if the employees are getting enough opportunities to spend quality time with friends and family members once the key performance indicators have been met (Wright1, 2011). It gives a good idea that financial rewards are important but there are always psychological, and safety needs to consider for the management to provide better management of the work-life balance to manage the challenges of job burnout in the workplace settings (Shantz, 2011). 
[bookmark: _3tbugp1]2.7 Summary
Evaluation of the critical review of literature has provided a good idea why work-life balance is one of the core practices for the management to focus on as it helps in letting employees put more focus on core operations rather than getting worried about the related challenges in the workplace settings. Overall evaluation of the critical review of literature has helped in outlining the importance of the fulfillment of the basic as well as safety needs to keep the workforce well engaged and highly motivated with the workplace settings based on the better management of the work-life balance. Fulfilling the physiological needs help in providing better engagement of the workforce with the workplace settings as fulfillment of such needs provide enough quality time for the workforce to spend with family rather than having lack of flexible workforce settings. Safety needs are also important such job safety and competitive salary, but importance becomes relevant once the physiological needs have been fulfilled.

3. [bookmark: _1ksv4uv]Research Methods and Methodology
Having a basic guideline for the researcher to follow provides better management of the research process so research methodology is the relevant tool. There are different phases of the research to be managed by researcher in systematic way, so research methodology is the key (Abutabenjeh & Jaradat, 2018). Research methodology works as an effective tool for the researcher while evaluating relevant choices and taking the best option out of available options in term of data collection, research philosophy and research approach options (Kothari, 2004). 
[bookmark: _44sinio]3.1 Research Philosophy
The basic concept of research philosophy is based on the belief about the way data about a specific phenomenon should be collected and analyzed. One of the relevant philosophies is based on positivism research philosophy based on the study of the social world in objective way. Having the focus of the researcher on the quantitative data provides better control of the set parameters of the research and positivism is the relevant research philosophy in such case (Creswell, 2014). Interpretivism is the philosophy more subjective in nature as focus is on qualitative data, but it is not the relevant philosophy to rely on. Research philosophy provides the base for driving research paradigm based on the beliefs and understanding related to theories and practices (Kothari, 2004). 
[bookmark: _2jxsxqh]3.2 Research Approach
There are two basic types of research approaches that any research can use such as inductive research approach and deductive research approach. There is always a need to generate new theories while having a topic not much focused on by scholars in past. Another relevant approach is deductive as it is explanatory in nature by focusing existing theories and models. It is more relevant for the current research topic in hand as there is a need to explain the existing relationship of work-life balance with the engagement level of employees in the workplace settings (Abutabenjeh & Jaradat, 2018). There is no need to formulate new theories but to explain existing theories to have a better idea of the research topic in hand. 
[bookmark: _z337ya]3.3 Research Strategy
Planning, execution, and management of the relevant research process is the basic focus of the research strategy as it provides better control of the researcher over the research process in an effective and efficient way (Creswell, 2014). Research strategy is important for current research as it provides a good integration of research philosophy and research approach with the research topic in hand. Research strategy provides the basis for the selection of data collection methods as the methods may differ in nature based on the focus of the research either on the qualitative data or quantitative data (Abutabenjeh & Jaradat, 2018).
[bookmark: _3j2qqm3]3.4 Data Collection Methods
Data can be primary in nature, or it can be secondary in nature. Secondary data is based on the published data provided by different researchers and scholars in the past linked with the research topic in hand, but it is not much updated as compared to primary data. The focus of current research is on having primary data collection by targeting the relevant sample population based on the use of structured questionnaire designed with the help of critical review of literature. Current data to collect is quantitative in nature and the focus is on gaining a good idea about the research topic using structured questionnaire from the employees working in ASDA within United Kingdom. Effective use of the convenient random sampling technique is the relevant way to collect primary data and the focus is on targeting 100 employees working in ASDA. Data collected using structured questionnaire is important along with providing consent form to the sample population. 
[bookmark: _1y810tw]3.5 Data Analysis
Data analysis plays an important role in making sense of the collected data. Effective use of the relevant tools such as MS Excel to store data in the form of tables to provide better understanding of the data to present it in the form of graphs is the focus. Graphs and tables are important to make sense of the collected data and to figure out how the research objectives have been achieved effectively based on the response gained from the sample population along with critical review of literature for current research topic in hand. 
[bookmark: _4i7ojhp]3.6 Ethical Consideration
Providing the sample population with consent form and information sheet is the main practice based on ethical consideration. There is no need to collect any personal data that could identify the target audience. It provides a good idea to the sample population about the purpose of data collection and their right to withdraw from the research at specific time (Abutabenjeh & Jaradat, 2018). Showing no bias is important for the researcher as the focus is on having effective interpretation of the collected data rather than evaluating data according to own perception of the researcher. Acknowledging the researchers and scholars by having intext citation for the critical review of literature is another example of the ethical consideration for current research in hand (Kothari, 2004).
3.7 [bookmark: _2xcytpi]Limitations of the research
· One of the basic limitations of current research is based on selecting a specific case study of ASDA to learn about the work-life balance initiatives as the outcome of the research may differ if the focus could be on other business organizations based on the structure and culture in the business organization. 
· Focus of current research is on having quantitative data collected with the help of structured questionnaire but qualitative data is more in-depth in nature so it can be more effective as well if the researcher could have more time for data collection and analysis phase.
· Current research is based on the business organization working in the UK, so it is location specific research. Applying the outcomes of the research on other business organizations working outside the UK is not very effective as cultural dynamics could have impact in such cases. 














