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Abstract: Work-life balance has been a topic of various researches where researches
have been mostly concerned with the influence of organizational practices and policies
on work-family balance. On the other side the relation between demographics and
work-life balance, particularly in academics sphere, has not been well investigated.
Therefore we test in our research how gender, age and the academic rank affect work-
life balance among higher education lecturers. Participants in this study were higher
education lecturers from Austria, Croatia, Czech Republic, Germany, Serbia and
Slovenia. The results of our research show that with a higher academic rank the work-
life balance among higher education lecturers’ increases. Results show no difference in
work-life balance among higher education lecturers based on gender. Potential
curvilinearity between age and work-life balance among higher education lecturers was
not confirmed due to the lack of statistical significance. The results of this study give
better insights into the basic demographics’ effect on work-life balance, particularly
among higher education lecturers. Results of this study can be used both for further
research and in practice.
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UTICAJ POLA, STAROSTI | AKADEMSKOG
POLOZAJA NA ODRZAVANJE RAVNOTEZE 1IZMEDU
POSLOVNOG I PRIVATNOG ZIVOTA

SaZetak: Ravnoteza izmedu poslovnog i privatnog Zivota je bila tema razlicitih
istrazivanja, u kojima su se istrazivaci uglavnom bavili uticajem organizacionih praksi i
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politika na ravnotezu izmedu posla i porodice. Sa druge strane, odnos demografskih
faktora i ravnoteze izmedu poslovnog i privatnog Zivota, posebno u akademskoj sferi,
nije dovoljno dobro istrazen. Prema tome, u ovom istrazivanju autori testiraju kako pol,
starost i akademski poloZaj uticu na ravnotezu izmedu poslovnog i privatnog Zivota
predavaca u visokom obrazovanju. Uclesnici u istrazivanju bili su predavaci u oblasti
visokog obrazovanja iz Austrije, Hrvatske, Ceske, Nemacke, Srbije i Slovenije. Rezultati
istrazivanja ukazuju na to da visi akademski polozaj utice na poveclanje ravnoteze
izmedu poslovnog i privatnog Zivota predavaca u visokom obrazovanju. Rezultati ne
ukazuju na postojanje razlike u ravnotezi izmedu poslovnog i privatnog Zivota s obzirom
na pol ispitanika. Potencijalna linearna povezanost izmedu starosti i ravnoteze izmedu
poslovnog i privatnog Zivota predavaca u oblasti visokog obrazovanja nije potvrdena
jer se nije doslo do statisticki znacajnih rezultata. Rezultati ove empirijske studije
pruzaju bolji uvid u osnovne uticaje demografskih faktora na ravnotezu izmedu
poslovnog i privatnog Zivota, posebno medu predavacima u oblasti visokog
obrazovanja. Rezultati se mogu koristiti za dalja prakti¢na istraZivanja.

Kljucne reci: ravnoteza izmedu poslovnog i privatnog Zivota, predavaci u oblasti
visokog obrazovanja, upravljanje ljudskim resursima

1. INTRODUCTION

Nowadays, due to a fast pace of life, work-life balance is not always an easy
task. Balancing work and family, or balancing the requirements and obligations
of working and family life, is therefore an important topic of general
conversations between people as well as numerous scientific research. Work-
life balance related problems disturb every person, unrelatedly of their level of
gender, race, age, education, profession, income, family structure, and status of
work (McMuillan, Morris and Atchley, 2011). The most common troubles due to
the work-life unbalance are being fatigue, underperformance, feeling less
qualified and not well at work, dissatisfaction of job and walk-out (Erdamar and
Demirel, 2014). Academic work is characterized by the fact that the working
day is not precisely defined; therefore education lecturers are often faced with
the work-life balance problem.

2. WORK-LIFE BALANCE

The problem of the work-life balance is a broad concept and it can be analysed
from several aspects: psychological, sociological, gender or aspect of the
working environment culture (Sukalova, Ceniga and Janotova, 2015). The
psychological aspect focuses on how problems with the work-life balance are
connected with stress and work dissatisfaction as well as the psychological
health of an individual. The sociological aspect focuses on work-life balance
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from the social state policy point of view, while the gender perspective focuses
on the gender differences in the frame of the work-life balance.

The term work-life balance has three components - "work", "life" and "balance"
(Suresh and Kodikal, 2017). “Work” is a paid work, or the employment (Guest,
2002), and "life" is all activities outside of work (Suresh and Kodikal, 2017),
such as, household activities, friends, family and community (Skinner and
Pocock, 2008). Thus, the work-life balance is in a broader sense; the work-life
balance could be described as the satisfactory involvement or adaptation
between several roles in an individual's life (Bedarkar and Pandita, 2014).
Different people will value the work-life balance differently, according to their
values and circumstances (Othman, Yusof and Osman, 2009).

