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Abstract: Work-life balance is a key issue for both the employers and the employees. Much has been studied on 

providing and improving work-life balance for the employees. It is an accepted fact that work -life balance cannot be 

delivered as a single capsule and hence to be effective need to consider several factors that aligns with both the 

organization and the human capital. This paper attempts to study the preferences of employees on work -life balance 

and suggests a design for enhancing work-life balance among employees. The study concludes that both the 

organization and the employees will have to collaborate for achieving a balance work -life. 
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I. INTRODUCTION 
Today‟s employees are constantly working under pressure. This pressure is either self-induced or forced 

upon them by the company. An employee feels that he/she needs to climb the ladder of success, compete with 

his/her peers and show the world that they are best among few. This creates undue pressure in them. They try to 

juggle between their personal, family and work life, take unfin ished work home, burn the midnight oil and come to 

work the next day feeling anxious and depressed that they have more to do. On the other hand, the demands of the 

corporate world are exceed ing every day. Employees are reminded to achieve their targets, meet deadlines and keep 

their organisation among the top companies. The problem gets more complicated with the availability of technology. 

Employees are glued to smart gadgets, answering phones and  replying to mails. As a result, their life is 

compromised. They fail to realise that they are losing their personal quality of life. They compromise on their 

family, health and personal needs.  

Employees, irrespective of the sector or nature of work, pay no or least thoughts on having a balance 

between work and personal/family life. It is imperat ive that theyunderstand that a balance between work and 

personal life is the key fo r both organisation‟s and employee‟s success. Scott (2016) cites a research by Corporate 

Executive Board (2009) on „The Increasing Call fo r Work-Life Balance‟ that work life balance ranks second as the 

most important workplace attribute, only next to compensation. It is best at this point to understand the opinion of 

experts on the meaning of work-life balance.  

Work life balance is explained as a positive relationship between work and such aspects as family , leisure, 

personal growth and so on. It is the relationship between and effects of salaried work on other factors of life such as 

family, health, entertainment and personal development.  

According to New Zealand State Services Commission (2005), it refers to creating a productive work 

culture; a culture in which tensions between work and family life is reduced. It states that work life balance is having 

the „right‟ combination of paid work and other aspects of an employee‟s life.  

Ari Horie, founder and CEO of Women‟s Startup Labin her response to 7 Minute Read, Leadershiphas a 

slightly different view on work life balance as quoted by Giang (2016). She prefers not to use the term „balanced‟ as 

it give the notion of „right‟ and „wrong‟. She recommends that „work life design‟ is used instead as it gives a 

healthier perspective. 

Work life balance has been talked about for many years now; Corporates around the globe have been 

involved in designing various strategies and implementing programmes for enhancing the work life balance of their 

employees. Employees are encouraged to go through several internal and external training sessions on this much 

debated topic. For example, many companies are following the system of flexi timings, child care and such other 

initiat ives, to make sure that taking care of family needs does not interfere with work life(Rothbard, 2001).  

However there is no one formulae for ach ieving a completely successful work life balance among 

employees. Still, employees have not found one easy way for maintaining a healthy balance between work and their 

personal life.  
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This is largely due to the fact that different people have different priorities and pressures in life and the 

companies which have recognized this have been more successful than others in delivering results. There is no 

„ideal‟ solution for work life balance; each employee is different and further to that life‟s challenges, needs and 

personal commitments change over time. The „balanced‟ work life recipe may not be the same even for the same 

employee over the passage of time.  
 

II. SIGNIFICANCE OF THE STUDY 
The concept of work life balance is abstract. It changes from individual to individual; depends on the 

social-cultural factors, family demands, employers‟ expectations, needs of the employee, present challenges and 

motivations. Delecta (2011) emphasized that “work life balance is a subjective phenomenon that changes from 

person to person”.  

But the fact remains that healthy work life practices are imperative for both work productivity and 

employee‟s personal development. The success lies in identifying the key aspects that would lead to a balanced 

work life. Th is rests with both the employers and the employees. A „one pill‟ solution will not work for all 

employees or for all companies at any point of time. What will work is to clearly identify individual nee ds and 

priorities by the employer taking into consideration his current challenges and stressors and then design a custom-

made programme for improving his work life balance.  

This study focuses on studying the preferences of employees on work-life factors and attempts to suggest a 

model for achieving a healthier work-life balance among the employees , that will by large be successful. This study 

is different from few other studies as it covers a target population from d ifferent countries, having different life  

styles and cultures but all working as expatriates in Oman. As expat work-force, living away from the home country, 

they face different challenges  at work and in their personal lives  and hence the authors wanted to study their 

preferences in terms of personal, social needs etc.. The problem under study is  to understand the relationship of 

work-life preferences in terms of personal factors such as marital status, nationality, income etc and these factors 

have a compelling influence on the employees. 

