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Abstract  

The main purpose of this study is to examine the relationship between role demands of work, 

family and work life balance. Also, this study tried to explore the factors that influence the 

supportive work life balance of the women academic staff in university. In quantitative phase 

of the study, a questionnaire survey was used to gather data from 265 women lecturers in state 

universities of Sri Lanka. Twenty in -depth interviews were conducted with women lecturers 

in same universities as gathering qualitative data. Finding of structural equation modeling 

indeed indicate that the significant negative relationship between role demands and work life 

balance, it fills a gap in the literature by validating the associations between role demands and 

work life balance dimensions. The qualitative data were analyzed via thematic exploratory 

analysis, which suggest that supportive factors for work life balance, such as workplace flex-

ibility, avoiding role interference, correct prioritization, good working environment and per-

sonal factors against the role demands, that will be useful to Sri Lankan women in the aca-

demic profession to avoid their imbalance of work and family life and it also sends an im-

portant message to individuals to encourage work and family satisfaction.  
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Introduction 

Universities are the largest “knowledge-

based” institution in the region; hence they 

are urged by the industry and policymak-

ers to transform their traditional roles of 

teaching and research by adding an addi-

tional pivotal role in economic regional 

development (Diaco, Hughes, & McKel-

vey, 2012). This means that university ac-

ademic staffs are expected to aid eco-

nomic regeneration by disseminating their 

knowledge and expertise economic 

growth. However, university academic 

staffs do not only serve to undergraduates/ 

students, but also as a contributor to eco-

nomic development. Not only that, they 

have big demands in their family or per-

sonal lives as well as professional lives. 

Therefore, university academic staffs face 

greater challenges in achieving a balance 

between professional and personal life due 

to the have demands of work and family 

roles.     

Academic status is a very special position, 

it is needed several belongings such as in-

telligence, knowledge, experience for the 

field and skills. However, when compar-

ing the men, women family life freedom is 

very fewer than the men (Flores & Day, 

2006). According to Goyal and Arora 

(2012), most women employees are under 

pressure to balance the priorities of family 

and work. Punia and Kamboj (2013) 

pointed out that academic employees cur-

rently face great challenges in achieving a 

balance between their professional life 

and personal life. However, nowadays the 

education sector is required to take on 

greater challenges in achieving the global 

demands and expectations of the new 

world. The academic excellence is to en-

sure the competitiveness of the nation. 

Likewise, in the context of Sri Lanka, the 

higher education sector has been upgrad-

ing continuously. During the last two dec-

ades, it has been increased the quality of 

university education (Chandra, 2017). A 

number of World Bank projects were in-

troduced by Ministry of Higher Education 

and University Grant Commission (UGC) 

to the state universities to improve the 

quality of teaching, learning and assess-

ment methods for undergraduate degree 

programs. (examples, IRQUE (Improving 

Relevance and Quality of University Edu-

cation) Project, QAA (Quality Assurance 

Agency), Distance Education Moderniza-

tion Project (DEMP), Higher Education 

for Twenty-first Century (HETC)). How-

ever, to achieve the unique quality of 

above education system in Sri Lanka, the 

role of teaching staff should be continu-

ously enhanced as they are the main pillars 

in the sector. In Sri Lankan university ed-

ucation system, lecturers have different re-

sponsibilities such as teaching, adminis-

trative tasks, involving education reforms, 

evaluating students performs, attending 

staff development programs, and do the 

research for developing the country econ-

omy.  Therefore, all lecturers of the uni-

versity system have great job demand to 

carry out their duties diligently.  

Most studies find that there is an imbal-

ance in the work and personal lives of 

women in the teaching profession (Goyal 

& Arora 2012; Punia & Kamboj 2013), 

therefore making it necessary that aca-

demics find a solution to this problem.  