4. [bookmark: _1ci93xb]Data Analysis and Findings
Data analysis is important as it helps in making sense of the primary data collected from the selected sample population. For current research, the main focus is on collecting data from employees working in different stores of ASDA to provide a good idea about the opportunities and challenges of the initiatives of work-life balance. A structured questionnaire has been used to collect data using the survey technique.
[bookmark: _3whwml4]4.1 Analysis of the Primary Data
Background information about the sample population
The first phase of the research is based on having some background information about the sample population. Having a good idea of the gender, job category and other related elements gives a good idea of the diversity for current research. 
1. Gender?
a. Male
b. Female
c. Not willing to mention.

[bookmark: _2p2csry]Figure 2: Gender graph
First important question to have a good idea of the diversity for the sample population and response of the sample population outlined that 58% of the sample population is based on male employees for the sample population as compared to 36% of the female employees. 6% of the sample population preferred not to mention their gender.
2. Working as?
a. Field Employee
b. Line Manager
c. Manager
d. Others

[bookmark: _147n2zr]Figure 3: Working as graph
Next question was based on having a good idea of the current job category of the sample population and the response of the sample population has given a good idea that 72% of the sample population is from field employees as compared to 12-line managers and only 5 managers who participated in the survey. It shows that most of the sample population is based on field employees who are more relevant to outline importance of work-life balance in the workplace settings.




3. Experience of working in ASDA?
a. Less than a year
b. 1-2 Years
c. 2-3 years
d. More than 3 years

[bookmark: _3o7alnk]Figure 4: Experience in ASDA graph
Next question was based on the experience of employees of working in the workplace of ASDA to give a good idea of the practices of work-life balance and its importance. The response of the sample population outlined that 46% of the employees have been working with ASDA for more than a year’s time while 16% of the employees have worked for more than 2 years’ time. 14% of the employees have job experience of working in ASDA for more than 3 years so their experience of the workplace is important for current research. 



Benefits of the work-life balance in workplace settings
The basic focus of next phase of research is to evaluate what benefits employees are getting or can get while having work-life balance in the workplace settings of ASDA. 
4. Do you believe current working hours in ASDA provide required flexibility for the workforce?
a. Yes
b. No
c. Sometimes

[bookmark: _23ckvvd]Figure 5: Flexible working hours graph
The focus of the question was to evaluate current flexibility of the working hours in the workplace settings of ASDA. 40% of the employees outlined that they got flexible working hours on and off as compared to 36% of the sample population who believe that current workplace settings are not very effective in providing flexible working hours. It is because of the diversity in the sample population as most of the employees are working as field employees who must work according to their shift timings to manage operations effectively. Only 24% of the employees outlined that they get flexible working hours, and it can be because of the line managers or managers included in the sample population. 

5. Do you believe that flexible working hours play an important role in engaging employees with more effectiveness in the workplace settings?
a. Yes
b. No
c. Don’t know

[bookmark: _ihv636]Figure 6: Flexible working hours graph
68% of the sample population outlined that having flexible working hours has the related benefit of engaging the workforce more effectively. Only 12% of the sample population don’t believe that flexible working hours have anything to do with employee engagement while 20% of the sample population outlined that they have no idea about it. It shows the importance of having flexible working hours to provide more time for employees to spend with family to have a positive impact on the engagement level of employees in the workplace. 



6. What is the most important factor associated with flexible working hours in the workplace to provide work-life balance?
a. Low stress in the workplace
b. Less chances of job burnout
c. Higher productivity
d. Better management of quality parameters
e. All of the above
f. None of the above

[bookmark: _32hioqz]Figure 7: Factors for work-life balance graph
Next question was based on the benefits of having work-life balance using flexible working hours in the workplace. Factors were based on the outcome of the critical review of literature and response has given a good idea that higher productivity is the most important factor associated with flexible working hours as employees get more opportunities to choose their work schedule to have better management of work-life balance, so it directly adds value to their productivity at the workplace. 16% of the sample population believe that all the factors are important benefits associated with work-life balance initiatives in the workplace. 