 

III. OBJECTIVES OF THE STUDY 

 To study the relationship between work-life preferences and personal factors such as age, income, 

nationality and gender 

 To find the preferences of respondents in terms of social needs, personal needs, team work needs, time 

management and work itself  

 To depict a suggestive design for a healthier work life balance among employees 

 

IV. REVIEW OF LITERATURE 
Studies on work-life balance are many and varied and have drawn the attention of organisations for the past 

several years. In an attempt to promote a healthy work-life balance at the work place, many organisations, 

academicians and researchers have conducted studies focusing of various perspectives of work-life balance.  

Konrad and Mangel (2000), Hill et al (2001), Beauregard (2009) have conducted studies on work-life 

balance programmes/practices/impact in organisations. Some of these include flexible hours, child care, job sharing, 

part-time employment etc. Smith and Gardner (2007) studied the effectiveness of various initiatives for work-life 

balance, Greenhaus et al (2003),Kotowska et al (2010) studied the relation between work life balance and quality of 

life. Other studies include role of HRM in maintaining work/family life balance (Wei et al, 2013), measuring 

Quality of work life (Chandra,2013; Delina& Raya, 2013), experiences of work-life balance and causes of 

imbalance (Murphy and Doherty, 2011), work imbalance and high levels of stress (Kofodimos,1993); work -life 

balance and effect of employees on job satisfaction (Arunika & Kottawatta (2015); Saif et al (2011);  Yadav & 

Dabhade (2014); Maran et al (2013) and work and family life conflict (Sandhu (2006); Reynolds (2005);Nadeem & 

Abbas ( 2009)) 

Rife & Hall (2015) cite a survey by Society of Human Resource Management in 2002 that 70% of 

employees have an unhealthy balance between work and personal life. Imbalance in work-life causes several 

problems and hinders an individual‟s efficiency and productivity. This is found to be true in several studies. To cite 

a few, Kotowska et al (2010) reported that more number of Europeans suffered from some kind of work-life conflict 

such as too little time with families, not having time for social contacts, lack of time for pursuing personal hobb ies 

and interests and lack of time fo r taking up family responsibilities.  

Longer work hours and work pressure may lead to fatigue, anxiety or other adverse psycho -physiological 

consequences that can have a negative impact on the quality of home and family  life. (White, et al, 2003).Baral & 
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Bhargava, 2010 report that employees with lower levels of perceived control over their work experience high levels 

of work overload and work-life imbalance. Higher the perceived work-life conflict, lower is the career satisfaction 

(Martins et al., 2002) 

Lockwood (2003) had cited a study by Rutgers University which reports that about 90% of working adults 

are concerned they do not spend enough time with their families. It was also cited that about 70% of respondents felt 

that they don‟t have a healthy balance between their personal and work lives. Francene  Sussner Rodgers (1992) 

study reported that 28 percent of the men and 53 percent of the women stated that work-family stress affected their 

ability to concentrate at work. Cinamon & Rich (2010) have found that work life balance issues affect one‟s identity, 

well-being and quality of functioning.   

Emirates 24/7 news (2013) reports that about 38 percent of UAE employees have stated that they receive 

very little  or no support from company for achiev ing a healthy work life balance. In UAE, about 57 percent of 

business professionals feel that they spend more t ime away from home, which has shown that overall work -life 

balance in the UAE is lower when compared to other countries. (Gulf News Careers, 2016) 

Several studies have stressed the need for maintaining work-life balance. These studies report the positive effects of 

having a healthy work-life balance. For example, Lazar et al (2010) report that employees who were more favorab le 

towards their organisation‟s initiatives for work-life balance also reported lower intent to leave the organization and 

expressed high levels of job satisfaction. About 60% of people reported in Hoechst Celanese document that the 

ability to balance work with personal and family responsibilities was very important for staying in the company 

(Landauer, 1997). 

Goveas (2011) reports that having a successful work life balance will lead to a more satisfied workforce, 

thereby contributing to increased productivity and further the employees would be more ethical, fair and honest. It 

was stated that lack of work life balance leads to higher levels of stress and lack of task control.  

A survey conducted by job site Bayt.com and YouGov, a research and consulting organization showed that 

nearly 74 percent of the employees in Oman believe that work-life balance is very important for job motivation. 