 

Problem Statement  

Most research on work life balance 

(WLB) experiences has been carried out in 

Western contexts (Cohen & Kirchmeyer 

2005; Poelmans et al., 2003; Roehling, 

Jarvis, & Swope, 2005). Furthermore, re-

viewing the literature, it was identified 

that there was a dearth of research studies 

have been conducted on role demands 

(RDs) and WLB experiences among the 

academic women in the Sri Lankan con-

text. Thus, there is a research gap on this 

regard. Therefore, the current study is try-

ing to fill this gap which is identifying the 
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relationship between of RDs and WLB ex-

perience of women academic staff in Sri 

Lanka. Furthermore, this study was fo-

cused on to identify the different factors 

that contribute to the supportive WLB be-

havior among the women in an academic 

profession in Sri Lanka. 

Research Questions  

 

Given to the shortcomings in the literature 

this study addresses the following re-

search questions: 

 

i.What are the relationships between RDs 

and WLB of women in an academic pro-

fession in Sri Lanka? 

ii.What are factors that contribute to the 

supportive WLB behavior among the 

women in an academic profession in Sri 

Lanka.  

Objective of the Study  

The current study aims to achieve the fol-

lowing objectives: 

i. To determine the relationship between 

RDs (work and family) and WLB among 

women in the academic profession. 

ii. To identify the factors which contribute 

to supportive WLB behavior among 

women in the academic profession in Sri 

Lanka. 

Literature Review 

Work life balance  

Many research articles have been con-

ducted to understand of the WLB of the 

different job categories (Carlson, Kacmar, 

Grzywacz, Tepper, & Whitten, 2013; 

Clark, 2001; Hill, 2005). According to 

Carlson et al. (2013) WLB as a composi-

tion of work satisfaction and family satis-

faction. Clark (2001) defined work life 

balance as “satisfaction and good func-

tioning at work and at home with a mini-

mum of role conflict” (p.349). These defi-

nitions include, that WLB is how people 

play a successful role in both domains of 

work and family with minimum role con-

flict. Based on Clark (2001) definition 

WFB includes five dimensions such as 

work satisfaction, family satisfaction, 

work functioning, family functioning, and 

role conflict.  

As well, Higgins, Duxbury, and johnson 

(2000) defined WLB as a “perceptual phe-

nomenon characterized by a sense of hav-

ing achieved a satisfactory resolution of 

the multiple demands of work and family 

domains” (p.19). Furthermore, Hill (2005) 

interpreted WLB is referring how an indi-

vidual simultaneously balances the tem-

poral, emotional, and behavioral demands 

of both paid work and non- paid work ac-

tivities. Also, researchers such as Chan, 

(2008) and Blunsdon, Blyton, Reed, and 

Dastmalchian, (2006) supported Hill’s 

(2005) definition, presenting same ideas 

of their definitions. They described WLB 

as the successful integration of an individ-

ual’s life and work, also elaborated on this 

expression by looking at psychological 

factors. Consequently, it was noted that 

WLB is about attaining a satisfying qual-

ity of life, overall satisfaction with less 

stress.  

Greenblatt (2002) defined WLB as “the 

absence of unacceptable levels of conflict 

between work and non- work demands” 

(p.179). Thus, when demands from the 

work and life domains are mutually con-

tradictable, conflict may arise. It is im-

portant to note that prior studies have de-

fined that WLB as an aspect of role con-

flict, because researchers have supposed 

that the absence of work – life conflict or 

the existence of work life enrichment is 

equivalent to WLB (Frone, 2003). As 

well, Frone (2003) defined WLB as “low 

levels of inter role conflict and high levels 

of inter-role facilitation” (p.145). His 
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views of WFB as a state wherein an indi-

vidual’s work and family lives experience 

little conflict while enjoying substantial 

facilities. Recently, Allen, Johnson, 

Kiburz,  and Shockley (2013) stated that 

balancing work and life roles of individu-

als’ feel strain and conflict. Furthermore, 

they explore the conflicts that individuals 

have when work roles interfere with life 

roles and when life roles interfere with 

work roles. Therefore, work family con-

flict can be identified as work interfering 

to family and family interfering to work.    

