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Abstract

Work life balance practices are one of the key topics on HR agendaeanddely

discussed by the scholazalemicsemployers and governmenh the recent years

Increased interest in this area is causethbyast pace of technological innovations,
globalization and growing concerns over unbalancedyiamily relationships that
may adversely influence health and performance outcomes for organizations and

individuals.

The literature review presented in this study showswvtigk life balance
programme$avemultiple benefits for employees and organas. Theyhave
bearingon job satisfactionbetter productivityand improved retentioThey also
induce employee loyaltgngagementtommitment and support high performance
culture.Companieencouragingise of work life balance policies to accommodate
non- work activities in other lifelomainsachieve better motivatioinom staff,
reduced absenteeism rates and face lower recruitment and training costs in the

organizational life cycle.

This paper seeks to exam effects of WLBpractices on employee gagement and
turnover intensiomn Further Education and Training sector in Irelattchas been
discovered that there is a gap in the literatbet would specifically focus on Irish
FET sector playing significant role in the growtbf Irish economy agh business

enterprises.

The author decided to use quantitative research methods for this study. Designated
guestionnaire was disseminated to a sample population comprised of female and male
employees, single or in relationship, with or without childreioss all departments
andgrades within organization. Threeales deployed in the questionnaire are fully
reliable instruments identified and adopted by the author following exhaustive

validatedresearch
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Chapter One: Introduction

Introduction

Work life balanc§WLB) has gained a lot of @mtion over the past 20 yealse to
rapidly evolvingsociceconomidandscap@andwork design changeteading to
extended business houtight deadlinesand availability 24/7 to corporatei@hts
(McCarthy et al.2010) Globalization, faspaced growth of ICT technologies and
workforcediversity placedequal importance on work and familgsponsibilities
(Dulk andGroereveld, 2012)

WLB practicesplay prominent role immuman resource manageméatd and
received a lot of attention from organizatipemployees angolicy makers in
Ireland.It is important to streshatWLB issues have been identified a core
concern by the European Union and instigated wider discussions and policy

intervention at national levels (GregoryMilner, 2009).

In the current economic climate and ongoing competition for human resources,
traditional model of the family shifted from joint family set up to nuclear family
whereby both parents aatly participate¢ontribute tahe employment @rket

(Shekhar, 2016 Demographic changes in the workforce reflected by the increase in
the number of women in the workplace, dual earner families and aging population
contribute to issues with management of work andwork activities across the life
span(Allen andMartin, 2017).

In themainstreamWLB literatureis advocated through policies and initiatives

enabling employees to achieve greater balance between day to day work and family
commitmentsDeployment oWLB policies facilitatesa better complementarity,

address gender inequalities and have a positive impact on many aspects of work and

personal/family life.

WLB instrumentsare aimed aivorking parentsandotheremployees within
organizations that may require additiofiaiibility for childcare eldercare
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arrangements, educatiastudy, travel, volunteering, monal developmenlkeisureor
time off to reduce work in stressful environment. The semantic shift is derived from
recognition thaWLB canalsobe applied to other ngpaid commitments ancbvers
diverse range of employees like parents,-parentswomen, ma, couplesr singles
(Redmond et al2006)

The literature review shows thadnsequences of WLBave a major impact on work
and nornwork-related outcomes such as job satisfaction, engagement, absenteeism or

performance.

The author of this research is going to undertake in depth analysis of work life
balancepractices in the context d&fish FurtherEducation and Training sector and

reveal what impadheyhave on employee engagement and turnover intension.

The FET Sectoplays a key rolén thelrish education system and retention of highly
qualified workforce is crucial for theustanable successf Irish economy
(McGuiness et al., 2014).

11



1.1 The Rationale for the Sudy

Multiple comprehensive reviews on the topic of Work Life Balafhezar, 2010
Balunos et al., 20tRllen & Martin, 2017 McCarthy et al.201Q Hill, Grzywacz,
Allen et al., 2008Dulk & Groenweld, 2012Ryan & Kossek, 20Q&ill, 2005;
Kalliath & Brough, 2008 Grady et. al., 20Q/ave been published in the recent
years.Research resultdearlyillustrateimplications of conflicting work and pgonal
life domains for therganizations and individual$his study seeks texamine WLB
practices irthelrish FET sectoland their impact oemployee engagemeand
turnover intentionThere has been a lot of research undertaken in relationrio Wo
Life Balance InitiativesEmployee Engagemeand Turnover Intension as standalone
conceptsHowever there isashortage of academic literatuteat would providen
depth analysisf those andHR practicewithin Irish FET sector.The aithor
envisagethat his researchvil| benefit HRprofessimals pursuing studies on the

public sectoor individuak searching for itn the future.

1.2Background and Context

The lesearcher decided conduct a study of FET secttue topersonal connection
to SOLAS anew state agendhat was establisheas part othe wider government

public servicereform.

In 2013 the Department of Education and SkI&§) announced momentous
changesntroducingFurtherEducation and Training Aend setting ud6 Education
and Training Boards which fimally replaced existing 33 Vocatial and Educational
Committees $SOLAS, 2016).

TheFET Strategy Plan for the years 2014 to 206&9eloped a roadmap fortegrated
system 6FET in Ireland focusing on provision of enhanced/aass to the learners
and promoton oflifelong learning SOLAS, 2014).

12



1.3 Research Ttle and Objectives.

Work and family interactions are embedded in the broader cultural, institutional and
sociceconomic context in which they exist, especiallyhi@ countries with high

gender egalitarianisifBhockley et al2017) Gender and work roles hashifted in
Ireland in the past few decadasd novadaysin a strengthening econontlye topic of

WLB is one of the top challenges for HR professionals.

The authoseeks to reveddow the implementatioaf WLB practices/policies
impactsemployee engagement & turnover intensio-Eil" sector that has been
recognize by the government as a corstene on which the economy recovery will
bebuilt over the nextew years (SOLAS, 2017).

Literature published by the ademics in the WLEBrenashows that irbalance
between paid work and family/personal life has negative effect on employee
productivity, performance and josatisfactiorand increasedsks of healthrelated
problems (Dikkers, 20Q0&alliath & Brough, 2008; Alle and Martin, 2017; Darcy et
al.2012.

Schilling (2014) concludethat WLB isstrictly aligned with subscales of engagement
(Shekhar, 201,6Anitha, 2014)This view is supported by Chandhok and Bhavet
(2014) and their perception of employee engagement through equation of job
satsfaction and job contributioccording to their findings shift in this equation
impactemployee retentiolevelswithin organzations Bedarkar and Pandita (2014)
also showa strong correlation beten satisfactorWLB, employee engagement and
retention Researchers pinpoint their importarioehigh organizational perfarance
ard competitive advantage (Ashton &dug, 2005)Further evidencandvarious

research perspectivasepresentedn the literature review chapter.

Recent years shothat retention of highly valued employees and attraction of talent
into FET sectois challenging in highly competitive labour marlestvironment

With recovering economi¢SOLAS faceddeparture of a valuable talenbm the
organization seestatistics orpage 25 For this new agency highly qualified

workforce with unique skillsets msssential fosuccessful support tie Irish

13



education systerand government policieSOLAS and other entitiderming FET
sectorduring the past 4 years has undergone multiple changes that make this sector

interesting subject of studies.

The overarching purpose of this investigatioriVo r kaldnde practices and their
impact on employee engagement and turnover intention. A study of employees in the
Further Educati on an distferamswentthafglondg ct or

areas requiring examination:

1. To establishwhetheremployees of FE sector achieve satisfacy levels of
Work Life Balance.

2. To examine impact of Work Life Balance employee engagement.

3. To examine impact of Work Life Balance on turnover intension.

4. To establish employee perceptiomaénagerial support towards WLB

programmes.
Furthermore, thewthor of this study igalsohoping to reveal

1 If SOLASas repesentative sample of FET sector, has embraced
organizational change awi@veloped mechanissupportng WLB culture.
Are demographics affecting any of the areas?

Are WLB programmes important component affecting employee
engagemewtiurnover intensiomnd leading tdigh organizational

performance?

The aithor envisages that the current study will proviegommendations for HR
Professionals in thBublicSectororganizationgnd encourage further research in
this field.

14
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Chapter Two: Literature Review

2.1 Introduction

Work life balance receivegrowing interesin the contemporaryvorld that never
switches off with its gruelling business hours and tight deadlidesiographic
changesince the earl{970s acceleratesl mp | 0 an@ schblarlyattention towards
WLB and its effectonwork family: conflict, stress, compensation, enrichment and

balance (Gregory ardilner, 2009.

Constantly changing factors of intelaad external environment broughtot of new
challenges for parents struggling to reconcile work and life commitnm&ifes. and
Martin (2017) poinbut that in the US the number of women entering workforce
climbed from 29 % in the 1950s to 47fcthe 2015. Furthermor#jere has been a
significantincrease of working mothers addal earner familiesChis trendhas

spread to Europe and other continents across the @abette (2009)evealed that
since1996 46% to 61% of parents experienced major difficulties with juggling work

andhome responsibilities.

In the light of concerns over labour market participation rates and aging society

reseach highlights increased desi@ morebalance between work life and family
responsibilities amongstomen andnen(Gregory andMilner, 2009). AsHeather

Schuck saidb 6 we wi | | never feel truly satisfied
(Shekhar, 2016, p.32).

A studyby McCrindle Research on 3,000 AustraBashowed that WLPBractices are
primary factor impacting tmover and job attraction icontemporary organizations
and they stimulate employee engagent®nsi and Jawaharrard010) It is one of
HR challenges to respond to increased employee demandd Biritiatives and
incorporate thenmto company culture.

15



2.2 FET Sector

FET sectois one of the most strateggectors in Irelandndaspres to upskill Irish
learners anémployees in line with changing so@conomic climateParticipation

in FET programmes enables learners and jobseekers to gain qtialicaligned

with National Qualification Framework and progress to higher level education
programmes. It also fosters social inclusion, better communication, increases job
prospects and productivity along with other na¢aind physical health benefits
(SOLAS, 2016).

The 1999 Qualifications Act established the National Qualifications Act Ireland and
amalgamated FAS and CERT certification systems into FEGMRhg legislative
status to FET sector in Ireland. Further Education and Training was concequtizeiz

,» education and training other than primary or post primary education or higher
educati on @vt@uingss e al.201d p.11p

One of the flagship programmes includes ApprenticeshimliEge, Momentum,
community education and blended lgag courses. Anothefisible componenbf
FET providsi bnEdscafi o ntilne rightadursesand i ver s

communty education programes

In July 2011the Department of Education and Skills announttextissolution of
FAS and establishmenf SOLAS,anew further education and training authority
SOLAS establisheth October 2013 was tasked with funding, planning and
coordinating of wide range of FET programmes across Ireland. Apart from that
SOLAS was given mandate to leadd ceordinate change management and
integration of all institutions and initiatives rolling under FET sedibe functions
of SOLAS are listed out in the FEAct 2013 (McGuiness et al., 2014).

In the pastyYocational and Educational Committees werempabvider of ET
courses in IrelandnlJune 201ininister of educatioannounced recorguration of
the current system and in June 2083 VECs were merged with the FAS training
centres into 16 Education @i raining Board¢SOLAS, 2014).

16
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Figure 1 depicts thkeey stakeholders of ItsFET System as follow§SOLAS,2016)

Figurel. Irish FET System Key Partners

Irish FET System — Key Partners

O SOLAS — Further Education and Training Authority

W

‘ Department of Education and Skills

Irish FET . Qualifications and Quality Ireland (QQl)
System
O Higher Education Authority/ HE Providers

4
», 16 Education and Training Boards

It is important to mention initiatives like Technology Enhanced Learning developed
for FET sector irconjunction with Ecollege to provide more enhanced and flexible
servicedor the learners in the future (SOLAS, 2016).

In 2014 a new FEBtrategy for the years 20142019 has been designed by SOLAS
to erable unemployed to gain jol@ogress to higher/fther education and
upskilling other categories of jobseekers seeking social, personal and developmental

supports or reengagemenh other learning initiatives (SOLAS, 2014).

Itisevidentthat FEE ect or wonot del i veutfullyéengagedo a l
workforce (SOLAS, 2017XET Professional Development Strategy has been rolled
out to support ETBs in embracing professional development culture along the way
(SOLAS, 2017).

17
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FET Sector Profile

A surveyof FET employeeén= 4,400)conducted in 2017 showed thabrkforceis
characterized by long service and extensive experience (SOLAS, 2017).

Figure 2 represents FET sector profile.

Figure 2. FET Sector Profile

FET Sector Profile

++ Survey Results based on 4,400 respondents from FET sector

Female

8% of workforce is seasonal

Full Time =

72% of workforce comprised of
learning practitioners

67% of staff qualified to Level8 or 9
on NFQ

Managers 14% of workforce

Support and admin staff 13% of
overall workforce
According to SOLAS (201 #najority of FETworkers argepresented by employees
in older age categoriesd only 1 in 10 FET entgyees is under 35 years of age as

per Figure 3.

Figure 3. FET Age Profile

FET AGE PROFILE

= Over 55 years old =45 - 54 years old
35 - 44 years old Under 35 years of old
100%

50%

0%
Learning Managers Admin and
practitioners support staff

It is evident that practitioners joining FET sector are characteigdéohg service

and stability of their jobs in comparison to other Irish sectors.

1
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2.3WLB Definition

There are mangonceptializations of WLBpopulatedn the literature howevedhere

I s n Odgreextefmition or measuref what constitutes WLBractices.WLB

defintiongoes beyond t he s copeandgfantspbrantaandy f r i er
nonp a r eopporéusity to reconcilen a satisfactoryvay their work and lié
commitmentsCasciodescribes WLBas6 6 e mp | oy er spongimgr ed bene:
conditions that help employees to balance work anégwmonr k d e (@asciod s 6 0

2000, p.166).

Hudson (2005klaimsWLB is a fit between multiple roles that we perform in our

life. This viewfeeds intarole theory which concludes that multiple life roles lead to

role stress and strain in the e@dark definesabalanced lifeaé s at i sf acti on an
good functioning at work and home with a minimum ofroretd i ct 6 ( Cl ar k, 2
p.349).

According toRyan &Kossek (2008employersshouldalter theirassumptios about
idealworkeras n i ndi vi dual that doesiheyashave any
need to be mindful of the fact that family or personal demands can be easily carried

into work life domainsaffeding in turn our healtlor job performance (Kalliath &

Brough, 2008)Fletwood(2007) argues that WLB cde perceived tloughthe

autonomy of individua over theiwork pattern and work schedule. @wacz &

Bass (2003) inheir definition of WLB found positiveelationship betweefamily,

work conflict andwork facilitation. The work 1 family conflict construct is presented

in the literature by Kan (1990)and extended by Greenhaus and Beuft€185)who

have distinguished taime-basedconflict, strainandbehaviourbasedconflict.