(Muscat Daily, 2013).Employees who have low work-family conflict report higher levels of job satisfaction, 

(Thomas/Ganster 1995), high contentment with work-life balance implies less intention to change to a new job 

(Anderson et al, 2002) and advance in their career (Lyness/Judiesch, 2008). 

Many studies report the strategies followed by organisations to improve work -life balance. To state a few, 

Rothbard, (2001) has recorded that organisations have policies such as flexi-t ime, child care and such other 

mechanis ms to deal with work life balance issues. Jennings & McDougald, (2007) state that factors such as “job 

autonomy, schedule flexib ility, hours worked, the amount of social support provided by supervisors and coworkers, 

and the existence of family-friendly work policies direct ly in fluence work-life balance.” Greenhaus et al (2003) 

suggested high investment of time and involvement in work and family would reduce both stress and work-life 

conflict and further improve quality of life.  

It is believed that work-life balance cannot be prescribed as a capsule to employees and each organization 

will have to tailor-make their strategies such that it benefits all its employees. Policies and strategies will have to be 

employee-friendly and companies need to take efforts for providing a conducive environment for the individuals to 

be productive employees. This is rightly pointed out by Karthik (2013) who is of the view that work life balance 

increases efficiency and therefore the productivity of the employee increases. This in turn leads to both personal and 

professional satisfaction. It was also reported by Bloom et al. (2007) that larger firms generally have better work life 

balance practices for improving the performance of the organization.  

Manoj Kumar & Mohammed (2014) suggest that every organization need to frame HR policy for provid ing work-

life balance. They believe that balanced work-life leads to employee‟s health and hence organisations need to put 

into practice various strategies such as insurance schemes, time management, planning & priorit izing tasks etc. to 

maintain healthy work-life balance. 

Haddon & Hede (2010) in their study state that perception of work life balance and the links between 

perceived work like balance and its consequences to employees and employers lies with the individual, interpersonal 

and organizational factors. They are of the view that the responsibility o f achieving work life balance lies with both 

the individual and the organizat ion. They also found that perceptions of work life balance have an impact on life, job 

satisfaction, well-being, mental health and individual performance. It is based on this viewpoint that a model is 

suggested in this paper for improving work-life balance at work place. 

 

V. METHODOLOGY & TOOL 
This is a descriptive study based on primary data. The study was conducted among 96 respondents who 

belonged to different nationalit ies such as Indians, Sri Lankans, Arabs and few other nationals from Europe, South 
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America and Philippines liv ingin the Sultanate of Oman. Simple random, sampling method was adopted for data 

collection. The respondents were working in different sectors such as educational institutions, Government and 

private organsiations. The scale developed by Pareek and Purohit (2010) consisting of 36 items was administered 

among the respondents. The scale covered six dimensions which include Social needs, personal needs, Time 

Management, Team work, Compensation & benefits and work. Each component had six statements focusing on the 

respective need. Data analysis was done using Statistical Package for Social Sciences. Tests  such as One-way 

Anovaand „t‟ test were computed in order to arrive at inferences. The paper comes up with a suggestive design for 

achieving a healthier work-life balance at work place. Th is calls for action from both the employees and the 

employers. 

 

VI. ANALYSIS & INTERPRETATIONS 

PROFILE OF RES PONDENTS  

Table: 1 Frequency Table based on Socio-Economic Factors 

S.No Factors Frequency Percentage 

 AGE n % 

1.     Below 30 years 

    30 - 40 years  

    Above 40 years         

                        Total                                                            

28 29.2 

43 44.8 

25 26.0 

96 100.0 

 QUALIFICATION   

2.     B.E /B.Tech  

    PG 

    M.Phil 

                        Total                                                          

60 62.5 

25 26.0 

11 11.5 

96 100.0 

 NATIONALITY   

3.    Indian  

   Srilankan 

   Arab  

   Others 

                        Total 

40 41.7 

23 24.0 

15 15.6 

18 18.8 

96 100.0 

 INCOME   

4. > RO 500 

  RO 501 - 1000 

  RO 1001 - 1500 

                          Total 

40 41.7 

49 51.0 

7 7.3 

96 100.0 

 MARITAL STATUS    

5.   Married  

  Single  

                          Total  

51 53.1 

45 46.9 

96 100.0 

The above table shows the frequency distribution of the selected respondents based on the socio -economic 

factors. There were 28 respondents (29.2%) who were below 30 years old, 44.8% in the 30 – 40 years age range and 

26% of the respondents above 40 years of age. Among the total respondents, 62.5% of them had a B.E or a B.Tech 

degree, 26% of them had a PG degree and about 11.5% of the respondents had a  M.Phil degree. The respondents 

belonged to different nationalities. (40 Indians, 23 Sri Lankans, 15 of Arab origin and few others from Philippines , 

South America and Europe). With regard to the monthly income, 41.7% of them earned below 500 Omani riyals, 

51% of them earned in the range of OMR 501 – 1000 and 7% of them earned in the range of Omani OMR 1001 – 

1500. It was seen that 51 respondents were married and the rest were single.  

 

Table: 2 One Way Anova Results for the di fferent dimensions based on AGE 

   Factors N Mean 

Std. 