Role demand of work  

Definitions of work demand (WD) and 

family demand (FD) have been too nar-

row. Boyar, Carr,  Mosley,  and Carson 

(2007) defined demand as “a global per-

ception of the level and intensity of re-

sponsibility within the work or family do-

main” (p.103). Voydanoff (2005) demon-

strated two types of WD; time- based and 

strain- based. Moreover, time- based WD 

includes long working hours, overtime, 

and organizational time expectation while 

strain- based work demand may include 

work overload, work pressure, and work 

distress. Therefore, WDs can be measured 

through objective characteristics as well 

as subjectively experienced by the em-

ployees (Boyar et al., 2007). Amongst 

widely cited, several WDs were found to 

be associated to higher levels of work life 

conflict and lower level of WLB 

(Voydanoff, 2005; Batt & Valcour, 2003; 

Valcour, 2007; Major, Klein, & Ehrhart, 

2002). These WDs were included, long 

working hours, hours worked, work over-

load, and work pressure and work distress. 

Also, Valcour (2007) has developed his 

own multi-item scale and used it in his em-

pirical study which was revealed high 

level of work life conflict are influenced 

to less satisfied with their ability to bal-

ance their work and family responsibili-

ties. Furthermore, Valcour (2007) proved 

satisfaction with WLB is negatively re-

lated with working hours. Moreover, 

Aycan (2008) investigated a strong posi-

tive relationship between work life con-

flict and work overload. Based on the evi-

dence line with past research, it was 

proved that role of WD decreases and 

WLB is increased. In the particular that, 

the following hypothesis was proposed.  

H1: WD is negatively associated with 

WLB of women in academic staff.  

Role demand of family 

Noor (2004) has proposed that women are 

the principal responsible person for the 

home yet, even if she is working. How-

ever, doing these responsibilities for fam-

ily, it facilitates WLB and helps reduce 

work family conflict (Elisabeth, 2003).  

Huang, Hammer, Neal, and Perrin (2004) 

found that work family conflict has a pos-

itive correlation with the family demand 

(FD) for child care. This means WLB of 

individuals negatively correlated with 

FDs.  Family satisfaction is the individual 

attitude or positive feeling towards family 

life (Edura, Mohamad, Azura, & Izhairi, 

2012). Samsinar, Murali, and zhairi 

(2010) empirically proved that the overall 

satisfaction with family life has a signifi-

cant positive relationship with quality of 

non – work (family) life. Likewise, they 

reported, that the quality of family life is 

gaining from having personal time and 

spending time with family members. Con-

sequently, spending time with family is 

significantly influence, to the FDs dimen-

sions such as child care, household chores 

and, perceived family demand. Consider-

ing the above facts researcher hypothe-

sized that, there is a negative relationship 

between WLB and FDs. Based on the evi-

dence line with past research, it was 

proved that the role of FD increase WLB 

is decreased. In the particular that, the fol-

lowing hypothesis was proposed.   

H2: FD is negatively associated with WLB 

of women academic staff  
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Figure 1: Conceptual Framework for the Study 

Source: Author’s Design

Based on the empirical evidences the con-

ceptual framework (Figure 1) was devel-

oped. WD and FD are considered as the 

exogenous constructs while WLB is con-

sidered as endogenous construct. 

Research Methodology   

Sample, Data Collection and Measure-

ment 

This study is the first of its kind to deal 

with the higher education sector and it will 

be mixed method design which combined 

quantitative and qualitative methods ap-

plied sequentially. In the study, the first 

objective is to determine the relationship 

between RDs and WLB experiences of 

women academic staff in Sri Lankan uni-

versities, and the second objective is to 

identify the factors that contribute the sup-

portive WLB behavior among the women 

in an academic profession in Sri Lanka. 

To fulfill the first objective two hypothe-

ses were advanced. The quantitative ap-

proach is used to verify the hypotheses. A 

self-administered questionnaire was used 

to gather data on WLB and work- family 

demands. The population element has 

known, the researcher used one of the 

probabilistic sampling technique, called 

stratified random sampling method. Ques-

tionnaires were distributed to 300 lectur-

ers in state universities. Out of 300 ques-

tionnaires distributed, 265 questionnaires, 

which constitute of 88.3 percent response 

rate, were returned and usable for analysis. 