Matthewset al.(2014)provide evidence that work family conflict has a negative

impact on wellbeing. Their findings support adaptation theory which views work

family conflict as a main stressogeiféctor negativéy relaed towellbeing There

i snébt enough research produced on relation
direct health outcomes however it is evident that positive work family enrichment has

good impactore mp | o lyealth.0 s

19



Kalliath& Br ough (2008) poi mdptsire theurieanindhcdWLBi t 6 s d
in a one simple measuréhey al® bring up an issue linked tbe levels of WLB that

changeover time in line with changinlife events.Thereforetheir definition of WLB

conclude% e individual perceptiothat work and noswork activities are

compati ble and promote growth in accordanc
pr i or(Kalliate&sBdoagh, 2008, p.326).

Lazar (2010prgueghatworkl i f e bal ance doesnét mean to
work and norpaid activities and refers to a satisfactory level of involvement between

the multiple rolesn a p e r Aparhfioraderhagrapdic trends that have

accelerated risk of ovepbetween work and nemork domains during our life span,

technical advancements and global economy contributed to developnvéhBof

topic in the literature (Allen & Martin, 2017).

The topic of WLBhas been a subject to various theoretical frameworkéeandre

worth of mentioning it.
Work Family Border Theory

Work Family Border Theory was created by Sue Campbell Clark (20@Rjs based

on the concept that work and family constitute different spheres and they influence
each other. However, individuadanform the nature of work and home domains and
adjust borders between them thieeve desired WLBThe theory itself explains the
rationale behind work life conflict and provides framework for satisfactory resolution

of any pressugefrom work and familylomains.
Social ExchangeTheory

It has been observed thatationships at work evolve into reliable and mutual
obligationwhen all parties involved operate by repayment ruftesmployees feel
supported by their organizatioreceive arattractivesalay, appreciation for the work
they do, andraining and development opportunitiéfsey are more willing to pay it

all back to the organization (Schaufeli, 2013).

Spillover Theory
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This concepestablished by Staines (198®ncludes that work influenceersonal
life of employees and positive or negative effects are induced in that relationship. In a
positive spilloveremployes operating in a posve, balanced environmehave a
more satisfactory outlook on the job. In a negative spille@mployes exposed to

conflicting work and family issues will transfer those problems into workplace.

24 \WLB Practices

WLB practices refer twariousinitiatives focused on reconciliation of employees
work and noAwork domains. Unddhat category roll up flexibleeave arrangements
that help staff to reduce their standard working hours such as part time work or job
sharing (McCarthy et gl2010).Flexible workingincreaseemploye autonomy and
preferences for specific workrangemats whereby they can choose a start and
finish timesaccording taheir personal needMilner & Gregory, 2009).They can

also work from home or another office.

Organizationsuppotive of WLB practicesprovideaccess tavhole host of &mily

friendly polides and the most popular origslude the following:

&9 Work Life Balance Programmes

& Flexible Work Hours
Job Sharing

Shorter Working Year
Career Break
Part Time Work 4 Paternity/Maternity Leav
Parental Leave Bereavement Leave

Home/Telecommuting Compressed Work W

Carers Leave
being Initiatives
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Theyalso providesubsidisecthildcare in the workplace, initiatives and services
supporting employee wellbeing through fitness, mental and physical health
programmegMcGuiness et al2014) Some other work place activitiemder WLB

can include phased retirement, educational supports or participation in volunteering
campaigns (Lazar, 2010Jounselling and other employee assistance programmes or
training such as strgdisne managemerare aso included by some scholars under
WLB initiatives (McCarthy et 312010). Kopelman et a2006) made suggestion

that contemporary companies should rather deploy more than fewer WLB practices

for better organizational outcomes.

The most fregently executed WLBorogrammes in Europe identified by European

Diversity Research & Consulting body are as foll¢®ssi & Jawaharrank010)

Figure4. WLB Practices in Europe

WLB Practices in Europe

m Part time work

m Flexible Hours

u Flexible Break Times
Health Checks

m Telecommuting

WLB programmes require workplace culture that mirrors the organizational norms
and values from CEO down, good communication and ongoing support from well
trained management teamimplementing these policie€Susi & Jawaharrani

2010)
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2.5 WLB Benefits& Long-Term Outcomes

Literature on the topic of YAB hasgrownsignificantlyover the last decade providing
lots of evicence in support of effectiw/LB policies and their multiple benefits for
the businesses run in the*aentury.

A study conducted last year by one of the most popular global comjpaviiesosoft
showed that 71% of employepspointedWLB as one of thenost significant
aspects of their jofStark, 2017).

Literature showSVLB practices as one of thkey factorsthat can enrich or enhance
WLB outcomesandgive strong evidence towardstroducton of those programmes

in organizatios (Blomme& Van Rheede 2006,Brough et al 2014,Rantaren,
Kinnunen, Mauno and Tant, 2013)Studies on WLB show thdlexibility is

becoming more important fgounger generation and aging workers across the world
(Lewis, Rapoport, & Gambles, 2003; Lyons & Kuron, 2014).

Nowadays corporate world is very focused on providing optimum WLB pofiaies
enhancing employeetention engagement, job satisfaction, mental health or
productivity (Shekhar, 2026 Allen, Herst and Bruck2000) divided up WLB
outcomesnto the following categories:

1. Work related outcomes:turnover intentions, job satisfaction, absenteeism,
performance

2. Non- work-related outcomes:marital, family,life satisfaction and family
performance

3. Stress related outcomesburnout, psychlogical strain and substanceusie

Those findings are supported by Lazar (2010) whom adds to the above list enhanced

organizationalimgei s ee Appendi x A for Lazarés WLB b

This studymeasurs WLB through the lens of employee turnover intentl
employee engagemeiithe literature suggespmsitive relationshipf WLB with
turnover intensionThis strong connectioniseos e qu e n c e aécisieamp | oy ee 6 s

makingprocess about leaving the organization or finding more accommodating
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employer if they expénce imbalance in work and family life domai@dlen at al,

2000, O6 Dr20d)y\iB practedsareal$opositively related to

empl oyeeds qual it yg(ddCarthyet. 20E8nChgondvéLBr wel | b
conflict may lead to cardiovascular diseases, somatic complaints and other serious

health disorders (Grzywacz & Bass, 2003).

Kossek (2005) in his resrch perceives work life bundling as indispensable part of

larger, organizational strategaimed at beingeena® e mpl oyer, of <choi ced
supportive and encouraging towards employee needs outside ofGuonanies

providingbroad offer of WLBpractices ommunicated their staffthat they care

about themmot only at employee level btliey value employees as peoptewell.

Engagements WLB, another dependant variable of this reseaagepis only
winning attention oficademic scholaia the recent yearst is important to
understand distinction between employee engagement and organizational
commitment. However, those two terms are often used in the literature
interchangeablySome of the researchers are strongly convinced that eegploy
engagement represents opposite end of the bugBobhaufeli et al.2008. They also
embrace positive relationship of engagement and \&hdBits significance for
organizational stcess (Ellis & Sorensen, 200Blobal survey carried out by Ernst
& Young across eight countries and 9,700 kEyges showed that for 1/3 of
respondents WLBvas unachievable goal due to increased working hours, amplified
responsibilities, low flexibility and neencouraging work environment (Shekhar,
2016).

Public sector employedsy and largdave more privileged accessWLB policies

than private sector employe&®search conducted in this field outlimesruitment,
retention, ratio of female workers, size and union density as very important factors
affeding WLB practices in theulic-sectororganizations (Dulk and Groeveld,

2012).

Drew at al (2003)supports this view angoints outthab 6r ecr ui t ment and r
of quality employees has become a major preoccupation of public and private sector

empb y e rHe érdgues thatrpsence of WLBpolicies can be deciding factor in
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choosing employment for some of the applicaBBLAS- a representative body for

FET sectohas ongoing issues with retention of talent and recruitment of highly
specialized employeeStatisticsshow that since 2016 there is a continuous trend of
resignations and retirements in the organization. Back in 2016 SOLAS clocked up 4
resignations and &arly retirements. In 2017 this has increased to 10 early retirements
and 7 resignations. Are WLB policies good enough and is there anything else that
organization could do to slow down this ongoing trapdrt fromnewrecruitment

campaigns?

Donaldson ad Feilder (2009) provide evidence that organizational culture
moderators have an impact on satisfactory achievement of employee engagement,
well-being and organizational outcomad/LB policies can only be pursued through
open and inelsive work environments. Workplace culture is factor determining
successful implementation of WLB initiatives and accessibilityo$e initiatives to

employees (Redmond et,@2006).

Evidence presented in this study supports business case for impleoneritsVLB
practices to reducemployee turnover intensi@nd increasef engagenent,
productivity, absenteeism ajab satisfactioras well Bedarkar and Pandita (201i
their study als@howeda strong correlation beeen good WLBretention and

employee engagement.

Negative outcomes of implementing WLB practices are linked to increased
managerial workloads in managing these policies, shortages of workforce at pick
times or increaseinplementatiorcosts for the organisatio®(si & Jawaharrani
2010).

Economic theory stress that Flexible Wiadkdiverges across the sectors,
organizations anpbbs. Companies introduce WLB policiefen they feature lower
implementation costs or higher potential savings over the longer run (Sweet et al.,
2014).

McNamara et al. (2012) recalls barriers in execution of WLB programmes associated

with high financial costs of flexibility whereby implementation is too expensive or
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other pressing issuexistthat place WLBssuesat the bottom of organizational
agenda. Anther barrier discovereoly McNamara et al. (2012cross public and
privatesectorsvas related to employee equal treatment in accessing those policies.
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2.6 Employee Engagement

Introduction

Amplified role of employee engagement in 21 century is associated with
growing importance of human capital and its psychological involvement in business
(Schaufeli, 2013).

Employee engagementngwadaysat the focal poinbf HR agenda and important
component of higiperformance work practicéattridge, 2009) Schaufeli(2013)
stressesghat survival of organizations is highly dependent on employees with
advanced psychological capabilitiete perceivegngagemerdsa desirable

condition for employesand acritical driver of successful organizations operating in
ahighly competitive environmen®nly happy and fully engaged employees can built
positivecompany imaggnspire,generatennovative ideas and credtealthy and

collaborativework enviroament.

According to evidence gathered by HR consu
translates into increased profits, better productivity, retention rates, proactive
behaviours and customer satisfact{Schaufeli, 2013).
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2.7 Definition of Employee Ehgagement

The term employee engagemaras introduced to consulting firms byet Gallup
Organization in 1990s. tAhe turn 6 centurymajor changeweretaking place in the
world of business. According to Schauf@bD13)employee engagement and work
engagement terms are used intengeably however the first onersore popularized
by the consultancy firms amublicy makers in théusinesses with the tat widely

used by the academia.

Khan(1991) who popularized this concept widely in the litemperceived
engagementatwork@sdét he harnessing of organizati on
work roles; in engagement, people employ and express themselves physically,

cognitively, and emotionally during role performantes (, K9890a ;m 694)

Jawahamnidescribeengagementas 6t he st ate in which indivi
and intellectually committed to the organization as measureldrbg primary
behaviours: SayStay and Strive (Busi & JJawaharrani, 2010, p.475).

Studies carriedut by Rich etl. (2010) and Chrigan et al. (2011) confirmed that
positive correlation of engagement with the abeawek-related attitudesonstitutes
standalone concept itself addo e s n 6 t itsoswongererelagnkhip with job

performance

T h e r eone recagaized definitioor dominant theoretical framewodt what
constitutes employee engagent.Shuck (201) reviewed 213 publications

differentiaing 4 approaches mployee engagement:

A) The Burnout Antithesispproach According to this concegopuarized by
Maslach & Leiter (1997¢mployee engagement is understood as theiymsi
antithesis of burnoutn this approach workforce high on engagemeatiaw
on burnout demonstrated ack of achievement, cynicism and exhaustion.
(Schaufelj 2013).

Many publications exploringhetopic of burnout vs engagement adapted Job

Demands Resources modeépicted in Figure 3n JD-R framework, resources
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facilitate engagemeniroughvigor (energy), dedication (persistence) and absorption
(focus).Work engagment has impact on the relationship between job and personal
resources and positive outcomes e.g. job performdonbecharacteristiagcognized

in JD-R model influence directly or indirectly relationship betweemployee
engagement and WLB.

Figure5. The Job Demands Resource Model (Bakker & Demerouti, 2008)

Mental
Job Burnout
Emotional Demands
Physical
Organization
Etc. Outcomes
Support
Autonomy
Jback Job
Fee . ac Resources Engagement
Etc.

B) The Needssatisfying ApproactKhan(1990) conceptualized this approach
however it never gained greater importance in empiricalesuénployee
engagemens viewedthrough physical, cognitive, emotional and mental
behaviourgluring role performances. Jobs that areprty resourced,
meaningful, challenging for employees aradried out in a safe work

environment bring engagement in return.

C) The Satisfactioengagement Approacfihis modelpopularized by the
Gallup Organizatio placed its focusonemptoe e 6 s | nand | ve ment
enthusiasm for work resulting in desired business outcomes such as

productivity, customeraisfaction and value for moneMdrter et al.2002).

D) The Multidimensional Approachihis concepts defined by Saks (20p@nd
represents a similar approach to Kltas t h ghlightingiumque
construct of cognitive, emotional and behavioural comporighkisd to
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employeeole performance in the workpladdowever, innovativeness of
S a k apprezh is based on clear distinction between job and organizational

engagement.

Anitha (2014)discussedhan 6 s tamdedentifigd the following valid
determinants of employee engagement:

Figure6. Determinants of Employdengagement

\ Work Environment
eadersip

eam and o-orker

Training and Career Developmen

Compensation

-

rganzaona p"'

Schmidt (2004) perceivesssence of employee engagenmanbngst public sector
employeesn recruitment and retention policies that enable organization to target
right cohort of employees. They are nurtured by various health and wellbeing
initiatives and other work support programmes that lead to high employee
engagemenSee AppendiB.
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2.8WLB & Employee Engagement

I't i s Iimportant to stress WhBaptactitehier e i s
conjunction with employee engagement. The two topicsadher extensivelgtudied

as standalone concepts. Howevigerature evidence suggssiat here is a clear

path betweeNVLB practicesengagement, employee satisfaction and-eihg

WLB initiatives have an impact on employee perception of organizational support

that in turn have a bearing on engagement and job satisfaction (Allelr), 200

Susi andlawaharran{2011) makea strong statement about impact of Wid

employee engagement and turnover intension. Organizations that are more aware of
employee individual needs have a better understanding of challenges around diversity
in the worlplace regarding age, gender &they alsdhave a better scope towards
designing and reinforcing policies and WLB practices engaging all groups within

organization $usi & Jawaharrani, 2011).