Deviation F 

Significance 

SOCIAL NEEDS  Below 30 years 28 50.19 10.68   

  30 - 40 years  43 45.97 11.88  .094 
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  Above 40 years 
25 51.37 8.57 2.423 

P > 0.05 

Not Sig  

 Total 96 48.61 10.92   

 

 

PERSONAL NEEDS 

 

 

 Below 30 years 

 

 

28 

 

 

52.27 

 

 

8.06 

 

 

 

.024 

  30 - 40 years  43 48.00 6.52 3.884 P < 0.05 

  Above 40 years 25 51.37 5.74  Sig  

 Total 96 50.13 7.03   

 

 

TIME MANAGEMENT 

 

 

 Below 30 years 

 

 

28 

 

 

47.36 

 

 

5.58 

 

 

 

 

.117 

  30 - 40 years  43 49.56 11.55 2.195 P > 0.05 

  Above 40 years 25 43.87 13.52  Not Sig  

 Total 96 47.43 10.93   

 

 

TEAM WORK 

 

 

Below 30 years 

 

 

28 

 

 

50.64 

 

 

12.42 

 

 

 

.476 

 30 - 40 years 43 49.36 7.88  P > 0.05 

 Above 40 years 25 52.38 9.56 .748 Not Sig  

  

Total 
96 50.52 9.79   

 

 

COMPENSATION 

&BENEFITS 

 

 

 

Below 30 years 

 

 

 

28 

 

 

 

51.53 

 

 

 

6.64 

 

 

 

 

.115 

 30 - 40 years 43 48.00 9.56 2.218 P > 0.05 

 Above 40 years 25 46.20 11.79  Not Sig  

 Total 96 48.56 9.60   

 

 

WORK 

 

 

 Below 30 years 

 

 

28 

 

 

48.99 

 

 

8.46 

  

  30 - 40 years  43 54.11 7.19 3.261 .043 

  Above 40 years 25 51.71 9.71  P < 0.05 

 Total 96 51.99 8.47  Sig  

 

 TOTAL SCORE 

 

 

 Below 30 years 

 

 

28 

 

 

50.16 

 

 

2.96 

 

 

 

.545 

  30 - 40 years  43 49.17 3.41 .611 P > 0.05 

  Above 40 years 25 49.48 4.86  Not Sig  

 Total 96 49.54 3.71   

df = 2,95 

One way Anova test was computed for the different dimensions in order to find out the significant relat ionship 

among the variab les. Table 2 shows the Anova results for the dimensions social needs, personal needs, time 

management, team work, compensation and benefits and work itself with respect to age factor. The total score for 

the dimension „social needs‟ showed a mean value of 48.61 (SD = 10.92).  The mean value of those below 30 years 

was 50.19 (SD = 10.68), fo r those in the 30 – 40 years, the mean value was 45.97 (SD = 11.88) and for those above 

40 years, the mean value was 51.37 (SD = 8.57). The F value was 2.423 and there was no significant difference 

among the groups with respect to this dimension. However, those in the 30 to 40 years age group had lesser social 

needs as compared to the other two groups. 

For the next dimension „Personal needs‟, the mean value for the below 30 years age group was 52.27 (SD = 

8.06), mean value for 30 – 40 years group was 48.00 (SD = 6.52) and for those above 40 years, the mean value was 
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51.37 (SD = 5.74). The F value was 3.884 and since P < 0.05, there exists significant difference among the three 

groups. Those in the 30 – 40 years age group have less „personal needs‟ than the other two groups. 

As far as „time management‟ is concerned, the mean score of all respondents was 47.43 (SD = 10.93). 

Those below 30 years age had a mean value of 47.36 (SD = 5.58), respondents in the 30 – 40 years age group had a 

mean value of 49.56 (SD = 11.55) and those above 40 years had a mean value of 43.87 (SD = 13.52). The F value 

was 2.195 and there was no significant difference among the three groups. Those respondents in the 30 – 40 years 

age group had shown higher scores on time management. 