In the study, the questionnaire adapted 

from original sources and some modifica-

tions were made to suit the context of the 

study.  

A total of 23 items with the five-point Lik-

ert scale were used to measure all varia-

bles under study. Fifteen items were 

adopted from work interference with per-

sonal life scale developed by Fisher- 

McCauley Stanton, Jolton, and Gavin 

(2003) to measure WLB as the endoge-

nous latent construct. Sample items for 

this construct are “My personal life suffers 

because of work” and “I neglected my per-

sonal needs because of work”.  

Two exogenous latent constructs of WD 

and FD were measured by using 4 items 

scales for each, which had been previously 

used by Boyar et al. (2007). Sample items 

for work demand construct are “I feel like 

I have a lot of work demands” and “I feel 

like I have a lot to do at work” and sample 

items for family demand construct are “I 

have to struggle when managing family – 

related activities” and “My family re-

quires all of my attention”.   

To achieve the second objective of this 

study that was to identify the factors that 

contribute the supportive WLB behavior 

among the women in an academic profes-

sion in Sri Lanka, the qualitative approach 

is used. Semi-structured face – to- face in-

terviews were conducted to gather data. 

Twenty women lecturers selected from 

state universities by using purposive sam-

pling technique as the sample. Respond-

ents were asked about their demographic 

    Role Demands 

Work Demand  

Family Demand  

Work Life  

Balance  

H1

H2 
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and WLB experiences. Consent forms 

were presented to the respondent at the 

start of each interview which stated the 

purpose of the study. 

Data Analysis  

Quantitative data were analyzed using 

SPSS 21.0 and AMOS 22.0 software. As 

the first step of the quantitative analysis, 

the measurement model was examined 

with confirmatory factor analysis (CFA) 

using all variables (WD, FD and WLB) to 

determine the relationship between latent 

constructs and measurement items. It also 

provided the reliability and validity of the 

construct. Then the structural model as-

sessed to test the hypotheses that reflect 

the relationships of RDs and WLB. The 

model fit was determined through good-

ness- of -fit indices.  

The purpose of analyzing qualitative data 

a thematic analysis approach was adopted. 

Some interviews were recorded and some 

were written manually. Transcripts were 

also prepared manually and checked each 

transcript for accuracy and completed sec-

tions of all interviews. For each interview, 

a detailed protocol was written summariz-

ing the main statements of the partici-

pants. A comparison of all interview tran-

scripts was used to identify common 

themes and to classify statements. 

Results 

Measurement model  

In this study there were two exogenous 

constructs; WD and FD and the endoge-

nous construct was the WLB. The data 

were prepared and screened before per-

forming the analysis. Descriptive statistics 

analysis was performed as a pretest of data 

cleaning. Exploratory factor analysis 

(EFA) was used to decide whether the data 

at hand suits the underlying constructs, 

thereby ascertaining their appropriateness.  

Ensuring validity and logical solution, 

multivariate assumptions were tested for 

the data set. The measurement model was 

assessed with the test of item’s loading 

and reliability. Factor loading for all items 

was above 0.6, were considered accepta-

ble reliability. For Bartlett’s test of sphe-

ricity also were significant with p-value 0 

and KMO statistics were above 0.6 for all 

constructs (WLB=0.87, WD= 0.81, 

FD=.77). KMO also supports factor anal-

ysis.  In addition to EFA, CFA was uti-

lized to test the validity and reliability of 

the measurement model and assess modify 

the proposed research model. Figure 1 de-

picts the modified full measurement 

model which was incorporated all latent 

constructs indicated by respective items 

pertaining to each scale.     

Internal consistency reliability was con-

firmed by examining the composite relia-

bility (CR) coefficients and Cronbach’s 

alpha coefficients of each construct 

(Henseler, Ringle, & Sinkovics, 2009). 