Schieman (2017) concludes that engagement levels are gezhityel by work home
conflictincreased by employees answeriAgails and phone out of office hours and
weekad work as well. He refers Ballup survey indicating that 50 to 80% of

employees are not fully engaged in their work responsibilities.

For Saks(2006)taking from social exchange theory, workers express gratitude for
supportiveness and resources they get from their employer through increased levels of
engagemeniHe alscargues that turnover intensiarganizational commitment or

job satisfactio are consequence of employee engagement.

Most contemporary organizations striving fonguetitive advantage agrésat

berefits of engaged workfordeanslate intaetention high performance, increased
productivity andop-classservice (Purcell, 2014).ow ergagementranslates into

high turnover ratedow performance and low efficiency (Schieman, 2017)
Companies are under threat that their besttakill leave the organizatiofthis

negative in consequences tension candreowed down bgnhancing internal

policies and traimg management on how to facilitate employees in maintaining good

work life balance.
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The authoteans towards monestrictive model presented Bghaufeli and Bakker
(2010) whereby work engagement erqeived as psychological state mediating
impact of personal resowes and job resources organizational outcomes.

This concept is also supported by empirmadl Khan 6 s r asswellasrCaristian
et al. (2011) studes. Schaufeli (2013pakesa conclusion that definition of work
engagement depends on oneds perspective.
work engagement can be explained asunigue positive, fulfilling, work related
state of mind characterized by vigor, dedicatioul absorption; that can be
measured using a valid and reliable s&lport questionnaire (the UWES); and that
can be explained by the Job Demaiitle s 0 u r ¢ e (Schanfeld 2013.234).

Employees with high levels of employee engagement are better tetmath their
work activities. Dedication is characterized by strong involvement at work and is
linked to sense of pride and significar{8nimazu et al., 201 Vigor is reflected by
high energy and resilience and is completadiby absorption referring tostate
whereby individual is fully concentrated and happily immersed in work activities
(Shimazu et al., 2000

UWES- threedimensionaljuestionnairelesigned by Schaufeli an&l&no\a (2006)
is the most popular tool for easurement of employee engagenaasilable in 22

languages wddwide.

Ulrich (2012) in study on WLRulture in Airbis discovered that employesstisfied
with their workfamily life were willing to go an extra mile and fostered high levels

of commitment.

Anitha (2014)unveiled a close relamship between WLERNd employee
engagemenrganizational policies and procedures promoting flexible work
arrangements and supporting employees in maintaiméafihy work home balance

seem to berucial for high employee engagemdaven occasional use of flexibility

in the workplace relates to increased retention and engagement (Richman, 2008). One
of the studies showed that flexibility associatgth location and work times was
associated wite mp | o gb#ite te Wwork longer hours (Richman, 2008nitha

(2014)alsoidentified lack of organizational/managerial support, fearegfative
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career consequencegnder policy outlookwellbeng, work environment and

co-worker relationshimsthe main themes surrounding WicBlture issues.

Gallup Organizatiomesearch also revealdétk link between employee engagement

and successful business outcomes. Large study carried out on the sample of 955, 000
respondents in US showed that high workagement translated into profitability at

78 percent and aoanted for 94 percent sluccess rate acrosted business units.
(Schaufeli, 2018

Above views are supported Bpyd et al. (2011¥tudiesconfirming that high levels
of engagement translate into better organizational commitment, innovativeness,

proactive behaviours and drives louvnover

Rath and Harter (2010) suggest that disengaged employees drive high absenteeism
rates,suffer fromwork relatedstress resulting in negative lotgrm outcomes for the

organization.

CIPD (2014 provides evidence that employees are engaged with different aspects of
their work life including the following locis: Management, Family life, Profession,

key stakeholdersyork colleaguesOrganizationsn FET sectotike SOLASaiming

to maintain engaged workforshouldlook at suite of innovativetrategiego create a

positive and healthy work environment (Bhuvanaiah, Raya, 2014).

Bhal eraobds ( 2evehl8thathpugb énhancad WLB policies HR can
better address diversity within certain group of the workforce (female, X & Y
generation) and better gand to their individual needs. edlthy, capable and

engaged employeesareo mp any 6 s dng @impetiive advatageg lankage
research has confirmedsignificant correlation between employee engagement and
desirable business outcomes like retention, high performance, and productivity
(Bhalerag2013) Evidence gathered by Schaufeli and BakKR&04) also shows that
more resourceful jobs were directly linked to higher level of engagement and lower
desire to leave the organization in return (Schaufeli and Bakker, 2004). Same results

were gathered by the meaaalysis carried out bylalbesleben (@10).
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Bal and Lange (2015) ilongitudinal study carrieécross the sample in 11 countries

showed a positive relationship between flexible HRM practices and employee

engagement. According to the presented results HRM flexibility was more significant

for the engagemerf younger cohort of employees valuing leisure and flexibility

around work and nework commitmentsRestts of Bal and Langstudies(2015)

showthat flexible practices amongst older werk enhanced better performance and

were used to leverage adverse consequencegoé det eri orati on proce
interesting outcomes of this research put more emphasis on availability of flexible
practiceshanawareness of their existence by empleyéddse of flexible

programmes was found as unrelated to engagement.

Equal Employment Opportunities Truststudy from2007showthat organizations
encouraging WLRBjet in return increased employee engagemenbatidr
productivityrates However findingsof this studymake a valid point thadolicies

and initiatives aimed at improvement of WLB & engagement to fully work have to be
supported by management and staff at all levels within organiZ&umi &

Jawaharrani, 201

Myilswamy & Gayatri (2014) support statemdahat engagement has a big impact on
workforceproductivity levels employee retentiormustomer loyaltyand profitability.
They show thaengagement levels determine staff productivity and willingness to

stay with he canpany they work far

2.9Employee TurnoverIntension

The author is going to examine turnover intension in the context of WLB practices.
Complexity of modern life, stressful work environments and technological advances
enabling employees to stay online 24/7 are contributing to work and family life

conflict.

Employee tirnoveri s on@avoidablebut it can become costly and disruptive concern

for many contemporg organizations (Armstong, 2012n a lot of studies turnover
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intension is perceived as the final stage in the decisiaking process preceding

employee departure from the ongaation (Mowday et al1979). Kanwar et al.

(2012) defined intension turnover as emplo
organization. For Petriglieri (2011) turnover intension is a coping strategy used by

employees to espa the current situation. It can be characterized as a permanent

event whereby employee leaves the organization for good or expressed by horizontal

mobility if employee awaits transfer to other departments (Kig084).Brough &

Frame (2004) view turnoventenson as estimated probability mfdividud 6 s

departure fronthe organization in the near futuiighey alsogrouped variables

associated with turnover intension into the following categories:

1) Organizational variablese. job satisfaction, work stress or gender
discrimination

2) Individual demographic variablese. gender, marital status etc.

3) External variables i.eavailability ofalternative jobs (Brough & Frame,
2004).

Researclshows that WLB haa huge impact on erfgyee turnover intension.
According to Balunosgt al.(2015) employees experiencing disharmony between
work and home life are more likely to leave the organization. This thesis is also
supported by Lambert & Hogatudies(2008).

Richmanet al (2008 alsopinpointthatflexible work practices influence employee

decision to joiror quitthe company and have anpact on job satisfaction

Deery (2008)presents a framework of strategies aimed at reduction of employee
turnover andncreasingole of WLB initiatives.He concludeshat workfamily

conflict and job stress along with long and irregular hours have bearing on turnover
intent Derry (2008) proposestrategic approach associated with provision of flexible
rostering along with mentoringoachingand stafftraining. He als@mphasizethe

role of Managers thahould be trained up on stress management techniques e.g.

relaxation methods along with counselling.
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Researcherfundassociation between gender and marital siatuslation to
turnoverdecisionmaking process. Early studibg Cotton & Tuttle (1986)

di scovered that married individuals donot
categories of employees. This view was broadened by Magoin & Kirschenbaum

(2002) who discovered that turnovetension apart from marital statissalso

af fected bworkicanditions of énopbymerd. This thesis was reflected in
Martinds research (1989) and represents op
some stressogenic factors experienced odeyegrounds.

The most efficient way of turnover reduction is realization of staff intension to leave
the organization. High departure rates of talent and constant recruitment of new
entrants can be destructive ftofkeyor gani zat.

business outcomes (Kanwar et al., 2012).

We are going to focus on voluntary turnover that occurs when employees file
resignation to work in a different organization (Riggio, 2013). Available research
shows that job satisfaction and organizatiammahmitment have a major impact on
employee turnover intensis (Carsten & Spector 1987, HdxGriffeth, 1995).

Harris et al(2006) conclude that employees leave organization for a lot of various
reasons and prove that voluntary turnover is an outcoramployee intent to leave

the organization.

Apart from involuntary turnover caused by redundancies or other situations leading to
contract termination i.alisciplinary issues Taylor (20D8istinguishes, pul | typed 6
turnover when employee leavesforbett t er ms and conditions or

caused by disagreement with organizagilonvork practices (Taylor, 20D2

Carbery and Cross (201Bglievethat ur nover doealdt al ways ha
consequenctor the organization. New entrants may act as a fresh breezeaoidai

enrichthe company wittiresh, innovative ideas. Boselie (2010) is of the same

opinion and claims that turnover provides organization with better flexibilttyirnv

organization.

36



Various studies show th#te more frequent an employee usesangani zat i onoé s
WLB programmes, the lesser employeennteto leave the organization ahe

lesser an employesxperiences work life conflict (Brough & Fr&n2004; Balunos,

at al 2015 Blommeet al.2010).Burud& Tumolo (2004)also provide evidence that

WLB practices reduce stress, absenteeism, turnover and increase employee

engagement, productivity and job satisfaction.

Hill et al.(2008) deemed workplace flexibility as a key factor contributinifp¢o
retentionof aging workforce. Under the term of workplace flexibility, we understand
all HR practices that enable employees to achieve a balance between work-and non
work activities wth an emphasis on childcare arrangements.

Richman (2006) recalls national study carried out amongst mid to large size
companies whereby proper management of work and family life translated into higher
levels of engagement and retentidfinal results ohis own researcbonducted on a

sub sample of 15 companigisow positive relationship between engagement,

retention and flexible work arrangements. He also proves that good package of WLB

policies has larger influence on retention than flexibility itself.

Richmanet al. (2008) suggests that higher retention is indirectly achieved through
increased employee engagemétetaanalysis of 155 studies exhibited that
supportive workplace culture with caring management and good HR policies
positively contributeso development of employee engagement.

Allen & Martin (2017)reveal that turnover intent rates were significantly lower
amongst employees experiencing strong supervisory support. This view is supported
by Schaufeli (2013) who confirms that turnover intenss moderated by

relationship at supervisory and organizational levelgdéntly employees that were
looked after bytheir line managers arfdlt genuinely supported by tllempany

demonstratednore advanced citizenship behaviours ancelaesire to leave the job.

According to Brough et a(2014) WLBand turnover intension have amstger

relationship than WLENd job satisfaction. This association is caused by the decision
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of employees experiencing WLB conflict to seek employer providioge flexibility

around family friendly policiesBrough et al 2008).

Turnover intension in the literatureassointerrelated witremployee engagement.
Schaufeliand Bakker (2004)esed4 independent samplasdrevealed that highly
resourcefulgpbstranslatednto advancedevels of engagement and subsequently
lower intensiorto leave employment his view was supported Ispudy carried out
by Schaufeli and Salanova (28)®ntwo independent European samptleat
highlighted importance of employeegagement for proactive behaviours. Highly
engaged employees were displaying more indeperahehinnovativattitudesn

turn reducingattrition rate.

This view was replicated by Corporate Executive Board survey carried out on 50,000
employeesvithin 60 aganizations throughoulh¢ world. Resultsevealedhat

workforce with low engagement were mavidling to leave the company than

individuals demonstrating high levels of engageni8uosi & Jawaharrani, 201

It has been found thatrn from low tohigh engagement can increase employee

performance by21% hi ch i s i mportant discovery in t

environmen{(Susi & Jawaharrani, 2011

Saks (2006) and Anitha (2014) in her valuable research also find relationship between
employee enggement levels and desire of employees to quit the organization.
Outcomes of hestudies confirm that high levels of employee engagement largely

reduced turnover intent in the organizations.

Research conducted by Towers Perrin on 35,000 employees ifict2rdi
companieslsoshowed positive relationship between employee engagement and low
turnover rates, sales growth and more custemniented service (Susi & Jawaharrani,
2010).
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3.0Role of Managerial Support in WLB practices

Manager s play a key r ol-aperationwithstaffmt ai ni ng V
terms of adjusting job sche@sland ongoing assistance with day to day job

responsibilities. Accordingp Thompson et a{1999) managerial support is a critical

factor for saff decision making process on use of those initiatives in the work place.

McCarthy et al(2010)point out that availability of WLB policies in the organization
doesndt al ways t r @uatepoa tcompanyrcdlitwoe and nggative ak e u p
attitudesof management and eworkers towards availing those policies.

This view has been supported by Murphy & Zagorski (2005) that emphasize role of
Managers agatekeepers dissemination and take up of those policies within the
organization. Their encouragement and positive attitude has been recognized as
crucial factor for high participatiorates.Managerial support has been recognized by
Darcyet al. (2012nsone of he mainvariables in determininguptake of WLB

initiatives. She stressdbhat employeeavailing WLB programmes may suffer in

terms oflessened chances fcareer advancement.

Hammer et al(2011) developed a model aimed at training supervisors in devglop
family supportive supervisor behaviours. They found that supervisors demonstrating
family supportive behaviours had a positive impact on employee health, job

satisfaction and turnover intention.

Casper and Harrisonclude that availability of WLB initives in the workplace
gives employees a feeling of strong organizational support that in turn translates into

outcomes such as turnavand commitment intensions¢Carthy et al., 2013

Research shows that supervisory support is associated withdowpéryee work
family conflict and better balance (Lapierre and Allen, 2006, BiD5). Supervisory

supportalsotranslates into low turnover intens®(rhompsa and Prottas, 2005).

McCarthyet al.(2013) informs that HR Managers engaged in formatioiVbB
initiatives are more willing to grant an access to these progranhmesnanagers

are gatekeepers and key stakeholders in influencing how WLB policies are enacted
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and cascaded down to otherday withinorganization (McCarthy et al., 2013)is
challengingtask as Managers are accountable for operational outcomes and high

performance.

Researcher hopes to find out through this study how WLB challenges are dealt with

by Managers in FET sector.

3.1Literature Review Summary

Literature reviewhas shwn that there is a visible benchmark between WLB,

employee engagemeand turnover intent ihigh performing organizationsith

desire to be perceived as O&ébe(Bhaergl ace t o w
2013) However, vork places that argupportive of WLB initiatives will not reach

desired outcomes without support from Management and organizational culture that

fosters and supports use of same.