With regard to the dimension „compensation and benefits‟, the total mean value obtained was 48.56 (SD = 

9.60). The respondents below 30 years of age had scored higher mean value (51.53; SD = 6.64) than the other two 

groups. The F value was 2.218 and there was no significant difference among the groups. For the dimension „work‟, 

the total mean value was 51.99 (SD = 8.47). The respondents below 30 years of age had scored a mean value 48.99 

(SD = 8.47), those in the 30 – 40 years had got a mean value of 54.11 (SD = 7.19) and those in above 40 years had 

scored a mean value 51.71 (SD = 9.71). The F value was 3.261 and since P < 0.05, there was a significant difference 

among the groups. It was seen that those in the 30 – 40 years age group had more inclination towards this dimension 

than the other two groups. 

Table : 3 One Way Anova Results for the different dimensions based on NATIONALITY 

Factors N Mean 

Std. 

Deviation  

F Significance  

SOCIAL NEEDS   Indian  40 49.83 6.81   

 Srilankan 23 44.78 13.84   

   Arab 15 52.26 12.30 1.748 .163 

   Others 18 47.72 12.32  P > 0.05 

  Total 96 48.61 10.92  Not Sig  

 

PERSONAL NEEDS 

 

 

 Indian 

 

 

40 

 

 

48.89 

 

 

5.67 

 

 

 

 

 Srilankan 23 50.58 5.52  .016 

  Arab 15 55.04 9.22 3.624 P < 0.05 

  Others 18 48.19 7.99  Sig  

 Total 96 50.13 7.03   

 

TIME MANAGEMENT 

 

 

 Indian 

 

 

40 

 

 

44.93 

 

 

9.32 

  

 Srilankan 23 48.77 12.02   

  Arab 15 46.70 12.62 1.886 .137 

  Others 
18 51.89 10.53  

P > 0.05 

Not Sig  

 Total 96 47.43 10.93   

 

TEAM WORK 

 

 Indian 

 

40 

 

49.52 

 

11.69 
  

 Srilankan 23 52.22 5.74   

  Arab 15 50.60 7.70 .362 .780 

  Others 
18 50.50 11.16  

P > 0.05 

Not Sig  

 Total 96 50.52 9.80   

 

 

COMPENSATION 

&BENEFITS 

 

 

 Indian 

 

40 

 

47.33 

 

8.26 

 

 

 Srilankan 23 49.68 9.73  .043 

  Arab 15 44.48 10.88 2.831 P < 0.05 
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Table 3 shows the one way Anova results of the different dimensions based on Nationality. It was seen that 

for the dimension „social needs‟, the total mean value was 48.61 (SD = 10.92). The mean value obtained by 

respondents from Arab nations was 52.26 (SD = 12.30) and the mean value of obtained by Indian respondents was 

49.83 (SD = 6.81), both of which was higher than the other groups. The F value was 1.748 and there was no 

significant difference among the groups. 

The total mean value of the dimension „personal needs‟ was 50.13 (SD = 7.03). The mean value scored by 

Indians, Sri Lankans, Arabs, respondents from other countries were 48.89 (SD = 5.67), 50.58 (SD = 5.52), 55.04 

(SD = 9.22) and 48.19 (SD = 7.99) respectively. Those respondents from Sri Lanka and Arab nations have shown 

higher personal needs than the other groups. The F value obtained was 3.624 and since P < 0.05, there exists 

significant difference among the groups with respect to this dimension.   

For the dimension „t ime management‟, the total mean value was 47.43 (SD = 10.93). The mean value 

obtained by respondents from Sri Lanka was 48.77 (SD = 12.02) and those from other countries like Ph ilippines , 

South America and Europe was 51.89 (SD = 10.53.) They had scored preference for time management than the other 

two groups. However, there was no significant difference among the groups. 

The dimension „team work‟ had a total mean value of 50.52 (SD = 9.80). The respondents from Sri Lanka 

had a mean value of 52.22 (SD = 5.74) which was higher than the other groups and those from Arab countries had a 

mean value of 50.60 (SD = 7.70). There was no significant difference among the different groups with regard to this 

dimension. 

With respect to „compensation and benefits‟ the total mean value was 48.56 (SD = 9.60). Only respondents 

from Sri lanka and other nations had scored higher mean values (mean 49.68; SD = 9.73 and 53.28;SD = 9.76 

respectively) The F value was 2.831 and since P < 0.05 there was a significant difference among the groups. 

The dimension „work‟ had a total mean value of 51.99 (SD = 8.47). The mean values obtained by Indians, 

Srllankans, and other nations were 52.23 (SD = 7.07), 53.48 (SD = 10.03) and 53.75 (SD = 4.02) respectively. There 

was no significant difference among the groups. 