All CR and Cronbach’s alpha values were 

above 0.7 suggested that internal con-

sistency reliability for each construct were 

achieved.  In addition to that, the values of 

average variance extracted (AVE) were 

also examined to determine the conver-

gent validity of WLB, WD, and FD. The 

results showed that the values of AVE for 

all constructs were above 0.5, suggest ad-

equate convergent validity (Hair, Black, 

Babin, & Anderson, 2010). Table 1 shows 

the summarized results of assessing the 

measurement model. 

Assessment of structural model  

After achieving the satisfactory fit of the 

measurement model, a structural model 

was tested. Purpose of the structural 

model is to test the underlying hypotheses. 

In this study, two direct hypotheses were 

advanced to test the relationship between 

RDs and WLB. Proposed structural model 

shown in Figure 2, the underline variables 

are classified into exogenous variables 

and endogenous variable. In the Structural 

Equation Model (SEM) method, ensuring 

the model fit is very important. The three 
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essential measurements were taken into 

account for verifying the model fit: Chi-

square (CMIN/DF), Goodness of Fit Indi-

ces (GFI) and Root Mean Square Error of 

Approximation (RMSEA). Model fit indi-

cators exhibited a good fit, as CMIN/DF 

less than 3, GFI is greater than 0.80, and 

RMSEA is less than 0.8 (Hair et al., 2010) 

between the data and conceptualization 

model. The model fit statistics in table 2 

shows the acceptability of the structural 

model.

 

Table 1: Results of Assessing the Measurement Model 

Construct  Items Item load-

ing 

Item relia-

bility 

Cronbach’s 

Alpha 

CR AVE 

WLB WLB1 0.553 0.554 0.786 0.708 0.603 

WLB2 0.824 0.767 

WLB3 0.901 0.832 

WLB4 0.921 0.878 

WLB5 0.916 0.833 

WLB6 0.926 0.879 

WLB7 0.951 0.888 

WLB8 0.939 0.888 

WLB9 0.827 0.855 

WLB10 0.893 0.847 

WLB11 0.933 0.843 

WLB12 0.533 0.621 

WLB13 0.541 0.632 

WLB14 0.558 0.631 

WLB15 0.547 0.632 

WD WD1 0.951 0.867 0.884 0.878 0.698 

WD2 0.950 0.866 

WD3 0.930 0.853 

WD4 0.908 0.789 

FD FD1 0.925 0.801 0.787 0.797 0.651 

FD2 0.954 0.868 

FD3 0.948 0.865 

FD4 0.795 0.643 

Source: Data analysis results, 2018 
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Table 2: Model Fit Statistics of the Structural Equation Model 

Fit Indications CMIN/DF GFI RMSEA 

Value  2.24 0.91 0.71 

Source: Adapted from data analysis results, 2018 

 

Table 3:  Hypotheses testing: AMOS output extract 

Path   Hypothe-

sized Di-

rection  

β (path co-

efficient) 

SE Critical 

Ratio 

P value  Supported  

H1 Negative  -0.654 0.049 -12.368 0.000 Yes 

H2 Negative  -0.629 0.050 -11.868 0.000 Yes  

Sources: Adapted from data analysis results, 2018 

 

Hypotheses testing  

Hypotheses were tested through the SEM 

using AMOS 2. The path that connects 

work demand to WLB yields a significant 

coefficient value of -0.249 (SE= 0.049, 

CR=-12.368, P= 0.000) Hence, a signifi-

cant negative path coefficient is suggested 

that WD is negatively associated WLB, as 

predicted, thereby confirming H1. In other 

words, the result of standardized regres-

sion weights output is providing support 

for H1. The path coefficient (β) value that 

is produced family demand and WLB is -

0.076. This is significant results 

(SE=0.050, CR= -11.868, P=0.000). In ef-

fect, this path is also considered that FD is 

significantly associated with the degree of 

WLB at a significance level of 0.001, 

which provides support for hypothesis 2. 

The standardized regression weights of 

the output and result of hypotheses testing 

providing support for hypotheses H1 and 

H2 is presented in table 3. Moreover, the 

result revealed WD and FD jointly explain 

10 percent of the variance in WLB. 
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To fulfill the second objective; to identify 

the factors that contribute the supportive 

work life balance behavior among the 

women in an academic profession in Sri 

Lanka, the thematic analysis was applied. 