There are several factors that influence the individual’s work-life balance. They
are roughly divided into individual-level factors, organizational-level factors,
and country-level factors. Factors at the individual level include the influence of
personality traits on the work-life balance (Turliuc and Buliga, 2014), the
impact of gender on the work-life balance (Southworth, 2014) as well as
parenting and the partner's support in balancing work and personal life
(Ferguson, Carlson, Zivnuska and Whitten, 2012).

Another set of factors are the organizational-level factors. For an individual, it is
important to perceive the organization as family-friendly, since this significantly
influences the reduction of work-family conflict (Lapierre, Spector, Allen,
Poelmans, Cooper, O’Driscoll, Sanchez, Brough and Kinnunen, 2008).
Organizations can help to reduce work-family conflicts with family-friendly
programs that can help an employee to balance work and family or the
obligations of working and family life (Boyar, Maertz, Mosley and Carr, 2008).
In practice there are several work-life balance policies and practices. The most
common are the flexible schedule, the use of overtime, part-time work,
"pressed” working week, flexible working hours, work from home, holidays,
etc. (Parakandi and Behery, 2016). Employees with access to work-life balance
policies and practices often reported better psychological well-being, because
the ability to use work-life balance practices enable them sufficient time also for
a family and therefore they feel less stress with balancing work and family
(Kashyap, Joseph and Deshmukh, 2016). But not only a work-life balance
policies and practices are important for employees’ work-life balance, numerous
studies evidence also an important role of the leader (Greenhaus, Ziegert and
Allen, 2012; Maxwell, 2005). On the one hand, the leader contributes to the
development of work-life balance policies and practices, and on the other hand
plays a key role in the implementation and monitoring of the results of these
policies (Maxwell, 2005).
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In addition to the role of the individual and the work organization, researches
(Stier, Lewin-Epstein and Braunc, 2012; Roeters, 2011; Trefalt, Drnovsek,
Svetina-Nabergoj and Adlesic, 2013) show that the state also significantly
influences on work-life balance. With its policies and measures, the state creates
more or less favourable conditions for the work-life balance. The main
initiatives of the state focus primarily on the field of child care, leave, which
provides care for dependent family members, flexible forms of work and equal
opportunities for women and men.

Study among teachers (Erdamar and Demirel, 2014) showed that the most
common work-family conflict problems are continuing trouble at home
confronted at work, a problem that was confronted at work causes tension
and stress at home, the physical and mental fatigue at work makes difficult the
responsibilities at home, and other. On the other hand, the most common
family-work conflict problems are the responsibilities and small works at
home causes to make sacrifice from sleeping, the unexpected situations
(becoming ill of the child, unplanned guest) at home makes difficult the
working life and other.

3. METHODOLOGY

3.1. RESEARCH QUESTIONS

Based on studied literature and previous research, we propose our three research
guestions:

RQ1: Is there a difference in work-life balance among higher education
lecturers based on gender?

RQ?2: Is there a curvilinear relationship between the age and work-life balance
among higher education lecturers?

RQ3: Is there a curvilinear relationship between the academic rank and work-
life balance among higher education lecturers?

3.2 PARTICIPANTS

The full set of questionnaires was completed by a total of 171 online
participants, all of which were higher education lecturers, which represent our
sample, of whom 68 (39.8%) were men and 103 (60.2%) were women. The
average age of respondents was 45.05 years. On the average they had 18.81
years of work experience overall, of which 15.12 were in higher education.

According to the educational level of respondents: 5 (2.9%) were with B.Sc. or
B.A., 35 (20.5%) were with M.Sc. or MBA and 131 (76.6%) had a Ph.D.
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According to their academic rank: 29 (17.0%) were teaching assistants, 16
(9.4%) were research assistants, 59 (34.5%) were assistant professors, 36
(21.1%) were associate professors and 31 (18.1%) were full professors.

3.3 INSTRUMENTS

Descriptive statistics for the variables constructing work-life balance (Brough,
Timms, O'Driscoll, Kalliath, Oi-Ling Siu, Sit and Lo, 2014) are presented in
Table 1. Higher education lecturers had to indicate for each of the four
statements related to work-life balance, on their level of agreement by circling a
number ranging from “1” — strongly disagree to “5” — strongly agree on how
strongly they personally agree or disagree with the statement.

Table 1
Means(M) and standard deviations(SD) for the items of work-life balance

Item n M SD
I currently have a good balance between the time |
spend at work and the time | have available for non- 171 2,97 1,348

work activities.

| have difficulty balancing my work and non-work
activities.

| feel that the balance between my work demands and
non-work activities is currently about right.

Overall, | believe that my work and non-work life are
balanced. 171

171 3,23 1,343
171 2,97 1,308

3,15 1,329

Note. Calculated by the authors.

3.4 DATA COLLECTION

We used an online questionnaire, which was sent via e-mail in winter 2018, to
obtain data for our analysis. We have used convenience sampling, which is the
most common (Etikan, Abubakar Musa and Sunusi Alkassim, 2016), where
people from six countries were invited via e-mail to participate in our survey.
We have used IBM SPSS Statistics 24 to analyse the data.