Darcy et al. (2012) are also tfie opinon that some WLBnitiatives are pricy and
each organiation should examine potential benefits before they implement those

programmes.

Bhalerao (2013yoncludeghat organizations that develop culture encouraging work

life balance will be rewarded with highly engaged workforce. He prowdigence

that compaires treating family friendly work practicegth more strategic focus on
fostering employee engagement noted better retention rates amongst female workers,

reduced absenteeism, staff motivation and commitment.

Researclby a wiversity of CambridgéDex and Smith, 2002)oncludedthat 9 out

of 10 participants has found those policiesuasffective cost measure. The policies
translated into increased performance for 5 out of 6 performance indi¢édavever
Konrad & Magnel ( 2idnghip betwieem pradactivityfaoduld d r el a
WLB practices.

Richmard et al. study (2008) confirms positive influence of WLB practices on
increased retention and employee engagement and provides evaeac#s usage

of flexible work practices by Managers in theusinesses. WLB policidgave a
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bearing on business outcomes such us employee engagement, motivation, retention of

talent, productiveness and employee satisfaction (Richman et al., 2008).

Bal and Lange (2015) emphasize importance of HRM flexibility prestin the
organizations and put amus on companies for balancwgrk activities with home

life demands.

Nowadays it isorganizationgole to create compassionaterk place cultures

inclusive of people fromall generations and backgrounds, valuings$attory work

life balancg(Susi & Jawaharrani, 20L1HR professionals have a lot of challenges
ahead in responding to constantly changing employee needs and introducing WLB

policies suitable for multigenerational workforce.
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Chapter three: Methodology

This chapter willbbutlinethe researcmethodologies appliefr this study There are
number of research philosophies and d@atéection techniques thaetermine
methalology toolsand instrumentdeployedby the autharChapter willalso
examinequalitative and quantitative approacbsearch objectives, ethical

considerations and limitations for this study.

3.1 Research Philosophy

Saunders et a{2012) introduce ontology & epistemology as two fundamental
concepts adopted in the resdaphilosophy. They outline variances that will have an

impact on the way we perceive the research process.

Ontology describes concern with the nature of reality that is reflected by objectivism
66portraying the positi ditntoexternsdanad i a l enti ti
i ndependentd s(oauwndercs ogtsbal ., 2012, s. 131
philosophical tenet concerned with knowledge limited to subjective experience of

individual.

Epistemology puts high emphasis on acceptable knowledge in ltheffitudy and

has two principals: positivism and interpretivism (Saunders,&2@l2). Researchers
adopting positivism method reject metaphysical and subjective ideas. Their focus is
placed on tangible aspects of human activity and general laws that can be used to
predict behaviour (Fisher, 2010).

Interpretivism as an alternativp@oach to positivism believes that reality is socially
constructed and is strongly influenced by people values and their perception of the
world (Fisher, 2010).
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3.2Research Framework

Researcher decided to examieeearch oniodesigned bysaundergtal. (2012)
outlining layers of vaous philosophies and approachBaundergt al.(2012) argues
that it is very unlikely to answer research question witime philosophical domain

as each of themmeasursdifferent outcomes.

Research onion is anfettive tool in determining most appropriagsearch
frameworkand gave the author explicit picture of variomethods useth the

researcHield for adoptng thebest strategy.

Figure7. Research Onion

Povwmm
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According to Harreveld eal. (2016) constructingf goodresearch design requires
deliberation of qualitative versus quaative approachesnd mixed method

frameworks.

It is important to stress that research can have a deductive or inductive approach.
Collisand Hussey (2009nhform thata deductive approach is testing conceptual and
theoretical structte by empirical observatiomductive research theory is developed

after research.

According to Greengra qualitative approach is associated wih inductive

approach togenerating theory, often using an interpretivism model allowing the
existence of multiple subjective perspectives and constructing knowledge rather than
seeking to f(Greeder, RO08, p.17Qualiateve reseayclh id widely

used in the liteature as a synonym for any data analysis technique or data collection

43



procedure (interview) generating raomerical data (Saundegsal, 2012).
Quantitative methods refledata collection technique suchsasvey ordata analysis

procedure (statistics) producing and using numerical data.

3.3Research Strategy & Design

There are key differences in qualitative and quantitative research apprdaches.
close examination of past studieALB subject fieldandfurtheranalysis of
strengths and weakness#sonstructivist and positivist philosophjeseauthor
decided to adopmteductive approach for the measured research objectives.

A deductive environmen$ more suitable for studies that wishetcamine a
relationship between variables and is concerned with gaawitmethods of the
research (Saundees al, 2012).

Quantitative method will enabtee authoto reachbigger pool of participantaithin

shorter time framéhanqualitative strategyThis is very important for research
arguments and author s desiofasmamyf produci ng
respondergwithin FET sector as possiblResults genetad in the qualitative studies
tendtowardssubjectivityand often reflecthe expedations of the researcher

(Greener, 2008).

The authorims to collect the data by staff survey designdthe with existng
researcton WLB initiatives and theirmpact onemployee engagement atinover
intentas per deductive approastethodologyThis relationshigo be examined
through a quantitative analysasid subsequent statistical analydithe data irSPSS

that leans towas Pos{positivism philosophy.

According to Dul & Hak (2008) the survey is a method that examines instances in the
red-life context where a single populationsislectedand results obtained are

analysed in a quantitative mann€he authoffeels that this technique will get a

better insight into research objectives than qualitative study through various data

analysis mstrumentsAnother reason behind deployment of this method is linked to
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time and money constraints. Researcher is currently not living in Ireland and survey
enables her to reach out a big pool of respondents within short amount of time at

minimal cost(Saunders et al., 2012)

Survey tobe disseminated tpproximately200 peopleéhroughonline Google docs
gateway Author ofthe research wilindert&e a pilot study that wilpre- test the
surveyprior toreleasing it to the selectsdmple

DesigningSurveyQuestionnaire

According to Greener (2008) properly designed questions are the skeleton of every
research projecBourke et al(2016)arguethatit is important to assess whether
respondents can comprehend the questions that are being askeslnvélyeand

whether they are capable and willing to give their answers. One of the golden rules in
designing a good questionnaire is to avoid wordy and confusing questions.
Participants should also get a clear direction on how to navigate through the
guestonnaire.The authoexplained to part takers the purpose and objectives of the
research anduided them through the datdleation process. See Appendixfor the

full questionnaire accompanied hythod Bsote.

The survey is comprised of the followingcsions:

3.3.1DemographicQuestions.

Single item questions were used to obtain data on gender, age, marital status,
children,experiere, tenure with FET sectdBelected dmographic questionill

help the researcher to obtain necessary data for evaluation of trends within FET sector
and further statistical analysill questions were designed in line with guidelines set

out in Bourke et al(2016) chapter on building factual questions for dgraphic
characteristicsThis section of the survgyays a vital role for revealing the profile of

FET employees ithe research objective contefin closer examination researcher

will be able toseparate the data aptbvide information on WLBf full time vs part

time employees or theangagement levels amgrnover intensiomas well.
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3.3.2.WLB Scale.

Researcher carefully reviewed publications on WLB scales assessing their eligibility
for the objectives of this stud$hekar (2016in his aricle argueghatone conceptual
scale measuringdL B di r ect | yThigli®sappartédtbazax(2080)vho
furtherpoints out that issue with evaluation of WLB practicesnisdd to problem

with estimation of costs and outcomes for spe@ébcies and programmes

Likert scales

5- point Likert Scals wereadoptedo measure responses thesurveyquestions

Likert developedaset of reliable scales to measure views, attitudes and opinions
linked to the questionsontained withirguestionnaires (Forys and Gaca, 20T6e
authorused responses rangifrgm strorgly disagree to strongly agre@uinlan

highly recommends Likert scale tiattme asur es t he dand ecti on
measures t he f o (Quidan, 204X p.327hEmpiacdl ¢éviddneed e s 0
demonstrates laroad convergence of relative values of correlation coefficients
obtained on application of Likert scales in conjunction with various calculation
methods (Forys and Gaca, 2016).

To fill the gapBrough et al(2014)developed a new WLB scaleeasurdested on
multiple samples through cross sectional and longitudinal research dasiggs.
evaluatedWLB instrumentdollowing carefulliteraturereviewby scholars such as:
Greenhaus, Fisher, Bulger & Smith, Valcour, @vacz or Matthews, Kath and

Barnes-Farrell.

Brough et al. (2014) built a new measure ugafiath & Brough (2008}heoretical
definition of WLB and ésted the new scale acregveral time frames and multiple
independent sampleshe researcherdentified 19 scale items that were narrowed

down to four items in line witkheir definitionof WLB.

New WLB scale designdaly Brough et al(2014) isproved to bevalid and effective

instrument for the objectives raised in the subject of this siligunidimensional
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structure of the balance measure was progressed by researchers in four independent
samples (N=6983) with proved criterion related validggth integrity and predictive
ability were also deemed satisfactoMyork demands were found to ha antecedent

of WLB. The study showed that family satisfaction, job satisfaction, psychological
strain and turnover intension are WLB outconiBse new WLB scale used in this

study is comprised of the following items:

(1) o661 cur r eaandegtwderathiedimeal spgnal atavork and the time |

have available forneworka ct i vi t i es 6

(2) 61 have difficul-wgr b aab a(tegativelpworlgdd wor k a

item),

(3) 61 feel that the balnamvorkactivibesiween my wo
currently about righto and

(4) o6Overall, lanbneAvio e ke | 1 hat ameg WwWat kncedqd.

Participants were asked to give their agreemertpaint Likert scale from 1

(strongly disagree) to 5 (strongly agree).

The secondarglatawill be extracted from CORE HR information system through
Business Intelligence reporgmmodulel see Appendix D Data will be a
compilation of combined selected comparabeB variables extracteddm CORE
HR on WLBprogrammes utilized in SOLAS.

This will enable the author wmbtain data for 201,62017 and 2018t is important to
highlight the fact that secondary analysi¥ CORE r ecor dsedimnmasndét be
CORE with the intention of exploring such a relationship (Saunders29Gg. Data
that 1 dm going to be comparing has been do

relevant pointsn time.
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3.33. Turnover Intension Scale

The surveyinstrument utilises thaitnover Intension scalaiginally developed by
Camman et al1979).The scales comprised of three items evaluating participants

intension tdeave theiemploymentas follows:

1) 1 often think of leaving the organization.
2) Itis very possible that | will look for a new job next year.

3) If I could choose again, | would choose to worktfoe current organization.

Researcher decided to use this scale as above questions were reiplicetey
subsequent stigbk tackling turnover intension issue. The scale was priovee a
valid and reliable instrumenisefulfor this study with responseating statements

from (1) stronglydisagree to (5) stronglygeee.

3.3.4 Employee Uptake of WLB Programmes

I n this section empl oyreetsn cad et\VWhBtkheed Itios tr ecs
programmes itheir organizationThe authodecided to measuredividual

participation rates in WLB programmes and itemized WLB programmes and policies

that are currently available in the organization. Statisticssexed from Bimodule

provide more insight intase of glectedWLB initiatives in 2016, 2017 &£018 &

organizational levelThis section willestablish number of WLB practices utilised per

individual to geta bdter picture of employereeds andrganizational support in

accessing these policieBhe highest is the result obtained per employee rinare

WLB programmes are used by staff individual basisThe following WLB

initiatives were selected by the researcher:

Flexible Working Hours

Part Time WorlkWork-sharing

Work from Home This policy is under reviewand is not availablget.
Shorter Workingy ear

Career Break

o gk wbdh e

Leave of Absence (up to 6 months)
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7. Parental Leave

8. Maternity Leave/Paternity Leave
9. Carers Leave
10.Compassionate Leave

11.Force Majeure/Special Leave for Family Reasons
12. Study/Examination Leave
13.Travel Pass Scheme

14.Cycle to Work Scheme

15. Financial Suport for Education
16.0On site canteen facilities
17.Social Club Events

18.Well Being Committee Initiatives

19.Counselling (Employee Assistance Programme)

Researcher isnly going to measure data on existtiQLASWLB
initiatives/programmeas per Appendik. The sum of affirmative responses will be
used as the overall score for eaebpondent. The higher the sgaiee more WLB

programmes employee availed of.

3.3.5 Employee Engagement Scale

Theauthor of the study wilineasure relationship between WLB andotogee

engagementkey dependent variable in thissearchUtrecht Work Engagement

Scale (UWES) designed by Schaufeli (2003) is the most commonly usedseif

instrument questionnaire operationalizing employee engagement with excellent
psychometricdatures (Shimazu et. a2010Q. UWES threedimensional questionnaire

has been popularized worldwide and translated into 22 languages. According to

S ¢ h a udefnitian, &verk engagement is ,,ositive and fulfilling work related

state of mind reflectedy vi gor , dedi c gSchaofali etaln2006a bsor pt i
p. 702).

Original questionnaire is comprised of 17 items for vigor (six items), dedication (5

items) and absorptior® (tems) scales (Schaufeli & Bakker, 2p0O3owever,
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Schaufeli also publieed a shortened 9 item reliable version for three scales with three

items each followed by a student version as well.

Schaufeli et al(2006) conducted evaluation of questionrairged for the
measurement of employee engagemieta-analysis of both @rsions confirmed
reliable internal consistencies for vigor, dedication arsbgdiion scalesDetailed
analysis carried out in 8 countries across 33 samples retusyeldgmetric fatures
like Cronbach alpha rangirigetween .80 and .90 (Schaufeli &alke, 2003).
Seppala et a(2009) revealed that short version of UWESBwithin 3-year time
interval ranges from .82 to .86 confirming high rank order stglmbefficients
(Schaufeli et al., 2006)

The correlations between three engagement scalé&sgatg reliable and the internal
consistency of the shortened 9 item scale is satisfactory as well (Simaz2@1@l.

No systematic variations were detected in work engagement levels between female
and male employees or across various age groups. leojwegome occupational
groups like managememngagement levels were evidently higher than blue collar

workers (Shimazu et al201Q

Schaufeli highly recommended utilization of UWES as a screening and identification

tool for employees requiring enhameent of levels of engagement (Schaufeli, 2013).

Following extensiveesearchthe author decided to deploy shortenededn scale to
assess employee engagement in FET sector.

of employee engagement in the broad cxnbé WLB.

The aithor felt that 17item version was too long and overwhelming for participants.
Employee engagement section of the survey is comprised of the following

Sstatements:

1. At my work, | feel bursting with energy. (VI1)

2. At my job, | feedtrong and vigorous. (VI2)

3. I am enthusiastic about my job. (DE2)

4. My job inspires me. (DE3)

5. When | get up in the morning, | feel like going to work. (VI3)
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6. | feel happy when | am working intensely. (AB3)

7.1 am proud of the work that | do. (DE4)

8. I am immersed in my work. (AB4)

9. | get carried away when | am working. (AB5

Note: VI = Vigor scale; DE = Dedication scale; AB = Absorption scale.