7. Do you believe that more initiatives from management of ASDA towards providing better work-life balance can add value to current productivity in the workplace settings?
a. Yes
b. No
c. No Idea

[bookmark: _1hmsyys]Figure 8: productivity graph
Evaluation of the question has given a good idea that there are still enough opportunities for the management to add value to current initiatives of work-life balance in workplace settings to have better management of the productivity parameters as being outlined by 72% of the employees from the sample population. It gives a good idea that work-life balance is important to have better productivity and productivity is the key to have sustainable competitive advantage as being outlined in the critical review of literature. 18% of the sample population outlined that they can’t say anything about it as it required practical implementation of such initiatives to figure it out. 



Challenges of implementing Work-Life Balance Initiatives
8. What is the most important challenge for taking work-life balance in the current workplace settings?
a. Intense workload
b. Gap between supply and demand of employees
c. High turnover of employees
d. Tough productivity targets

[bookmark: _41mghml]Figure 9: Challenges graph
The basic focus of the question was to evaluate the challenges that are important to focus on while taking work-life balance initiatives in the workplace by the management of ASDA. Response has given a good idea that there is a gap between the supply and demand of employees in the workplace settings that has provided the tougher productivity targets as being outlined by 38% of the sample population. 22% of the employees outlined that the current workload is difficult to manage with current productivity parameters, so it becomes difficult for the management to take work-life balance initiatives in the workplace settings. 


9. Do you believe that there is a communication gap between employees and management to cause work-life balance challenges in workplace settings?
a. Yes
b. No
c. To some extent


[bookmark: _2grqrue]Figure 10: Communication gap graph
One of the basic challenges for the effective implementation of the work-life balance practices in current workplace settings of ASDA is based on the weak communication as being outlined by 46% of the sample population. Only 22% believe that it is not the case as there could be other factors, but overall evaluation outlined that 78% of the sample population believe that gap in the communication between employees and management is the basic reason not to have much effective work-life balance practices in the current workplace settings even it has wide range of associated benefits as outlined in the earlier question. 



10. Do you believe that gap between supply and demand of employees is the basic reason not to have much strong psychological contract in workplace settings of the business organizations in current intense competitive business environment?

[bookmark: _vx1227]Figure 11: Supply and Demand of employees graph
One of the major challenges being outlined by the employees of ASDA is based on the difference of supply and demand of employees in the workplace settings that is creating major challenges for the management to have less opportunities to provide work-life balance for employees. 38% of the sample population agreed to the statement while 40% agreed to some extent and it shows that business organizations are facing the challenges of managing employees in the workplace, so gap of supply and demand of employees is a major challenge to take effective work-life balance initiatives. Productivity and quality parameters become more intense in such situations to cause job burnout or stress challenges for employees as being outlined in the earlier questions. 
[bookmark: _2bn6wsx]4.2 Findings
Evaluation of the primary data has outlined not only the benefits of having work-life balance in the workplace but also challenges that the management face for taking work-life balance initiatives. Critical review of literature has shed light on the importance of the management of employees. Employees are considered as the most important asset for the business organization as their role of putting strategies into practice helps business organizations in achieving the set goals with efficiency and effectiveness (Bamberger, 2003). Primary data also highlighted why it is important to manage employees effectively by providing them with work-life balance to have low stress level, less job burnout challenges and higher productivity of employees in the workplace settings. Critical review of literature also outlined that letting employees focus on the productivity and quality challenges while having better management of work-life balance adds value towards developing strong psychological contract between employees and management for sustainable operations of the business organization (Bamberger, 2003). Primary data also added value to the statement by outlining the value-added benefits of having effective work-life balance in the workplace settings. There are always associated challenges such as communication gap between management and employees or difference of supply and demand of employees to cause challenges for the management for taking work-life balance initiatives but having wide range of benefits associated with work-life balance initiatives are important for the management to focus on. Strong psychological contract between employees and management is important and it is only possible if the employees are getting enough rewards in term of work-life balance, flexible working hours and target oriented rewards in the workplace settings as being outlined in the critical review of literature. 