Table : 4 One Way Anova Results for the different dimensions based on INCOME 

Factors N Mean Std. Deviat ion 

F Signific

ance 

SOCIAL NEEDS > RO 500 40 44.51 9.51  .001 

   RO 501 - 1000 

49 50.47 11.30 7.599 

P < 

0.05 

Sig  

   RO 1001 - 1500 7 58.98 3.75   

 Total 96 48.61 10.92   

 

PERSONAL NEEDS 

 

> RO 500 

 

40 

 

49.52 

 

6.13 
  

   RO 501 - 1000 49 50.13 7.96 1.011 .368 

   RO 1001 - 1500 7 53.61 3.75  P > 

  Others 

Total 

 

18 

96 

53.28 

48.56 

9.76 

9.60 

 

 Sig  

 

WORK 

 

Indian 

Srilankan 

Arab 

Others 

Total 

 

40 

23 

15 

18 

96 

 

52.23 

53.48 

46.98 

53.75 

51.99 

 

7.07 

10.03 

11.63 

4.02 

8.47 

 

 

 

2.352 

 

 

.077 

P > 0.05 

Not Sig  

 

  TOTAL SCORE 

 

Indian 

Srilankan 

Arab 

Others 

Total 

 

40 

23 

15 

18 

96 

 

48.79 

49.92 

49.35 

50.89 

49.54 

 

2.01 

4.49 

6.45 

1.97 

3.71 

 

 

1.454 

 

.232 

P > 0.05 

Not Sig  

 

       

df = 3,95       
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0.05 

 Total 96 50.13 7.03  Not Sig  

 

TIME MANAGEMENT 

 

> RO 500 

 

40 

 

45.77 

 

11.15 
 

 

.023 

   RO 501 - 1000 
49 49.95 10.71 3.928 

P < 

0.05 

   RO 1001 - 1500 7 39.31 4.07  Sig  

 Total 96 47.43 10.93   

 

TEAM WORK 

 

 

> RO 500 
 

40 

 

47.96 

 

11.49 
 

 

.081 

P > 

0.05  

Not Sig  

   RO 501 - 1000 49 52.08 8.43 2.576  

   RO 1001 - 1500 7 54.21 3.40   

 Total 
96 50.52 9.79   

COMPENSATION & 

BENEFITS 

> RO 500 
40 48.58 9.84   

   RO 501 - 1000 49 48.59 9.98 .004 .996 

   RO 1001 - 1500 

7 48.25 5.83  

P > 

0.05  

Not Sig  

 Total 96 48.56 9.60   

 

WORK 

 

> RO 500 

 

40 

 

51.50 

 

8.58 
  

   RO 501 - 1000 49 53.19 8.58 2.094 .129 

   RO 1001 - 1500 
7 46.47 4.46  

P > 

0.05 

 Total 96 51.99 8.47  Not Sig  

 

TOTAL SCORE 

 

> RO 500 

 

40 

 

47.97 

 

3.94 
  

   RO 501 - 1000 49 50.74 3.32 6.985 .001 

   RO 1001 - 1500 
7 50.14 .63  

P < 

0.05 

 Total 96 49.54 3.71  Sig  

df = 2,95 

Table 4 presents the one way Anova results for the different dimensions based on Income. It  was found that 

the total mean value for the dimension „Social needs‟ was 48.61 (SD = 10.92). The respondents who earned on the 

income bracket OMR 501 – 1000 and those who earned between 1001 – 1500 scored a mean value of  50.47 (SD = 

11.30) and 58.98 (SD = 3.75). The F value was 7.599 and since P < 0.05, there was significant difference among the 

groups for social needs. 

For the dimension „Personal needs‟, the total mean score was 50.13 (SD = 7.03). Those in the OMR 501 – 

1000 and OMR 1001 – 1500 income bracket scored higher mean values than the other group. However, there was no 

significant difference among the groups with regard to personal needs.  

The dimension „Time management‟ had a total mean value of 47.43 (SD = 10.93). Only those respondents 

in the OMR 501 – 1000 income range scored high on this dimension. Further, since P < 0.05, there was significant 

difference among the three groups. The dimension “team work‟ had a total mean score  of 50.52 (SD = 9.79).  The 

respondents earning less than OMR 500 monthly scored a lesser mean value as compared to the other two groups. 

The F value was 2.576 and the groups did not differ significantly.  