In line with the analysis process, individ-

ual transcripts were read and re-read a 

number of times, following by a writing 

process as the first step of an analysis pro-

cedure. As part of the writing process, 

meaning units were grouped together and 

eventually organized into themes and sub-

themes.  

Through the in-depth interviews’ data 

analysis, aimed to identify factors that 

contribute the supportive WLB from the 

21 themes that were initially extracted 

during the open coding phase, five key 

themes were discovered as the result of us-

ing thematic analysis. These themes were 

Flexibility, Personal factors, Role interfer-

ence, Prioritization of roles, and Work En-

vironment. 

Flexibility 

All respondents confirmed that flexibility 

of work schedule and working hour di-

rectly influence to reduce their work life 

imbalance. Furthermore, they emphasized 

flexible work schedules can contribute to 

less work family conflict in households. 

As well as it contributes to employee loy-

alty and work satisfaction. Some inter-

viewees responded, “Flexible work sched-

ule and working hours highly beneficial 

for balancing my dual roles, it allows me 

to take and pick up my children from 

school daily, it also allowed me to care my 

elder mother, I do my heavy workload 

week ends, evenings”.  

Role Interference  

Two main interference types have been 

described by the respondents; family in-

terference within work life and work inter-

ference within family life. More respond-

ents experienced both of these interfer-

ences intended to decrease WLB. Con-

cerning the respondents’ feeling about 

their professional life interference within 

family life, the reason is the high level de-

manding of the work role. Their argument 

was as the teaching profession that their 

work roles were overloaded, then conflict 

arises because of hindering family activi-

ties and requiring more commitment to-

ward work responsibility. Some of the re-

sponses quoted by; “According to nature 

of my profession it is very demanding, 

need more hours, during my working 

hours I can’t complete all my job duties, 

When I am in home, I do my job duties, I 

can’t work for home. I believe that with 

three kids and no help at home very big 

problem for me.” On the other hand, some 

respondents’ do not perceive that their 

family life responsibilities interfere with 

their work life when they succeed in 

achieving WLB. 

Prioritization of Roles 

The respondents’ idea was that someone 

able to priorities their roles and separate 

their various roles he/ she can achieve a 

greater balance between their professional 

and personal lives regardless of their num-

ber of roles. As an example, participant 

quoted, “You have to satisfy both work 

and family lives that the less important 

role was displaced, not the most im-

portant”. Furthermore, participants stated 

that the ability to priorities roles appears 

to be linked to individuals’ values and as-

pirations and the varying importance they 

desired to the work and family roles.  

Work environment  

All the participants reported that the work 

culture highly affects their WLB. They 

mentioned that they had a teaching and 

learning environment, particularly com-

pared to another job environment, it favors 

for their work satisfaction. Moreover, they 

explained when they got learning facilities 

they were involving work without stress 

and enjoy working. Therefore, a positive 



Welmilla I., KJM, 2018, 7 (2) 

Kelaniya Journal of Management | 2018 | Vol. 07 | Issue 02 | Page 63 

 

work environment helps to develop their 

career profession such as on time promo-

tions, higher studies, being a quality re-

searcher. They emphasized that an aca-

demic development is a great factor for 

satisfying both domains work and life. 

Some of the interviewees reported that the 

predictability of the overall work schedule 

helps to reduce work life imbalance. That 

means their workload, work time, working 

days can be predicted it will not hinder 

their family responsibilities. They had 

some imbalance experiences because of 

highly unpredictable, both in terms of how 

many times they had to work, what tasks 

had to be complete, in workloads. There-

fore, within the highly structured, predict-

able work schedules was a great chance 

for involving family roles.  