5. [bookmark: _qsh70q]Conclusion
Overall evaluation has given a good idea that strong psychological contract between management and employees is the key to managing better productivity and quality standards. One of the relevant ways is to have work-life balance in the workplace settings so employees could focus on the productivity targets rather than getting worried about the other challenges related to work-life balance. Having strong psychological contract between management and employees helps in setting productivity and quality standards with strong communication process rather than pushing employees to meet tough targets. There are wide range of associated benefits of having strong psychological contract between management and employees such as low stress level of employees, high productivity, and better quality of the operations to add value to the performance of the business organization only if the management is well focused towards driving work-life balance initiatives as being outlined in the research. Strong psychological contract required effective communication to learn about the needs and requirements of each other, so it provides the base for management to take effective work-life balance initiatives as being outlined by the sample population selected from ASDA for current research in hand. Employees are considered as the most important asset of the business organization to put strategies into practice. 
Next important focus of the research was to evaluate the benefits and challenges associated with the work-life initiatives. Primary data has helped in outlining that there are wide range of associated benefits such as stress level of employees decrease as the result of work-life balance practices, job burnout issues decrease while engagement level of employees with the workplace setting increase dynamically. Each benefit has a direct impact on the performance of the business organization as the set goals become easy to achieve. Evaluation of the literature along with primary data also highlighted the challenges such as gap between training and development of employees, tough workload, gap between supply and demand of employees and tough productivity targets are the challenges associated with the effective implementation of the initiatives associated with work-life practices in the workplace settings. It shows that there are benefits as well as associated challenges that management must focus on in the workplace settings while looking for the work-life balance initiatives. Overall evaluation has outlined that employees are the most important asset of the business organization to put strategies into practices, so their management is important to focus on as being outlined in the primary data collection and critical review of the literature. Current research has helped in meeting the objectives as stated below:
· To evaluate the importance of developing strong psychological contact between management and workforce
· To determine the benefits of having work-life balance for the workforce in term of productivity and quality of operations
· To outline the challenges for implementing work-life balance initiatives in ASDA
[bookmark: _3as4poj]5.1 Recommendations

· Evaluation of the workplace settings of ASDA gives a good idea that there are still enough opportunities for the management to work on such as improving the communication for better management of the work-life balance initiatives as being outlined in the primary data collection. There is a need to have improved communication processes to provide more opportunities in current workplace settings. 
· There are more benefits as compared to challenges for the management for taking effective work-life balance initiatives so the focus should be on having better management of employees rather than related challenges to ignore the management of employees.
· Every initiative in the workplace settings required change to manage for employees and management so it is important to communicate the reason for change and its benefits that employees could get at the result of the change process. Better communication is important to minimize the chances of resistance from employees and it is effective for having work-life balance initiatives as being required by the workplace settings based on the primary data and critical review of literature for current research. 
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Gender
Gender	
Male	Female	Don’t want to mention	58	36	6	Column2	
Male	Female	Don’t want to mention	Column1	
Male	Female	Don’t want to mention	



Working as
Gender	
Field Employee	Line Manager	Manager	Others	72	12	5	11	Column2	
Field Employee	Line Manager	Manager	Others	Column1	
Field Employee	Line Manager	Manager	Others	



Experience in ASDA
Experience	
Less than a year	1-2 years	2-3 years	More than 3 years	24	46	16	14	Column2	
Less than a year	1-2 years	2-3 years	More than 3 years	Column1	
Less than a year	1-2 years	2-3 years	More than 3 years	



Flexible working hours
Gender	
Yes	No	Sometimes	24	36	40	Column2	
Yes	No	Sometimes	Column1	
Yes	No	Sometimes	



Flexible working hours
Flexbile working hours	
Yes	No	Don't know	68	12	20	Column2	
Yes	No	Don't know	Column1	
Yes	No	Don't know	



Factors for worklife balance
Important factor of flexible working hours	
Low stress in workplace	Less chances of job burnout	Higher productivity	Better maangement of quality parameters	All of the Above	None of the above	12	14	36	18	16	4	Column2	
Low stress in workplace	Less chances of job burnout	Higher productivity	Better maangement of quality parameters	All of the Above	None of the above	Column1	
Low stress in workplace	Less chances of job burnout	Higher productivity	Better maangement of quality parameters	All of the Above	None of the above	



Productivity
Productivity	
Yes	No	No Idea	72	10	18	Column2	
Yes	No	No Idea	Column1	
Yes	No	No Idea	



Challenges
Challenge	
Intense workload	Gap between supply and demand of employees	High turnover rate of employees	Tough productivity targets	22	38	16	24	Column2	
Intense workload	Gap between supply and demand of employees	High turnover rate of employees	Tough productivity targets	Column1	
Intense workload	Gap between supply and demand of employees	High turnover rate of employees	Tough productivity targets	



Communication gap
Communication gap	
Yes	No	To some extent	32	22	46	Column2	
Yes	No	To some extent	Column1	
Yes	No	To some extent	



supply and demand of employees
Communication gap	
Yes	No	To some extent	38	22	40	Column2	
Yes	No	To some extent	Column1	
Yes	No	To some extent	
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