Each statement is rated troughpdint Likert scalefrom @ 6 6 Nev eir 66 t o 6

06 Al waysodb.

3.36. Managerial Support

This setionis comprised ob questionsadopted fromJahn et al(2003)research

exploring the role of supervisory support in WLB programriiég above authors

carried out a comprehensive analysipefceived organizationé&mily support.

Researcher felt that the calibre of questions set up by Jahn et al. (2003) is ideal for the
managerial section. However, researched decided to add question 1 & 2 from
Thompsonos, Beavuais and Lynessmagefial 999)
support in SOLAS. Thomson and his fellow researchers conducted studvesken

family culture meaured on 21 item scale withanagerial suppoitems

Participants are asked to express opinion whether managers are accommodating and
understandingowards their work andonwork commitmentsThe following

guestions are being asked:

1. In general managers in this organization are quite accommodating of family
related/personal matters.

2. My patrticipation in WLB programmes results in being viewed by maresyer
less serious about my career than those who don't engage in these
programmes.

3. If I or one of my ceworkers needed time to attend the family/personal
business (doctor or teacher appointments, school plays, etc.) my manager is
very flexible about workingf out.

4. My manager masures people on their ovenatbductivity, not simply hours

spent in the office.
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5. The subordinates in my department feel free to discuss family/personal
problems that affect work with my manager.

6. If I missed work due to a sidkependent, my manager would understand.

7. My manager supports company policies that help eygas maintain WLB

and approves requests for same.

Literature research provides evidence that managerial support plays a vital role in
promoting and utilization dfVLB initiatives in the workplace and researcher decided
to include section on managerial support in this study to obtain more objective
information about managerial support in FET sector.

3.3.7.Comments section

The survey also cdains a comments section wibpen endednd closedjuestions

to enable participants to voice their opinion about theirgpedsneeds relation

WLB programmesndsuggeshew WLB solutiondo HR. The researché&lt it was
importantto include a questimabout career consequené@msemployees accessing
WLB policies to reflect employegpinionon this matter and provide further
recommendatiosifor the organizationand FET sectoiParticipants were also given a
chance to elaborate dineir personal situeon and support received from the

organization at the time of conflict between family/personal related matters and work.

1. What could your employer do to improve your current Work Life Balance? (Please

feel free to suggest any new WLB policies/practites you would find beneficial)

2. As an employeaccessing WLB programmes hayeu ever been subject to

redu@d career progression/promotiopportunities?

3. Has this organization made an active effort to help you when you experienced a
conflict betweerwork and family/personal life?

4. Other comments
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3.3.8. Limitations of this study

This studylike manyothersthat havedeployed quantitativeresearch approacds

subject to certailimitations.Most authors exploring topic &VLB or employee
engagemenh the available literaturdecided to adomjuantitative methods.Dul &

Hak (2008) argughat survey outcomesight be perceived to be generalizable as
often there is no clear distinction made between the survey population dacyére
theoretical domain from which the sample is not draidms view is supportedy

Bryman & Bell (2007) who alsquery accuracy of surveygherefore, it is important

to stresghat the authon a s n 6t e x h a uis theeapic & this researcBueu e s
toatime constraint t wa s n 0 attaih éat famdalrgdfETt sector population
However, every possible effort was made to receive information from as many
respondents as possibResults gathered in this resehcannot begeneralizeds
truereflection of FET sectaas the whole and need to be explored furtAsmperDul

& Hak (2008)findingsifr esear ch out comes havenodt been
instances, other organizations or geographic @hegsnight be speculative in nature.
Thereforejt is highly recommended that further studies are carried out on the higher

percentage ofmployersunder umbrella of FET sector

Another limitation of this study is linked to conveniersaenpling which is specific

type of nonprobability sampling method targeting population meeting certain criteria
e.g. geographical locatioayailability of participants to undertake survey, easy
accessibility etc(Saunders et al2012).Mostindividuds partaking in theesearch
wereknown to the authowhich leads to conclusion that results are likely to be
biased Adamset al (2014)arguethat intensity of surveys in the organizations bring
poor response rates putting a question mark theereliability and validity 6

findings. Author had no control over persdriaterests in WLBsubject of individuals

who volunteered to answer the survey.

The data analysaedas mostly statistical and reported percentages on each employee

on each individual question.
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3.3.9.Ethical Considerations

Every research activitjustfollow certain rules regarding ethical principles and
protection of participants taking part in the research profeciording to Saunders et
al. (2012 authors conducting studies must ensurehetkers araot exposed to

material disadvantage, harmraistreatmenthroughout the process.

Any ethical concerns that have arisen at research design stage were quickly addressed
by the author and rectifietlink to on-line survey was disseminated to selected

sample Participants weréully informed of the nature and objectives of the study and
reassured that their involvement in research project is voluntary and fully

confidential. First questioaf the survg asked respondents for their consent to

voluntarilytake part in thetady.

Another ethical issue tackles report findings that accordidgltons et al. (2014)
should be accurate, truthfahd available to other parties participating in the research.
In line with thoserecommendations respondentsre informed that study resuitsl|

be disseminated to interested part{@s-line survey was designed in google
documents domain and individual replies will be kept on that platform for another 6
months and & accessible by the researcher only.

Formal requesivas submittedo HR Manageputlining the purpose of the project,
potential benefits for the organization and involvement of participdh&esauthor
commenced the study followiraghical approval fronsenior management

R e s e ar omduet wds sliriven dipest practicguideinesas per QA NCI
Handbook (2011).

3.4.0.Data Analysisand Presentation

On completion of the survey by participants, results will be exported irtel Brd
uploaded intoversatile statisticatomputer packageIBM SPSShat will enable the
author tomanipulate the data amdlculate a wide variety of stats to answer all
inquiries. SPSS supports researchers in building and validating tprediodels and

deciphering surwedata (Saunderet al. 2012. It alsoprovides tools foconducting
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flexible and customizable analysis of complex data sets in statistical environment
SPSS allows for many types of transformations, correlations and factor analyses and

is deemed as best package for-statisticians (Bansal and Srivastava, 2018).

The variables obtained through the survey will be examined by the auntior
leveragedhgairst each othethroughoutSPSS including methodologies such as
Pearson correlation coefficiet#st.It is envisaged that statistical findings will enable
the author to reveal relatiship between WLBemployee engagement and turnover

intension in supportfaesearch questions.

Comments sectiois comprised of few opeandedquestionghat will produce
qualitative data set€ontent of responses obtaingdl be analysedgainst key
words, themes, frequencies and sets of data carefully interpreted fon#fie bithis

study.

3.4.1.Validity and Reliability

Validity and reliabilitytesting isthe cornerstone of researemd was applied by the

author in the context of survegpresentinguantitative research method.

Validity in the survey is used to determine how well researeasuresomponents it
intended to measuand examineaccuracy othe measurement processis

important to mention that we can differentiate four typeeséarctvalidity such as:
internal external validity, construct & conclusion validifiype of measure we use to
check validity (construct, content, face and criterion) is associated with research
objectives Bourke et al2016. Adamset al. (2014)argues thatalidity plays more
strateic role in the research procdkan reliabilityitself becauséf piece of research
doesndét measure what it sets out to it

consistent.

Reliability refers to quality of the measurement processcandisteng of findings.
Adameset al.(2014)mentions two methods that are usually usedneasurement of
reliability: repeatability and checkingf internal consistencyAccording toBourke et
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al. (2016)we can also ask similar question in another part of our survey and if the

results differ the item may be not accuraltas extremely important for the research
process to envisage whether assessment too
unstable resudt Greener(2008)makes conclusion that every researcher should aim

to design transparent and clear research study that can be easily followed by others

trying to pursue studwith thesimilar methodslf the results of replication study are

intact with pevious findings we can have more faith in ther@ciness of conclusions

otherwiseD u | & Hak (2007) argue that we cano6t &

anyresus publ i shed in the I|iterature if repl:i

Each of fourscales uselly the author of this study weesxamined by designated

reliability and consistenciest called Cronbach AlphBrymané& Bell (2011)argues
thatscale is deemed to be reliable and measures desired values between survey items
if Cronbach Alphaexceeds 0.70.
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Chapter Four: Findings and Analysis

4.1. Introduction

Chapterfour presentsesultfrom the data tested ithis quantitative study. The
primary objective of tis research is associated with outlining Work Life Balance
practices and their impact on employee engagement and turnover intention in FET

sector in Ireland.

Analysis of the datgatheredy the authowill be carried ouby use ofdescriptive
andinferentialstatisticsand summarising qualitative data obtained froaff Survey

carried out on a sample froBOLAS- Further Education and Training Authority.

WLB, employee engagement and turnover intention are representing three main
variables testedhithis researchalidity and reliability for each of the scales used in
this studywill be carried out and Cronbach alpha calculated accordingly to assess

internal consistency levels.
4.2. RespondentDemographic Profile
Researcher applied descriptive statssto get a more accurate respondent profile.

Initially the sample size for the subject of this study is comprisdd ®fpublic sector

employeesepresentindg-ET sector in Irelandsender breakdowas per kjure8

shows that over 2/ 3 of respondentsd accoun
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Figure 8. Gender

Gender
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Table 1.processed in SPSS shows respondent age profile.

Table 1. Age Profile

Value Count Percent
Valid Values
1 1871 29 3 2.5%
2 3071 39 14 11.9%
3 4071 49 47 39.8%
4 50+ 54 45.8%

As can be seen in the Table 1 the largest propoofiéET respondentareover 50
years of agand 74.6% works full time. &@a gathered in demographic section also
demonstrates th&7% participants declared to have children and 68% respondents

are maurried.
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Table2. Full Time vs Part Time

Value Count Percent
Valid Values
1 Full Time 88 74.6%
2 Part Time 30 25.%%

We can read from Table 2 that our respondents are comprised of 75% of staff

working in full time capacity versus 25% of part timers.

42 % of respondents workstime organization for the past 10 to 20 years and further
25% exceeded 30=wrs of srvice as per Tablel3low.

Table 3. Tenure with the organization.

Value Count Percent
Valid Values
1 <1lyear 7 5.9%
2 Between 1to 4 years | 8 6.8%
3 Between 5 10 years | 7 59%
4 Between 10 20 years} 50 42.4 %
5 Between 20 30 17 14.4 %
6 30+ 29 24.6 %
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4.3. Reliability Testing

4.3.1.WLB Scale

Table 4outlines results of reliability test carried out in SRBEI for WLB 4 item
scale Test shows that scale reached a high reliability scoring well above required
thresholdof 0.70.High Cronbach Alphaf .930 confirms that scale is an excellent

measuement instrument and can be deplof@durther data analysis.
Table4. Cronbach Alpha for WLB Scale

Reliability Statistics
Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha Items N of Items

.930 .930 4

4.3.2.Employee Engagement Scale

Table 5depicts results of reliability test conducted feitédn employee engagement
scale. This scale is also deemedhigly reliable withthe Cronbach Alphaf .889
and confirmsa strongreliability of the questions used in this section.

Table5. Cronbach Alpha for Employee Engagement Scale

Reliability Statistics
Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha Items N of Items

.889 .906 9
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4.3.3.Turnover Intent Scale

Table 6shows Cronbach Alpha of .639 for Turnovetelmsion scalée hat hasnaot
reached desired reliability test value aboveiQ fhefirst placeand was adjusted

accordingly to meet consistency and reliability requirements.

Table6. Turnover Intension ScakReliability

Reliability Statistics
Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha Items N of Items

.639 .593 3

Researchaeremoved item nr 3 to meet desired criteria and ensure that internal
consistency and reliability for Turnover Intent are met. The medability test has

brought the followingsatisfactoryalues:

Table7. Cronbach Alpha for Turnover Intension Scale.

Reliability Statistics
Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha Items N of Items
.820 .821 2

As per aboveesultsCronbach Alpharalueof .820 was reacheavhichrepresents
good consistency levels for the item measured in dusan of the survey.
4.3.4.Managerial Support

Table8 depicts results for the Cronbach alpha reliability test for Managerial support
scale comprised of 7 items. The Cronbach alpha = .786 which proves that scale is a

valid measurement instrument and produces consistent results.
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Table8. Cronbach Alpha for Managerial Support Scale

Reliability Statistics
Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha ltems N of Items
.786 770 7

Accordingto Saunders et al (2018gcision rule omlata sets measured through

Pearsorcorrelation should be interpreted as significant whén p0 . 5

If p > 0.5 the test is not significahe correlation coefficient r which is always
between + 1 antl 1, measures the strength of a linear relationship between variables.
The closethevalueisto 1 or-1, the stronger the linear correlation exigtlson

(2009) proposed the followingyiteriafor calculating the strength of relationship:

9 1.0to 0.5 or-1.0 to-0.5 Strong

1 0.3t0 0.5 0r0.5 to-0.3 Moderate
! to 0.3 0r-0.3 to-0.1Weak

1 -0.1to 0.1None

4.3.5.0bjective 1: WLB Satisfaction in FET sector

Researcher calculated perceived level of satisfaction for WLB policies in FET sector.
Data collected from WLB scale has been critically analyseceaalliated to produce

desired results.

Excel data for each of the respondents was processed aakthge valuproduced
accordingly. An average organisational score computed for Véa® per individual
amounts to 3.6 out of 5 which p®sitive The overall percentadger the whole

organizaion was calculated at %2

Utilization of WLB practices was most intense in the age group -@48 50+that
stayed with the organization betweenZlDyears The average number of WLB

policies availed by respondents under that categorgr@ad. Stadtical analysis
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showsthatthenumber of WLB initiatives availed by participants with the lowest

tenure in the organization: 1 to 4 years amounts to 1, 5, 6 and 10ntdéntke

average of 5.Wwhich is positivel t wasnodt possi bloaderitso pr ovi de
within 18-29 age category as this population accounts for 2.5% respondents only.

Within 68 male/female respondents with childrén declared having difficulty
balancing work and nework activitieswith7 o6strongly agreeingd wt
combinedotal of 44 accounting for 65%. Only13 respondents with chiltekthey

had a good balance between the time spent at work and time farankractivities.

The following are the results for utilization of WLB initiatives within FET sector

based on 118spondents:

Figure 9. Part Time Work/WoHsharing, Flexible Working Hours

Flexible Working Part Time
Hours Work/Worksharing

14.40%

= Yes = NO = Yes = NoO

The above figure reflects excellent utilization of flexible working hours and part time
work amongst respondents. Part time work option attrantedly employees from
age bracket of 4@9; 50+ and 8% of them were female employees which

corresponds with FET demographic profile.