Personal Factors 

Participants highlighted that there are no 

similarities in the perceptions of the per-

sonal factors among individual towards 

WLB. However, different personal factors 

affect WLB in different degree of the 

number of women in the academic profes-

sion. Some mentioned receiving support 

from their family in the form of sharing of 

non-workloads (house chores) and under-

standing regarding their work commit-

ments highly support to keeping the bal-

ance of both domains. The quoted re-

sponses, “I am happy to say that I share a 

lot of the household tasks, responsibilities 

with my husband and family members, I 

enjoy with working.” According to inter-

view results, receiving a great deal of sup-

port from family is the WLB. According 

to participants, with the effect of other fac-

tors, as an example, modernization of so-

ciety or changing the traditional view, 

men helping more and more with house-

hold chores, but the weight of tradition is 

still heavy. Thus, many men do not per-

ceive the idea of helping their spouses in 

household responsibilities. This cultural 

belief prevents women from balancing 

their lives at the workplace and at home. 

Another highlighting fact of the partici-

pants, the ability to engage in a range of 

non-work activities (as hobbies), such as 

sports, reading, socializing and spending 

time with loved ones, the effect to reduces 

their work stress. More than half partici-

pants explained that they experienced se-

vere stress or depression with a lack of lei-

sure time because of involving more time 

in academic and other work duties. All 

most all participants reported that their ex-

perienced when they are involving work 

with less stress, work is intended to 

achieve personal goals if they financially 

strong and if they have a chance to service 

to society then they enjoy with working as 

women in this profession. 

Discussion 

Due to the lack of research in WLB, spe-

cially focusing on the higher education 

sector in the Sri Lankan context, this study 

was examined the WLB experiences 

among university lecturers. The aims of 

this study, namely to identify relationships 

between RDs of work and family and 

WLB among women academic staff in Sri 

Lankan Universities, and what factors 

they perceived as the contributing to sup-

port WLB behavior. 

The results indicate that there is a negative 

relationship between RDs and WLB. This 

is in line with previous research findings 

by, Valcour (2007), Aycan (2008), Elisa-

beth, 2003, and Samsinar et al., (2010). It 

is evident that when individuals have a 

heavy workload and more responsibilities 

in their work and family roles it will be big 

challenged to attain their work and family 

satisfaction. In the previous literature, 

WLB often assists to be explained in term 

of work life conflict (Byron, 2005; Ford et 

al., 2007). When an individual’s partici-

pating multiple roles such as work and 

life, inter-role conflict may arise.  (Hig-

gins, et al., 2010). Thus, work family bal-

ance means the absence of work life con-

flict or, work life conflict means work 

family imbalance. Therefore, through the 
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related literature of work life conflict, the 

relationship between RDs and WLB can 

be identified. However, Carlson et al., 

(2013) highlighted that the absence of 

work life conflict is the historical defini-

tion of WLB. 

Based on such considerations, researcher 

designed in this study RDs of work and 

WLB would have a negative relationship. 

The reason for that university lecturers’ 

dedication to and enthusiasm for their job, 

because they have to build their academic 

career and fulfill professions goals (higher 

studies, research publications). Therefore, 

they might consider WD (heavy workload, 

working long hours) is a challenge con-

tributing toward their overall WLB.  

 Noor (2004) has proposed that women are 

principal responsible person for the home 

yet, even if she is working. However, do-

ing these responsibilities for family, it fa-

cilitates WLB and helps reduce work fam-

ily conflict (Elisabeth, 2003). Huang et al. 

(2004) found that work family conflict has 

a positive correlation with the family de-

mand for child care. This means WLB of 

individuals negatively correlated with 

family demands. Based on this argument, 

the research design in this study role de-

mand of family and WLB would have a 

negative relationship. Similar to the previ-

ous result, the study was confirmed that 

there is a negative relationship between 

family demand and WLB. Sri Lankan cul-

ture compels women to be more responsi-

ble for the management of their homes, re-

gardless of their profession. Though the 

women have to meet their WD, they take 

care of more domestic affairs in addition 

to their work roles with very little support 

from their spouses. This result indicates 

the importance of reducing working 

women’s family responsibility and FDs 

for attaining WLB.   