The dimension „compensation and benefits‟ had a total mean value of 48.56 (SD = 9.60).  The respondents 

earning less than OMR 501 and those earning in the range OMR 501 – 1000 scored higher mean value than total 

mean. The F value was .004, and there was no significant difference among the groups. The dimen sion „work‟ had a 



Anthea Washington et al., International Journal of Research in Management, Economics and Commerce, ISSN 

2250-057X, Impact Factor: 6.384, Volume 06 Issue 07, July 2016, Page 23-35 

 

www.indusedu.org    Page 31 

 

total mean value of 51.99 (SD = 8.47). The respondents in the income range OMR 501 – 1000 scored a mean value 

of 53.19 (SD – 8.58), which was higher than the other two groups. However, the groups did not differ significantly.  

However the overall results showed a significant difference among the groups for this factor.  

Table 5: ‘t’ Test Results for di fferent Dimensions based on Marital Status  

Dimensions  Marital status N Mean 

Std. 

Deviation  „t‟ value  

Significance  

SOCIAL NEEDS   Married  51 50.20 10.52 1.536 P > 0.05 

   Single  45 46.80 11.21  Not Sig  

 

PERSONAL NEEDS 

 

  Married  
 

51 

 

49.63 

 

6.26 

 

-.734 

 

P > 0.05 

Not Sig  

   Single  
45 50.69 7.85  

 

TIME 

MANAGEMENT 

  Married  
51 48.73 11.11 1.242 

P > 0.05 

Not Sig  

   Single  45 45.96 10.65   

 

TEAM WORK 

 

  Married  

 

51 

 

51.68 

 

8.34 

 

1.237 

P > 0.05 

Not Sig  

   Single  45 49.20 11.16   

 

COMPENSATION & 

BENEFITS 

 

  Married  
 

51 

 

48.65 

 

9.64 

 

.094 

P > 0.05 

Not Sig  

   Single  45 48.46 9.67   

 

WORK 

 

  Married  

 

51 

 

52.90 

 

8.44 

 

1.119 

P > 0.05 

Not Sig  

   Single  45 50.97 8.48   

 

TOTAL SCORE 

 

  Married  

 

51 

 

50.30 

 

3.16 
2.174 

P > 0.05  

Not Sig  

   Single  45 48.68 4.11   

Table 5 shows the „t‟ test results for the various dimensions based on marital status. It was observed that for 

the dimension „social needs‟, the mean value was 50.20 (SD  = 10.52) for those who were married and 46.80 (SD = 

11.21) for the single respondents. The „t‟ value was 1.536 and there was no significant difference between the two 

groups. 

For the dimension „personal needs‟, the mean scores for the married and single respondents were 49.63 (SD 

= 6.26) and 50.69 (SD = 7.85) respectively. The groups did not differ significantly. For the next dimension „time 

management‟, the man values obtained by the two groups were 48.73 (SD = 11.11) and 45.96 (SD = 10.65) 

respectively. The groups did not differ significantly.  

For the dimension „team work‟, the mean scores obtained were 51.68 (SD = 8.34) and 49.20 (SD = 11.16) 

by the married and single respondents respectively. The „t‟ value was 1.237 and the groups did not differ 

significantly. The dimension „compensation & benefits‟ had a mean value of 48.65 (SD = 9.64) and 48.46 (SD = 

9.67) for the married and single groups respectively. However, the groups did not differ significantly. For the 

dimension „work‟, the mean value for the married group was 52.90 (SD = 8.44) and for single respondents was 

50.97 (SD = 8.48). The „t‟ value was 1.119 and it was seen that the groups did not differ significantly.  

 

VII. MAJOR FINDINGS 

Respondents who were below 30 years of age and those above 40 years had higher social needs and 

personal needs. Those in the 30 – 40 years age range are able to manage their t ime more effect ively than other 

respondents. Similar findings were reported by Taysig & Fenwick (2001) that older adults report greater success 

with work-life balance. Surprisingly, those in the 30-40 years age group had lesser personal and social needs. This 

implies that employees in this age group have more work concerns than other needs. It is highly likely t hat these 

employees suffer from work-life imbalance. 

The respondents in the 30 – 40 years age group have lesser inclination towards team work. The other 

respondents prefer to work in teams to complete their work. It needs to be noted that people who get support from 
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different sources such as coworkers, community and financial Resources are able to better deal with work-family 

conflict (Martins et al, 2002). It is therefore essential that employees across all age group have a positive attitude 

towards working in teams. 

Those below 30 years had agreed that they are compensated and get benefits for extra efforts in the 

organization, which is not agreed by others. Respondents in the 30 – 40 years age range enjoy their work than other 

respondents who are older in age. This is rightly in tune with Bardwick (1986) who is of the opinion that as people 

matures in their career and has reached a position; they will not be as tolerant of work - family conflict because they 

don‟t consider it worth-while to put in ext ra hours at work.  