To get a more insight omork-sharing patternand general stats for the organization,

researcher used data retrieved fiéore HRBusiness Intelligence module.
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Figurel10. Part Timers vs Full Timet&ff in the first quarter of 2018

Part Timers vs Full Time staff

15% Pa
Timers

85%Full Timers

m Part Time mFull Time m

As wecan read from figure 185% of SOLAS staff works in full tim capacity and

over 80% of thosare female employees.

Figurell Part Time Staff Gender Breakdown

Part Time Staff Male vs Female

‘ 17%

Male m Female
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Figurel2 Part Time Employee Work Patterns

FTE Work Patterns for Worksharers in 2018

FTE 0.5 FTE 0.6 FTE 0.72 FTE 0.8

[Eny
o

O P N W A O O N 00 ©

H Female m Male

We can read from Figure 1Bat SOLAS provides a good rangewairk-sharing
patterns and they are mostly iztld by female employeeResearchers compared
Core HR Bl figures for 2017 and 2016 to get a more objective picture of the

organization and utilization process for this policy.

Figurel3. Part Tiners 2017/2016

Part Timers vs Full Time Part Timers vs Full Time
staff 2017 staff 2016

15%pPart Time
87% Full Timerg 85%~Full Timers

m Part Time mFull Time = m Part Time mFull Time m
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Figure14. Work-sharingPattern20172016.

Worksharing patterns in Worksharing patterns in
2017 2016
10 10
8 8
6 6
4 4
A1 b I
0 0 =
FTE 0.5 FTE 0.6 FTEO0.72 FTE 0.8 FTE 0.5 FTE 0.6 FTEO0.72 FTE 0.8
mFemale mMale = Female = Male

The above data shows that various part time work patterns (50%, 60%, 72% or 80%
of full time hours) are utilized by staff and there is a very low percent of male

workers in the receipt of these.

Figurel5. Shorter Woking YeaiCareer Break, LOA and Work from Home.

Shorter Working Year Career Break
= Yes = No = Yes = No
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Leave of Absence Work from Home

= Yes = No = Yes = No

Apart from Work fran home item, LOA, SWY and C®ere taken up by staff at
level exceeding70% O Wor k from homed option was avai
50% individuals from age bracket-4@, 50+. To provide me reliable data

reseacher retrieved Core Bl data on Careeed&ks and Shorter Working Year.

Table9. Staff on Career Break between 2014 and 2021 (data from 1st quarter of 2018)

Staff on Career Break

Gender| Female| Male | HCTOTAL
Grade Grouping
01 - 7 MANAGEMENT STAFF 2 1 3
08 - 10 OPERATIONAL 2 2
11 - CLERICAL 3 3
13 - OPERATIVE 0 O
TOTAL 7 1 8

Core Bl data on CB between 2014 and 2021 as per Table 9 demonstrates that 90% of
recipients were femalend this policy was accessed equally by Management and non
management grades.
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Figure 16. Shorter Working Year 207

Shorter Working Year in 2017

H 13 WEEKS = 8 WEEKS m 6 WEEKS m 4 WEEKS m 2 WEEKS
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Figurel7. Shorter Working Year 2016

Shorter Working Year in 2016

m 13 weeks2 m 10 WEEKS m 8 WEEKS m 6 WEEKS m4 WEEKS m 2 WEEKS

13 - OPERATIVE

11 - CLERICAL™ ™1

08 - 10 OPERATION

|

01 - 7 MANAGEMENTS STAFF

o
H|
[N
w
N
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Figurel6 & 17 demonstrat@ good range of options for Shorter Working Year and
proves itds commonl y us e-thanhggrialgtages.f especi a
4-week option appear toe the most popular SWY pattern fgperational and clerical
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grades in 2016/2017-8eek opion was used by operational grades, whilenkgk
option utilized by clerical and operative staff. Data analysis for SWY presents that
overall 8% of staff availed this work arrangement in 2017 and 12% of staff in 2016

which is pretty good.

Figure18. Parental/Maternity/Paternity/Carers Leave, Force Majeure/Leave for special
family reasons.

Parental Leave Maternity/Paternity Leave

= Yes = No = Yes = No
Force Majeure/Leave for Carers Leave
Family Reasons 6.80%

= Yes = NoO = Yes = No

Figure 18 and ata fromTable10/11retrieved from CoréiR Bl moduleshows low
percentage of Parental Lea&eCarers Leavdor theyears 2016 & 2017
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Tablel10. Parental Leave Fixed Pattern/Carers Leave 2017

Staff on Staff on
Block of fixed pattern | Staff on
Parental of Parental Carers
Lave Leave Leave
Gender| Female| Male | Female| Male | Female | Male
Grade Grouping
01-7 1 2
MANAGEMENT
STAFF
08 - 10 1 1 1
OPERATIONAL
11 - CLERICAL
13 - OPERATIVE
TOTAL 2 3 1
Tablell. Parental Leave/Carerseave 2016
Staff on Staff on fixed
Block of pattern of Staff on
Parental Lave | Parental Leave | Carers
Leave
Gender | Female | Male | Female | Male Fem | Male
Grade Grouping
01-7 1
MANAGEMENT
08 - 10 1 2 1
OPERATIONAL
11 - CLERICAL
13 - OPERATIVE
TOTAL 1 3
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Qualitative data shows that over 70% of respondents accessed Wellbeing Committee
Initiatives and Social Club Events. Over 70% of employees accessed Travel Pass &
Cycle to Work Schmes along witHinancial syport for training programmeBor

more detailedesuls seeAppendix F

4.3.6.0bjective 2: WLB & Employee Engagement

The authowused Pearson product correlation coefficientd establishhe
relationship between WLBNd Employee Engagement and reveal the association
between thas two variables for objective Zhe results outlined ifable 12show
positive relationship between WLB and Employee Engagerfeatrsorcorrelation r
= 364, n = 118 and p 0.00suggestsignificant relationship between the two

variables with a moderate strength.

Tablel2 WLB and Employee Engagement Pearson Correlation Coefficient Results.

Correlations

Engagement
WLB Scale Scale

WLB Scale Pearson Correlation 1 .364"

Sig. (2-tailed) .000

N 118 118
Engagement Scale  Pearson Correlation .364" 1

Sig. (2-tailed) .000

N 118 118

**_Correlation is significant at the 0.01 level (2-tailed).

Overall the scatterpldor WLB vs Engagemerds per Table 18howa moderate
pattern with some points being close to the line and others far fraimetine of our
graph slopes upwards. SPSS calculated the p value as being .000 and therefore

increases in WLB are positively associated with increases in employee eegagem
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Tablel3. Scatterplot WLB vs Employee Engagement

Engagement Scale

8 10 12 14 16 18 20

WLE Scale

Average scoref perceived employee engagempet individual reads as 4.59 out of

maximum?7 which represents good valu&he authomrlso calculated engagement

score for the whole organization byaddmg¢ s pondent 6s average res|
them by the number of respondents. Result of this calculation amounts to 4.55 out of

a maximumpossible7 which gives an overall result of 65f4r the whole

organization.

Overall mean score for WLB scale.

Table 14depicts average scoring for WLBi#m scale calculated for 118

participants.

Table14. WLB Scale Statistics.

Scale Statistics

Mean Variance Std. Deviation N of Items

14.38 10.272 3.205 4

Results show that average scofd4.38was achievetby paraekers of the survey
from the highest number of 20 to the lowest of fauailable to them for the items

measured on WLB scale.
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4.6.1.0bjective 3: WLB & Turnover Intention

Tablel7 outlines resulfor perceivecemployee relationship betwe®#iLB and

Turnover Intesion. The outcome of data dysis showsstatisticalnegatie

relationship betweenthosear i abl es. The Pearsonds r
WLB and Tunover Intent ig=-.200, n=118which suggests weak relationship
between those variableBhe scatterploin Table 18ndicates thaincrease of WLB
translates into decrease of Turnover intent. This is also reflected by p value of .030
which leads to conclusion thiiere isa relationshigpetween these variablbst the

Tablel5. WLB & Turnover Intent Pearson Correlation Coa#nt Results.

Correlations

WLB Scale Turnover Scale

WLB Scale Pearson Correlation 1 -.200"
Sig. (2-tailed) .030
N 118 118
Turnover Scale Pearson Correlation -.200" 1
Sig. (2-tailed) .030
N 118 118

*, Correlation is significant at the 0.05 level (2-tailed).

Tablel6. Figure WLB & Turnover Intent

R Linear = 0.040
10
2
[} (o}
Q
L)
E T
> Vo
2 4=7.3-0.13%]
=
E B A
= Vi
o o
8 10 12 14 18 18 20
WLB Scale
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4.7.10Dbjective 4: Results for Managerial Support.

Calculation of Managerial Support at organizational level

Researchecalculatedhe level of managerial suppoperceived by employees in

SOLAS. Excel data gathered from the managerial support scale items was used and
average score for each of the respondents produced. Researcher used those figures to
calculate overall average result for the organization which ataooi3.72 out of a
maximum5. Thiscomputes a result of 74.4fér the whole organization.

The following answes were given by responderitsthe questions on managerial

support.

1. In general Managers in this organization are quite accommodating of family

related/personal needs.

Figurel19. Question 1

Question 1

Strongly Agree

Agree
m Disagree
® Neutral
m Strongly Disagree

As per Figure 1963% of respondentgreed and 15% stroryghgreed with above

statementwhich giveshigh combinel overall totalof 78%.

2. My participation in WLB programmes results in being viewed by manager
as less serious about my career than those who don't engage in these

programmes.
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Figure20. Question 2

Question 2

m Strongly Agree
H Agree
Disagree

m Neutral

m Strongly Disagree

The hidghest proportion of respondents (528gagreednd 10 % strongly disagreed
t hat Managers would be more favourable tow
programmesHowever,11% of participants agreed with the above statemena¥d

of paricipants stayed neutral.

3. If I or one of my co-workers needed time to attend the family/pesonal
business (doctor or teacher appointments, school plays, etc.) my manager is

very flexible about working it out.

Figure21. Question 3

Question 3

m Strongly Agree

H Agree

m Disagree
Neutral

m Strongly Disagree
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Results for this question confirm flexibility of line management in FET sector. 56%
regpondents hitagre®response and another 26% dsitrongly agre@option which

gives a combine total of 82% representing a significahte.

4. My manager measures people on their overall productivity, not simply

hours spent in the office.

Figure22. Question 4

Question 4
4% " 16% m Strongly Agree
u Agree
Disagree

Neutral

m Strongly Disagree

Figure 22illustrates that 46% of survey respondents feel that their output is measured
by productivity rather than hours spentintheoffth i s i s sairgngyor t ed by
agr eeod a 6% meEch gives an overall score of 62% in favaiustrong

managerial support.
5. The subordinates in my department feel free to discuss family/personal
problems that affect work with my manager.

We can read from Figure 2306t haets poh.s®% froddp
11% with 6Strong agreementé6é. However, it i

neutral answer.
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Figure23. Question 5

Question 5

Strongly Agree -
Agree

Disagree

Strongly Disagree

6. If I missed work due to a sick dependent, my manager would understand.

Figure24. Question 6

Question 6

Strongly Agree

Agree

Strongly Disagree




Figure 24picturea good level of managerial suppamongst tested participants.
GAgreedscore from 49 anddéstrongly agreé  f 13d%of respondents was

achieved.

7. My manager supports company policies that helgmployees maintain Work

Life Balance and approves requests for same

Figure25. Question 7

Question 7
Strongly Agree
Agree
m Disagree
m Neutral
| Strongly Disagree

Resuls for question nr 7 confirthat FET Managemenprovidesa good level of
Managerial support. Overalb% score has beenhaevedfor positiveattitude

towards WLBpoliciesand approval o¥WLB requestsAuthor felt it was important to
measure correlation between WLB and Managerial Support to get a bigger picture on
this matter. Results outlined positive but not strong relatioristtivpeen WLB and
Managerial Support. Pearson coefficient r =312, n=13&(@dwhichas pefTable

19.

Tablel7. Pearson Correlation WLB vs Managerial Support

WLB Scale = Managerial Support

WLB Scale Pearson Correlation 1 312"
Sig. (2-tailed) .001
N 118 118
Managerial Support Pearson Correlation 312" 1
Sig. (2-tailed) .001
N 118 118

**_Correlation is significant at the 0.01 level (2-tailed).
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Table 20 demonstrates thatrease in WLB translatesto increase iltManagerial
Support.

Table18. Scatterplot for WLB vs Managerial Support
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4.8.Qualitative Data on Comments Sectiorior WLB Objective

Researcher included open ended tjaesat the end of the surveg give

respondents a chancewvoice their opinion. Qualitative datdtained irough the

comments section wa®rted by theme and categorised accordir@lyestion 1:

6What could your employer do to i mprove yo
feel free to suggest any new WLB pekdpractices that you would find beneficiad

The most common suggestiahsit stood outor this questionare as follows
(1) o6official work from home pol
206t o | ook at widedni ng the fl exi
B6provide compressed working weel

SOLAS is currently workingod Wor k f rpol hoye@&nd t here isnbo
procedure in place so far. Some of the comments made by respondents have a

negative connotation and suggest that ther
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this work arrangement,e§.A f or ma | p r o crendhomeeSomeofteo r K i n g
Managers allow its o me o f tohWwom kdionngd tfor om home shoul d
a | Majority requested work from home on regular basis to reduce heavy commute

in Dublin and facilitate family/personal matters howesennerespondats would be

happy enough to access this arrangement on occasional basis or following good

performance.

Second most paular comment requestgdening flexi band. Most of the answers

were in favour of having f | e x i b an kp nupe N eedkime chanigdd to7 t
7am.anckarliestd epar ting ti me &imemouseotmantss 3. 30 pm.
indicated a need for review of flexi banssupporistaff with children, elderly

parentsand cutcommuting times as well.

Respondentalso highlghted a need for @ampressed working weeklew policy
would helpto reduce working weekvhen staffwork above flexi time core bands.
This issue was also pointed out by waitkreghatoftenwork above contracted hours
to fulfil business demand€ompressa working weekwould support employees in
banking hours and reducimgeeklyworking hours If this policy existed some of the
part timers could decide to switch into that.

Comments for question-2As an employee accessing WLB programmes have you

ever beersubject to reduced career progression/promotion opportunities?
24 respondenta n s w e r evbich ¢ guitescoOncerning.

| would like to recall thestrongestommentsnade asfollowsd i t coul d be deb:
that many colleagues, especially female working mothers are discouragpplyo

for promotion, especially when their kids are younthim believe they will loose

some of t he ben e fAnother one stated/ihéberd areindcaraet i ves . 0
progression/promotion opportunities for employees working less than fulhtione r s 6

or df you get promotegiou have to work full time for a year which prevents most

part time emplaoyees from applyingd
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Above comments shothat all negativexperiertes come mainly frorparttimers
and highlights a burning need for a review of recruitment policy to accomenodat

staff on reduced work hours

Question 3:Has this organization made an active effort to help you when you

experienced a conflidietween work and family/personal life?