Current study’s second objective was to 

identify the factors which contribute to 

supportive WLB behavior. Interpretation 

of interviews data produced the five 

themes central to supportive WLB as con-

structed by participants in this study; 

workplace flexibility, avoiding role inter-

ference, correct prioritization, good work-

ing environment and personal factors 

against the role demands. Different people 

achieve WLB differently and that WLB is 

a personal experience. However, the ma-

jority of participants described WLB in 

terms of flexibility of their work schedule 

and work time to much having more time 

for family demands. The literature study 

revealed that role conflict could include 

role interference. Regarding the direction 

of role interference, In the case of this spe-

cific profession, it was work interfering to 

life. Participant indicted that WLB issues 

are highly related to role interferences (Lu 

et al., 2006, Frone et al., 1997, Kossek et 

al., 2001).   

Another individual issue that influenced 

WLB was the individual’s ability to prior-

itise the roles. The findings also support 

prior research that found the inability to 

priorities one role over another might im-

pact on work life conflict (Carlson et al., 

1999). The findings from the study indi-

cated that a supportive work environment, 

which means the environment with learn-

ing and researching culture support to 

achieve work satisfaction. Thus, work 

supporting environment tended to per-

ceive a high-level WLB. Further individu-

als emphasized several personal factors 

which are directly influence their WLB, 

such as family support, having leisure 

time and engaging other activities. Fi-

nally, the study was found to be valuable 

by participants, in that it increased their 

self-awareness about WLB and as such 

lead to the producer of alternative solu-

tions to overcome the challenges faced in 

integrating their multiple roles of work 

and life.  

Limitations  

The current study focuses WLB among 

women lectures in Sri Lankan state uni-

versities. It offers valuable insights on 
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how to attain WLB for women in the aca-

demic profession. While valuable infor-

mation has been generated from the study, 

it is noted that the study focused only the 

state universities in the higher education 

sector in Sri Lanka. 

Further Studies 

This study investigated the RDs of work 

and family and WLB, based on women in 

the academic profession. Further, it is bet-

ter to investigate WLB experience of other 

professions in other sectors. Although this 

study provides an original contribution to 

the existing literature, the researcher ex-

pects that these findings encourage further 

research and applications how women em-

ployees attain a better WLB. This study 

specifically related to women employees. 

Recent literature argued that men also fac-

ing the problem of work life imbalance 

and work life conflict. Therefore, it needs 

to encourage the research in this area fo-

cusing men and both genders, it may lead 

to valuable findings of the multiple role 

demands of work- life and WLB. 

Conclusion  

The present study explores the problem 

associated with WLB and RDs of women 

in the teaching profession in Sri Lanka, by 

using mixed methodology. Although 

WLB has a rich literature, with most em-

pirical studies in this area have been con-

ducted in the Western context.  

 

 

 

 

 

 

The present study examined the identified 

relationships between role demands and 

WLB, empirically with the Sri Lankan 

context. The explanatory phase of this 

study results revealed, work demand 

shows a negative significant relationship 

with WLB. Similarly, family demands 

also show a negative significant relation-

ship with WLB. The other phase of the 

study which is exploratory in nature, aim 

to find out supportive factors for increas-

ing WLB. Findings from exploratory part 

of the study, particularly the five main rec-

ommendations (factors supportive to 

WLB behavior) made by 20 interviewees 

(workplace flexibility, avoiding role inter-

ference, correct prioritization, good work-

ing environment and personal factors 

against the role demands), may be used by 

women university lecturers in hope to im-

prove their WLB.  

The researcher believes that this mixed 

method study provides empirical evidence 

to understand the relationships between 

role demands and WLB and, how to im-

prove WLB when with the high demand 

for both domains of work and family. Fi-

nally, this study sends an important mes-

sage to individuals to encourage work and 

family satisfaction.   
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Figure 2: The Modified full Measurement Model 

Source: Results of AMOS graphics, 2018 

 

 

 

 



Welmilla I., KJM, 2018, 7 (2) 

Kelaniya Journal of Management | 2018 | Vol. 07 | Issue 02 | Page 67 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3: Results of the Structural Equation Model 

Source: Results of AMOS graphics, 2018
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