4. RESULTS

First we wanted to answer RQL1, in which we researched if there is a difference
in work-life balance among higher education lecturers based on gender. We
found that male higher education lecturers did not have statistically significantly
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higher work-life balance (3.22 £+ 0.72) than female higher education lectures
(2.99£0.79), t (169) = 1.881, p = 0.062.

Before testing the curvilinearity of the relationship between age and work-life
balance among higher education lecturers, linear regression was used to analyse
the relationship between them. With age as the predictor, 0.014% variance of
work-life balance among higher education lecturers is explained (B= .140, Sig.
=.067).

RQ2 explores the potential curvilinearity of the relationship between age and
work-life balance among higher education lecturers. Regressions in which the
age and its squared value are independent variables, and work-life balance
among higher education lecturers is the dependent variable, have been made
(Table 2).

Table 2
Testing the potential curvilinearity RQ2

Work-life balance among
higher education lecturers

Age -.282 (.676)
Age’ 425 (.529)
Adj. R? .010
F 1.890

Note. Calculated by the authors. Presented are standardized coefficients B and statistical
significances (Sig.) in brackets.

In Figure 1 we present the linear and squared regression model in regard to,
what happens, when independent variables of age and the squared value of the
variable age increase and how it affects the dependent variable of work-life
balance among higher education lecturers. Adjusted R? shows that very small
portion of variance (1.0%) in our dependent variable is explained by our
independent variables. We can neither confirm nor deny curvilinearity between
age and work-life balance among higher education lecturers because of the lack
of statistical significance.

Linear regression was used first, to analyse the relationship between the
academic rank and work-life balance among higher education lecturers. After
that we tested the potential curvilinearity of their relationship. With the
academic rank as the predictor, -0.4% variance of work-life balance among
higher education lecturers is explained (f= .038, Sig. = .618), which is very low
and not statistically significant.
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Figure 1. A graphic representation of the curvilinearity test for RQ2
Note. Calculated by the authors.

In RQ3, the potential curvilinearity of the relationship between the academic
rank and work-life balance among higher education lecturers is explored. We
have used the same analysis approach as before, only this time with the
academic rank and its squared value as independent variables, and work-life
balance among higher education lecturers as the dependent variable (Table 3).
Adjusted R? shows that very small portion of variance (1.0%) in our dependent
variable is explained by our independent variables. As was the case before, we
can neither confirm nor deny curvilinearity between the academic rank and
work-life balance among higher education lecturers, because it lacks statistical
significance.

The linear and quadratic regression model in figure two present, what happens,
when independent variables academic rank and the squared value of the variable
academic rank increase and how it affects the dependent variable of work-life
balance among higher education lecturers. With a higher academic rank the
work-life balance among higher education lecturers’ increases.
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Table 3
Testing the potential curvilinearity RQ3

Work-life balance among
higher education lecturers

Academic rank -.598 (.090)
Academic rank2 .652 (.065)
Adj. R2 .010

F 1.855

Note. Calculated by the authors. Presented are standardized coefficients 3 and statistical
significances (Sig.) in brackets.
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Figure 2. A graphic representation of the curvilinearity test for RQ3
Note. Calculated by the authors.

5. CONCLUSION

Because of the nature of their work, higher education lecturers often face
difficulties in work-life balance (Erdamar and Demirel, 2014). Since researches
mainly focus on impact of organizational family friendly policies and practices,
we decided to research demographics’ effect on work-life balance.
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Our research results show that with a higher academic rank the work-life
balance among higher education lecturers increases. Oppositely, even though
we expected that the relations among the demographic values and work-life
balance among higher education lecturers would be positive and significant, we
cannot with statistical significance claim a curvilinear relationship when it
comes to the effects of age. Our results also show that there is no significant
relationship between female and male.

There were some limitations of this research. The study was focused mostly on
how some demographics, namely gender, age and academic rank, affect higher
education lecturers’ work-life balance, whereas some other demographics (e.g.
number of preschool children, marital status, education,..) or other determinants
were not considered, and there are also other factors involved in achieving
work-life balance. For further research, we suggest investigating the effects of
the determinants not included in our study.

Results of this study can be used both, for further research and practice. The
theoretical contribution of this study is to the existing research of work-life
balance. The practical contribution is in the presented results that the relations
are also present in the case of higher education lecturers.

Successful work-life balance has many positive impacts, such as the individual's
work engagement (Bedarkar and Pandita, 2014) and work commitment
(Caesens and Stinglhamber, 2014) therefore it is important for organizations to
help employees to balance work and family with various family-friendly
policies and practice. Regardless of gender, education, family background or
workplace, each employee should also have time to spend a good time on his
spare time, for children, friends, family or a wider community.
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