Answersdemonstrate a good organizational support for employees experiencing
conflict situation. Majority of respondents were pleased with help received from the
organization and found employer flexible enough. However, some negative
comments were made as wellicating that there is no transparency in terms of
granting approval for WLB policies and some managers are more accommodative
than the otherddR departmentvas criticizedfor low engagemenwith staff on

family/personal matterand reducedexibility.

Suprisingly enoughmale managers were found as more approachable and supportive

than female managers
Overall Comments

Respondents in 60Overall Commentdé box were
additional feedback on WLB issues they have experienced.dddat of responses

reflected a positivand appreciativattitude toward$VLB offered by the

organization Amongst negative comments there were ti@gkling lack of

communication on WLB programmes available in the workplace and how they

impact pensionSame respondds were concernetthat organization may loose some

talent ly the situation with paitimers requiredo work full time on promotion. There

were few valuable comments made on the need for specific managerial training on

WLB. As per findings aboy some employees found no transparency in aogess

those policies and traimg for Managers oissues specific to WB initiatives in the

workplace was sought.
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Chapter Five: Discussion

This chapter will seek to undertake in depth analysis of findingsresults in the

context of 4 business objectives set out for this research project.

5.1.0bjective I WLB satisfaction in FET Sector

Table 21 depicts averageeanscoring for WLB 4item scale utilized by the

researcher.

Table19. WLB Scale Statistics

Scale Statistics
Mean Variance Std. Deviation N of Items

14.38 10.272 3.205 4

Results show that the mean score of 14.38 was\aath byparticipantsrom the
highest number of 2 the lowest of foufor the items measured &WLB scale.

This figure represents a very good result.

Findingsobtained through research refleg@od level of WLBIn FET sectorWLB
at organizational level was calculated for 72% therefore we conclude that employees
in FET sector have a satisfactoryééof WLB. Average score of WLB scale per

individual amounts to 3.6 out afiaximum 5 which confirms good level of WLB

Only 12% of respotents disagreed witstatementd currently have a good balance
between work and time available for rmork activitiesband 16.9% respondents

pickedneutral option.

The qualitative data also shotimt the highest utilization of WLB practices was
reported in the age group of-49 & 50+ wthin employee group with tenuf to 20
years. As per Figure 8, 60% @spondents were females. Average age was 50 and
70% of respondents were married or living with partner, with 62% of women versus

37% of men having children. This corresponds witladiadm CSQpublished in
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SOLAS report (2017) stating that FET sector ismyaiepresented by staff in ad

age categories and only 1 in 10 employees is under 35 years of age.

The author foundome gender differences in work related variables, e.g. the average
tenure with the organization for male responderas between 10 20 yearswhile
femaleaveraged 20 30 years. Gender differences were also found in hours worked.
Female held part time arrangement 4 times more often than male employees.

8 wasthe average number of WLB policiest of 19availed by female respondents

in 40 - 49 age category/1R0 years of tenure versus 6.5 items by male employees.

8 was the average number of WLB items
years of age versus 7 items exploited by males with2@years tenure. This figure

evolvesto 6 items for female and 7 for male in over 30 yeararerespectively.

Results shovthatFET employeesn olderage bracketplace ahigh value on WLB
arrangementdqyut females need more flexibilithanmale ceworkers. This

corresponds with Shockley et al. (2017) findings suggesting that female on average
spend more time on household duties and experience greater family interfeténce

work than malecounterparts

Previous research findings were reated for hypothesis one.0@d utilizaion of

WLB policies confirms alecentevel of managerial support in this regarlicCarthy
etal. (2013) arguethat proximal support from line managers is positively associated
with employee uptake of WLB programma@dis view is supported by Hammer et al.
(2007) and Thompsoet al. (1999) who concludeat supervisory support is one of
the most critical variables impacting WLB uptake in the organization.

65% of respondents with children declared having difficultywilancing work and
nontwork activities. This corresponds with literature findings stating that staff with
children are most likely to suffer from woeflamily conflict. Only13 respondents with
children felt they had a good balance between the time spewotlaand time for
nonwork activities.Shockley et al. (2012esearch show that motheeportedmore
family interference with work than fathers and women in the samasjohen

reported more work interference with family.

83

ut i



86% of respondents availed Kilele Working Hours or Part Time Worlstatistics
retrieved from Core HR BI clearly show that SOLAS provide a wide range of
patterns for employees on reduced working hours. 15% of staff irf'teatter of
2018 work part time

Evidence shows that mogtlemale are in the receipt of reduced working hours.
Percentage of males engaged in part time work is low and accounts for 17%.
According to Sweet at al. (2014) there are differential preferences based on the
gender component as female employees areidgfihemselves through work and
family roles to the higher extent than mal8kockley et al. (2017) argues that gender
differences in work family conflict are small and key factors determining the

variation not well understood.

Qualitative data shows th&0OLAS offers varied reduced work week patterns. As we
can see in Figure 12;dly week (0.8 FTE) appears to be the most commonly used
pattern by both male and female employees. Figure 14 outlines part time work
patterns in 2016 & 2017 showing that thir@ consistency in terms of patterns
availed by staff for the years 201&018.

Thistrend indicates that staff whapplied for worksharing retained this arrangement
over long periods of e to support WLBeeds. It also suggedtst there is a

posiive attitude towards staff working less than full time hours and Management
accommodates flexible work arrangements. This is in line with Sweet et al. findings
(2014) who states that gender ratios may have an impact on pressures to increase
availability orintensity for certain Flexible W& Arrangements. In SOLASemales
arethedominating group, mapping their individual needs e.g. multiple part time work
patterns in the work place. AccorditgSweet et al. (2014his is controlled by the

nature of thendustry sector as well.

Responses given under O0Commentsd section a
flexi bands from 7 am to 7 pm to facilitate not only working parents but staff with

eldercare responsibilities as well.
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Theseresultscorresponding witlprevious literature findings. Dar@t al. (2012)
makes a valid poirtlaimingthat age is strongly associated witle employment
relationship. She also recalls study carriatlny Finegold et al. (2002) which shows
that age is a faor responsible foritfering needsn terms ofpeople their work

contextand their attachment to the organization.

40% of respondents avathin 401 49 age brackets and according to career
groupings introduced by Darcy et al. (2012) they atcareerconsolidatiorstage.
FurthermoreDar cydés findings show that perceived

consequence and engagemeet significantly orrelated with WLB

46% of respondents from our survey were over 50 years of age and in line with
Darcyds et al nthedaréd & prectoemans career stagea Agairg job
involvement and career cagtguence arsignificantly correlated with WLB

However regression analysis showed stronger association for perceived mahager

support than engagement

Surveyresultssuggesthat39% of respondents availed work from hoopgion with

50% of individualsaccessing unofficillVFH arrangement being frothe age

bracket 40 49, 50+.Work from home was on the top of requested new WLB

policies and espamdents wereonceredover lak of fairness in grantingcaess to

this work arrangemenRespondentstressed it would helgut heavy commutingnd

achievea better balance betwe&ork and lome responsibilitiesThis corresponds

wi t h Ro g euggestions thét éniplpyees who meslime constraints thrgh

work from home arenaking valable savings on time amdoney. He argues that

everyone iglifferenttand empl oyeesd productofthe ty can v
day. Hexibility around work schedules and destination of wekpsstaff fulfil their

individual needs.

The @mments sectiohighlighted a need for compressed working weeks pblicy
maygive employees more control oveethwork schedules arehable reductiom
theworking week.Comments suggest thatlis arangementvas available some of

the part timers could possibly swittdthat.
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I n 60verall ¢ omme ndsgoiidenss sugdesten that snpraved o f
communication is needed from HR and management about WLB programmes and
managerial training wouldeban advantage. This is consistent with McCarthy et al.
(2013) they clainthat6tlhe mere existence of WLB programmes offered within an
organization will not ensure that employees will be aware of them, utilize them or
report bett er(Md@artBy ebal,20ld m&231). MoCarthy (2013)
argues that organizations should have a good understanding of relationship between
WLB initiatives availability and their uptake, turnover intension, role conflict and job
satisfaction as well. Sweet et @014) believes that high levels of FWA are available
in specific industries, especially those that are heavily dependent on highly skilled

labour workforce. They offer those arrangements to attract and retain a talent.

McNamara et al2012) argue thatome employees with strong pubsiector
motivation will choose organizations providing flexible work arrangemetitias
reflects their belief of public sector a®re altruistic employeil his is supported by
Dulk et al.(2012)findings stressing that gd package of WLB programmes help to
attract and retain public sector workforce and reverse decreasing saipgly

trends

It is evident that public sector and nprofit organizations are less focused on direct
financialmeasures when evaluatio§WLB practicefMcNamara etl. 2012).

Making an attractivevorkplace maynot corresponavith direct financial measures
and private companies are undweure scrutiny than public sector organizations.
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5.2.0bjective 2- WLB & Employee Engagement

Resultsshow that significant positive relationstegists between WLBNd employee
engagemenPearson correlation of .364 between those two variables which

represents a moderate relationship.

Researcher calculated an average score of perceived employee eng@gemen
respondent at 4.59 out of maximum 7 which represents a good result. Employee

engagement at organizatiomavel brought an overall scood 65%.

This corresponds with global trends in employee engagement provided by Aon report
(2017). According tohteir publication, employee engagement globally in 2017
amounted to 65%. However, engagement in Europe is bouncing back and forth
between 58 and 60% (Aon, 2017). SOLAS result of 65% is above European
benchmark.

Our findings are consistent with previousearch in this arena confirming positive

influence ofWLB on employee engagement (Richman et al., 2008).

Good utilization of WLB programmes amongst respondents have a positive effect on
employee engagement level in FET sedttmwever, relationship betwedimose two
variables is moderate. The author envisages this could be a consequence of FET
sector demographic profile.

5.3.0bjective 37 WLB & Turnover Intent

Findings showa negative statistical correlation betw&¥hB and Turnover

Intenton The Pearsondés r -200mxle8waithisuggesta mount s
negative relationship with weak strength between those variables. It is evident that
increase of WLB translates into decrease of Turnover intent. This is also reflected by

p value of 030 which leads to conclusion that there is a relationship between these

variablesput the strength of this rgionship is considered as low.
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Above data is corresponding with previous literature findingsshigsfactory WLB

is negatively related to engyee intension to leave (Thompson et 24099). Balunos,

et al. (2015) concluded that employees exposed to work life conflict are more likely

to leave. Researcher showed that respondents from the measured sample achieved a

satisfatory level of WLB whichtranslatesnto decreasing trend for turnover intent

57% of respondents disagreed with statement that they will look for a job next year
and over 50% are not thinking often about leaving the organization. This corresponds
with a view on employee caredages, in our case consolidating and preretirement
stages for our respondents that may have adverse impact on turnover intention (Darcy
et al., 2012).

Grady et al. (2009) reported that when employee asked whether flexible working
policies and programmeslpédo lower turnover, the agreement was more extensive

when reporting as line manager as opposeshtmployee.

Grady et al. (2007) findings also support hypothttss WLB programmes assist in
retaining employees with specialized skills which is imgatirfor SOLAS and its
leading role in FET sector (SOLAS, 2017).

5.4.0bjective 4- Managerial Support

It has beer found that WLB and Manageri@upport are subject to positive

relationship however Pearson cagfint r=312 suggests that hasnoderate strength.

78% of respondents found Managers in SOLAS supportive towards personal/family
needs which represents an excellent outc@2% of survey participants disagd
with statement thgtarticipaton in WLB programmes has negative impactlosir

career.

This clearly shows that in general staff are satisfied with the managerial support
available in the workplac&5% of staff agreed with the opinion that Managers are
supportive towards WLB policies and approve requests for same.
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Comments saion highlighted a need for more effectigcemmunication between
management and staff on those programmes and asked for managjeraj that

would enhanceonsistency in granting access to WLB programmes.

As per McCarthy et al. (2013) findings, deviodun of HR decision making process to
line managers may result in inconsistencies and disparity between policies and final
decisions taken by line managers. It is obvious that access to WLB programmes is
associated with decreased working time and maytadfgerational effectiveness
(McCarthy et al., 2013). However, utilization and varied patterns of WLB policies in
SOLAS shows that Managers have a positive attitude towards flexible work

arrangements.

For Thompson et al. (1999) managerial support is critizaponent of workamily
culture and research findings show its association with high utilization rates of work
family benefits. This view is supported by Grady et al. (2009) who believes that
skillsets of managers and their attitude towards flexibl&kwuare higher impact on
successful implementation of this arrangements in the organization than availability
itself. Results section for uptake of WLB programmes confirms that SOLAS staff

falls into this category.

Allen (2001)found that supervisory suppidiad a direct and indirect effects on
employee behaviours such as: turnover intension, organizational commitment, job
satisfaction. This is supported by our findings. Pearson correlation for supervisory
support and turnover intension demonstrated a ivegaglationship between those

two variables at moderate leweith r=-331.
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Chapter six: Conclusions

The aim of this paper was tofgre employee WLBracticesn FET sector in

Ireland. The study had 4 main objectives:

(1) To establish wheth@mployees of FET sector achieve satisfactory levels of Work
Life Balance. (2) To exaine impact of WLBon employee engagement and (3)
turnover intensiorf4) To establish employee perception of managerial support
towards WLB programmes.

To date there isndt much research that
FET setting. Previous literature findings are tackling WLB issues in the context of
public sector vs private sector employees. The research was carried out amongst a
sampé of 118 employees in SOLAS, Further Education and Training Authority. The
author uncovered information that are not available to the wider public and gave an
insight into WLB practices of this new state agency under umbrella of Department of
Education andkills.

This research is cross sectional in nature with some elements of longitudinal analysis
through CORE HR BI statistics, providing an overview of same variables during
years: 2016, 2017 and 2018.

The current study is limited by the sample sizewfey participants. Due to time

constraints it wasnodt possi bridentsAnother e ac h

limitation refers to picturing mults from employee point of vieanly. Researcher
believes that it would be beneficial to explore ferthrepercussions of WLB
initiatives and policies omultiple WLB outcomes. Future research should include
perceptions of HR Managers and line Managers for better objectivity and more

accurate findings.

As per Grady et al. (2007) WLB practices in the pub&ctor may ndie available to
staff in certain roles. Author of this study investigated uptake of WLB programmes

and policies however their impact on WibBtcomes per individual polioyas
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outside of remit for this project. Results gathered inrdgsgarch should be explored

further as convenience samplingusll known fordataskewvness.