It was seen that respondents from India and Arab countries have more social needs than those from Sri 

Lanka and other countries. Concerning personal needs, those from Sri Lanka and Arab nations were able to satisfy 

their personal needs more effect ively than others.This implies that they were in fact better in balancing work-life 

issues than other respondents. They might be spending more t ime with family and meeting their personal needs 

more effectively. This has been pointed by Greenhaus et al (2003) who found that individuals who spent more time 

on family than work enjoyed higher quality of life than those who spent more time on work than family, who 

actually experiences highest levels of stress and work-family conflict. It is reported by Perlow & Porter (2009) that 

employees who spend more time at work than other things in their lives have job dissatisfaction, which leads to lack 

of productivity. 

Those respondents from Sri Lanka and other countries like Ph ilippines and Europe were able to manage 

time effectively both at home and at work than others. Thushari (2009) has reported that if employees are oriented 

on effective time management, it  will lead to having a balance between personal and work life. In his research 

among Software Engineers in Sri Lanka, a positive relationship was found between Time Management and Work 

Life Balance. It shows clearly, as supported by research, that effective time management is one important factor for 

work-life balance. 

Respondents from Sri Lanka and Arab countries have shown higher preference for team work as compared 

to others.Similarly, those from Sri Lanka and other countries agree that they are compensated for efforts put in their 

organization. Respondents from India, Sri Lanka and other countries mostly enjoy their work.  

This study clearly shows that those respondents from Sri Lanka in particular, were able to manage time effectively 

and be able to satisfy their personal needs too. Further, they enjoy their work. It can be inferred from this that they 

might be enjoying better work-life balance than respondents from other countries. 

Byrne (2005) is of the opinion that employees who enjoy work-life balance feel that they have a fulfilled 

life and experience less role conflicts at work and outside work. It stands to reason that employees need to enjoy 

their work. They need to be fulfilled by the kind of work they do and this requires mutual efforts taken by the 

employees and the employers, Employers also need to provide a work environment that makes work an en joyable 

experience. 

Respondents earning more than OMR 501 monthly have shown higher preference for social needs, personal 

needs and preferred to work in teams. Those earning in the range OMR 501 – 1000 were ab le to manage time 

effectively. Respondents earning less than OMR 501 and those in the range OMR 501 – 1000 agreed that they got 

compensation and benefits for the work they put in. Those in the OMR 501 – 1000 income range were happy with 

the work itself. 

Married respondents had more preference for social needs, time management skills, team work, 

compensation and benefits and work itself when compared to those who were single.This clearly implies that 

married people need to have a balance between work and family life. They need to learn the art of work-life balance 

for achieving a productive life both at work and at home.  

Delina and Raya (2013) have found in their study that married women find it very hard to b alance work and 

family life and that in the health sector about 76.7% of them have difficulty in balancing work and personal life. 

They stress the need for work life balance for having life satisfaction. 

 

VIII. CONCLUSION & RECOMMENDATIONS 
Achieving Work-life balance has always been a challenge to both the workforce and the employers. With 

the current economic scenario, particularly in the Gulf, employees go to any extent to safeguard their jobs. They 

don‟t mind working longer hours, for lesser package and under stressful conditions. This has led to severe 

implications in other walks of life. Nevertheless, there are companies who are concerned about their employees‟ 

well-being and take steps to provide them with a healthy atmosphere to work. But, as stated earlier, it requires 

conscious efforts from both the employers and the employees to achieve work-life balance. The authors have taken 

efforts to provide a suggestive model for work-life balance as follows. 
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Suggestive Design for Healthier Work-Life Balance 
 

 
 

Work-life imbalance impacts both the organisation and the employees negatively. As much as employees suffer 

from health issues, stress, family-life conflicts, low self-confidence etc, the organization too faces several problems 

such as high productivity costs, employee turnover, economic loss, low morale and lack of loyalty.  Therefore, both 

the organization and the workforce need to take collective efforts for enhancing work-life balance. The above model 

shows that organisations need to further promote the concept of flexib le timings, have a transparent culture, give job 

autonomy, have counseling and grievance cells, promote team-building bexercisesm have employee engagement 

programmes and structured policies that will pave way for achieving work-life balance. The employees too will need 

to be willing to learn & train, be team players, manage time effectively, opt for job sharing, plan & priorit ise, 

develop healthy attitude, discipline and be creative & adaptable at work. These strategies , it is believed will enhance 

work-life balance in organisations.  
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All said and done, it is to be accepted that one specific method will not result in positive work-life balance. 

Both employers and employees will have to chalk out what suits them and develop s trategies that will lead to mutual 

benefits both in the short-term and long-term. 
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