It is evident from our findings that employees in FET sector reach satisfactory levels
of WLB and employee engagement in line with European trends. 70% of eegploye
indicated that they had a good balance between time spent at work and the time for
nonwork activities. We can benchmark this figure against 75% of public sector
respondents in the study carried out by Grady €2@07). Assembled evidence

shows thatWLB has a positive impact on employee engagement and negative
relationship with turnover intention. However, association of WLB and employee
engagement has a moderate strength and the correlation between WLB and turnover

i ntention isndét high.

Gathered edence shows that the composition of workforce in FET sector is
dominated by females and in general by employees in older age categories. This
means that they might have different expectations and understanding attached to their
work than young cohort ofngployees (Sweet et al., 2014). It is also linked to

different motivators when choosing public sector as an employer (McNamara et al.,
2012). Further investigation to be carried out to establish deeper connection between

produced WLB outcomes and age detieant as well.

We can concludehat FET sector provides a wide range of WLB programmes that go
far beyond reduction of working houighis could be interrelated witBOLAS
implementation ofovernment policies aiming to improegerallperformance of the

public-sectoremployeegDulk et al. 2012).

Research evidence also indicates that no matter how varied WLB programmes are
offered, their use needs to be fully supported by friendly workdifaly culture and
supportiveine managers. It has been estalddithatoverallemployees in FET

sector have a good perception of managerial support and good access to those
programmes. This corresponds with Thompson et al (1999) who suggests that
managerial support is one of the most critical components associateatiiaation

of WLB initiatives. Ihcrease in Managerial support is equal to decrease of turnover

intension amongst employees.

91



As per Darcy et al. (2012) suggestions, o
approach and shift their focus from worgiparents and young staff to other

categoris of workers as welBroader outlook at relationships between utilization

rates and career advancement for female and male employees would be beneficial as

this issue was only highlighted in the comments section

To date there is very little research on economic benefits / return on investment for
WLB programmes in the public sector setting and author suggests that future

investigation Bould cover this topic as well.

The above study has implications for pulsiector organizations that place ghi
emphasis on WLE ulture. As per Jawaharrani findings evolving economy and aging
wor kforce should create environment which

supports their work life balance needs (Jawaharraali,€2010, p.474).
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Chapter seven:Recommendations

Research findings on B practicesn FET sector inlreland has lethe authoto the

following recommendations:

1. Designated training programnebe delivered t¢-ET Managersand
supervisors acrosl levels ofthe organizationManagerial training il
facilitate employee fair and equal access to WLB programmes, strengthen
communication and support effectisad consistent utilizatioof same in the

workplace.

2. ltis recommended that HR wiilirther investigatend formalized wor k f r om
homed and 6compr edices HR teewamked ng weekd
implementation costingslong withbusiness outcomes. Researesultsalso
indicate it would be beneficial to extenéxi band€from 7am to 7 pnto
provide mordilexibility for staff with eldercareaesponsibilitieschildcare
arrangementandcutting commuting timesilt is important to ensure that
employees withousuch care responsibilitiese not treated less favourably

than their counterparts.

Limitations of thisstudypoint to a new direction for further research on work life

balance programmes in FET sector.

3. ltis essentiato further examinémpact ofWLB practicesn FET sector
expandhg the scopento otheremployeeoutcome such as job satisfaction,
performance or baout. It is recommended that existing and futtagables
be measured withibigger pool of FET employegimcludingHR manager
and line managemeperspectivelt would be beneficial to measure WLB
outcomes in conjunction with specific policy/programand induce

longitudinal approach for more objective results.

93



4. Another recommendation coming out from this study isittherexplore
how age profile and career geaffect turnoveintent and employee
engagement FET in Ireland.Research findings demonstrate positive,
moderate sength between WLBs employee engagement and negative but
low correlation with turnover intensioRuturefindings would help to
strengthenetention rates of highly specializethployees and geaR

policies in line with FETworkforceneeds

5. Itisadvisabletosuppot aut hor 6s quantbyihdepth ve r es ee
interviews m the measured variablesd longitudinal approach for better

objectivity and more comprehensive results.

6. FET sector t@wonduct staff surveys on regular basis to review WLB
arrangements and swiftly respond to changinglegee needs. This project

to be carried out by local HR departments.

7.2.Financial Implications and Time Frames

If future research is carried out it would involve significant budgetapjications.

Al l ocation of sal ary cosrireseagheanalyticop i t a of U
consideredThis would enabl@rofessional collection of data required for fieith

analysis of WLBvariablesn FET sector. It is recommended that senior researcher

will be secondetb Central Statistics Officer two days a weeks well Thiswould

generatesome savingssaour @taspecialist would gaianaccess to most up to date

packages for statistical analysis e.g. SAS or R language and guidance on using same.
Co-operation with CSO would have mutumdnefitsfor both parties and provide

more rdiable information on FET sector in Ireland

Apart from online surveyghat are inexpensivéyture research shouldvolve
interviews as well. Additional budget is required for travel & subsistelaoas
esti mat e dyeartltisadvibable thaereseh analytic will reach olRET

practitioners and managers from eath countyto produce results that areie
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reflection of WLB practices inFET sectoin Ireland It would be valuable to observe
WLB trends in longituthal study over 3/ear period. However, if longitudinal

analysis is carried out it is necessary to add additional costs for every year involved.

7.3.Personal Learning Statement

The author fond this dissertation projegery challenging but rewarding the same
time. The whole process of gathering data has enabled researcher to develop new
skills. Critical thinking ad data analysis were advan@t new computer packages
e.g. SPSS learaturingthis study.

The whole research side of things has hethedauthora geta betteunderstanding
of research methodsd steps iata collection and verification proceglssertation
required extensive use of communication skills and pravide author with

opportunity to conneatith various stakeholdersritical for the success dhis study.

Statisti@l analysis in SPSS IBM packag@s the most challenging aspect of this
project. Author had to put significant amount of time to learn how to process, read

and interpret data generated in SPSS.

Dissertatiorenabled researcher to get a heittsight into WLBpractices carried out
in FET sector and provided with valuable knowledgdispensable in future practice
of HR professionallt is envisaged that findings obtained from this project will
provide furtherguidancegor FET sector an@ublic-sectororganizations irreland.

The authohas learnt what are the qualities of gétie managerfamiliarized with
various theoretical HR models, high performance vwwéctices anthe
characteristicef successfuHR departmentResearcher benefited hugely from this
dissertatiorreading up a lot of interesting literature on HR matters and hopes that
theoretical and practical knowledge gaitkedughout thistudy will support future

projectsin HR arena.
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Appendices

Appendix AT Benefits of WLB Policies

REDUCE
ABSETEEISM

ENHANCED
ORGANIZATIONAL

IMAGE BENEFITS

IMPROVED
PRODUCTIVITY

TO
ORGANIZATION

INCREASED
REDUCE STAF RETENTION OF
TURNOVER VALUABLE

EMPLOYEE

Lazar (2010, p207)

110



Appendix BT Schmidt Model of Employee Engagement (2004)
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Appendix C 1 Research Questionnaire

Accompanying note to my research questionnaire:
Dear All,

|l 6m currently a postgraduate student at t
to invite you to take a part ireeinthe surv.
Human Resources Management . Il &m resear chi
practices on employee engagement and turnover intensions in FET sector in Ireland.
The study also seeks to explore the role of managerial support in the take up of work

life balance initiatives in the workplace.

The full questionnaire should take approximately 10 minutes to complete. All
responses will be anonymous and your participation in the survey is voluntary and
entirely confidential. No personal data will be obtained fgarticipants. The
findings of the research will be included in my dissertation. Your participation and
honest opinion is more than appreciated. If you have any questions about this
research or would like any further information, please do not hesitabatact me at

iwona.waclawska@yahoo.com

Thank you for your time and your help by completing this survey.
Kind regards,

Iwona Waclawska
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Do you consent to take part in the following survey in relatiorio Work Life
Balance in FET sector?

Yes

No

Demographic Questions.
Please tick the correct answer.

1. Gender
Female

Male

2. Employment Status
Full Time

Part Time (Working fewer hours than full time employee)

3. Age
1871 29
3071 39
407 49
50+

4. Marital Status
Single
Married/Cohabitating
Separated/Divorced
Widowed

5. Children
Yes

No
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6. Indicate how long have you been with the organization

<1

Between I 4 years
Between 5 10 years
Between 10 20 years
Between 20 30 years
30+

Section 2

Work Life Balance

When | reflect over my work and nework activities (your regular activities outside of
work such as family, friends, sports, study, etc.) over the past six months, | conclude
that:

1. I currently have a good balance between the time | sperat work and the
time | have available for nonwork activities.

Strongly Disagree Disagree Neutral Agree Strongly Agree

2. | have difficulty balancing my work and non-work activities (negatively
worded item).
Strongly Disagree Disagree Neutral Agree Strongly Agree

3. | feel that the balance between my work demands and nemork activitie s
is currently about right.

Strongly Disagree Disagree Neutral Agree Strongly Agree

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

Strongly Disagree Disagree Neutral Agree Strongly Agree
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Section 3

Turnover Intention

Please tick thecorrect answer.

1. 1 often think of leaving the organization.

Strongly Disagree Disagree Neutral Agree Strongly Agree
2. ltis very possible that | will look for a job next year.

Strongly Disagree Disagree Neutral Agree Strongly Agree
3. If I could choose again, | would choose to work for the current

organization.

Strongly Disagree Disagree Neutral Agree Strongly Agree

Section 4

Employee Uptake of Work Life Balance Programmes

Please indicate which of the WLB Initiatives are you currently engaged in or used in the

past:

1.

Flexible Working Hours (Flexible start and finish times, flexi leave)

Yes
No

2. Part Time Work/Work -sharing (Working fewer hours that full time

employees)
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Yes
No

3. Work from Home
Yes
No

4. Shorter Working Year
Yes
No

5. Career Break
Yes
No

6. Leave of Absence (p to 6 months)

Yes
No

7. Parental Leave
Yes
No
8. Maternity/Paternity Leave
Yes
No

9. Carers Leave
Yes
No

10. Compassionate Leave
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Yes
No

11.Force Majeure/Special Leave for Family Reasons
Yes
No

12. Study/Examination Leave
Yes
No

13.Travel Pass Scheme
Yes
No

14.Cycle to Work Scheme
Yes
No

15. Financial Support for Education
Yes
No

16.0On site canteen facilities
Yes
No

17.Social Club Events
Yes
No
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18.Wellbeing Committee Initiatives
Yes
No

19.Counselling (Employee Assistance Programme)
Yes
No

Section 5
Employee Engagement

The following 9 statements are about how you feel at work. Please read each statement
carefully and decide if you ever feel this way about your job. If you have never had this
feeling, cross fANever"'' in the space after
indicate how often you felt it.

1. At my work, | feel bursting with energy.

Strongly Disagree Disagree Neutral Agree Strongly Agree

2. At my job, | feel strong and vigorous.

Strongly Disagree Disagree Neutral Agree Strongly Agree

3. | am enthusiastic about my job.

Strongly Disagree Disagree Neutral Agree Strongly Agree

4. My job inspires me.

Strongly Disagree Disagree Neutral Agree Strongly Agree
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. When | get up in the morning, | feel like going to work.

Strongly Disagree Disagree Neutral Agree Strongly Agree

| feel happy when | am working intensely.

Strongly Disagree Disagree Neutral Agree gly Agree

| am proud of the work that | do.

Strongly Disagree Disagree Neutral Agree Strongly Agree

| am immersed in my work.

Strongly Disagree Disagree Neutral Agrégrongly Agree

| get carried away when | am working.

Strongly Disagree Disagree Neutral Agree Strongly Agree
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Section 6

Managerial Support

Please rate your level of agreement with each itebelow.

1.

In general managers in this organization are quite accommodating of family
related/personal needs.

Strongly Disagree Disagree Neutral Agree Strongly Agree

. My patrticipation in WLB programmes results in being viewed by manager as

less serious about my career than those who don't engage in these programmes.

Strongly Disagree Disagree Neutral Agree Strongly Agree

. If I or one of my co-workers needed time taattend the family/personal business

(doctor or teacher appointments, school plays, etc.) my manager is very flexible
about working it out.

Strongly Disagree Disagree Neutral Agree Strongly Agree

. My manager measures people on their overall productivity, not simply hours

spent in the office.

Strongly Disagree Disagree Neutral Agree Strongly Agree

. The subordinates in my department feel free to discuss family/persah

problems that affect work with my manager.

Strongly Disagree Disagree Neutral Agree Strongly Agree
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6. If I missed work due to a sick dependent, my manager would understand.

Strongly Disagree Disagree Neutral Agree Strongly Agree

7. My manager supports company policies that help employees maintain Work
Life Balance and approves requests for same.

Strongly Disagree Disagree Neutral Agréerongly Agree

Section 7

Comments

Please leave your comments below.

1. What could your employer do to improve your current Work Life Balance?
(Please feel free to suggest any new WLB policies/practices that you would find
beneficial)

2. Asan employee accessing WLB programmes have you ever been subject to
reduced career progression/promotion opportunities?

3. Has this organization made an active effort to help you when you experienced a
conflict between work and family/personal life?

4. Other comments (Optional)
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Appendix D - Screenshots of Core Business Intelligence Database

| £/ Open Workbook from Database @

Choose a target worksheet by browsing available workbooks and selecting a workshest

View: lAIIWnrkhnnks 'l [% '] Name contains: |Pare | l C_Iear]
Workbooks:
Name « |0wn§r |M|:H:Iiﬂed |

@ Check - staff on a pattern of Parental Leav... HR_REPORTS Dec 5, 2016 1:19PM
@ ETB Parental FM Carers 2005 onwards HR_REPORTS Feb 24, 2015 1:29 PM
@ PARENTAL LEAWE TERM TIME WS BY YEA... HR_REPORTS Feb 24, 2016 1:29 PM
@ Parental Leave Test COREHR Feb 24, 2016 1:25 PM
PM - STAFF WHO AVAILED OF PARENTAL ... HR_REPORTS Jan 19, 2017 9:47 AN
@ PM - STAFF WHO AVAILED OF PARENTAL ... HR_REPORTS  Jan 11, 2017 12:58 PM
@ RM - STAFF ON PARENTAL LEAVE - REGU...HR_REPORTS  Feb 24, 2016 1:29 PM
@ TA - PARENTAL LEAVE ABSENCES BY IND... HR_REPORTS  May 23, 2016 10:20 AM

Descripticn
Mo description available
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Appendix E - WLB Policies& Initiatives in SOLAS

“Flexible Working Hours|
T ParentalTeave |
T Worksharing~
~Leave of Absence |

v

Study Ceave |

! Shorther orlng Year
Pafernitv [ eave

, Carers Leave |
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