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In the Name of Allah

“Allah will raise those who have believed among you
and those who were given knowledge, by degrees. And
Allah is acquainted with what you do”

Allah Almighty has spoken the truth
(Sourah Al-Mujadelah. 11)
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ABSTRACT

This research aimed at investigating the implications of using the advanced technology,
represented in software (email and web-based applications) and hardware (smart phones,
tablets/IPads, laptops) on the work-life balance, in terms of its three major dimensions: time
balance, satisfaction balance and involvement balance in UNRWA — Gaza Field Office.

The researcher applied the descriptive analytical approach through using stratified random
sample of the study population. A comprehensive survey was adopted for the research
population; which consisted of all administrative staff members (362 in number) with varied
grades which ranged from 5 to 20. A total of 210 questionnaires were distributed and 175
were collected, with response rate of 83%. The SPSS was used for analysis.

The research revealed that employees at UNRWA agree at a low degree that advanced
technology support their work-life balance. The research also revealed that there are
significant statistical relationships between the use of software and hardware with the work-
life balance (time balance, involvement balance and satisfaction balance). Furthermore, the
results showed that there is significant difference among the respondents toward “The use of
hardware (smart phone, IPad, and laptop) and the Time balance” due to job grade; and there
is insignificant difference among the respondents due to the personal characteristics: gender,
years of service, type of contract, number of years in current position, marital status and
number of children. The results also reported a significant difference among the respondents
toward “satisfaction balance” due to the living area; and a significant difference toward “time
balance”, due to age.

The research was concluded by practical recommendations; such as increasing the adoption
of the software applications and integrates more mobile communication devices in work; plus
issuing technical and administration instruction to manage and clarify this area. And
encouraging employees to use and integrate more technology in their daily work. There is
also a need to develop more supportive work-life balance culture; consider work-life as part
of the organization strategy. The research suggested that if UNRWA offers facilities and
initiatives (such as training courses, Implementing social and recreation activities, promoting
the counseling services, increasing the WLB initiatives, improving the rewards or recognition
system) to reduce work-life conflicts, it will lead to improvement in employees' job
satisfaction. In addition, the research recommends issuing a manual textbook about
employees’ entitlements; this will serve as guidance on WLB programmes. The research
revealed that the hardware technology (laptop, IPad and smart phone) has higher effect more
than the software technology (email and web-based applications) in helping employees to
balance their work and non-work lives. The research also recommends increasing the work-
life balance options for men and employees without children.
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Chapter One
The Research General Framework
Introduction
This chapter provides an outline of the rationale behind the research and the significance

of the research and where it is hoped to add new insight and practical use.

Mobile technology has significantly transformed how, when and where work routines and
personal activities are conducted. The wide acceptance and broad integration of mobile
devices into work and non-work domains have brought a new set of challenges that require
fresh theorizing of what constitute mobility experiences and their intricate relationships
(Andrade, 2013). In today's business, technology is an essential tool to cope with the rapid
growth surrounding. It is the basic foundation to build work processes, enhance productivity,
and assists to setup standards for monitoring and evaluating; plus other business functions.

Many years ago, if an employee was out of the office, he was completely out of contact.
Now there are smart phones, tablets, laptops, web-conferencing, social networks and
advanced software applications where the communication become more flexible, available,
simple and cheap or with no cost. Technologists now aimed to use technology to extend and
empower the ability to communicate, they enable IT to make corporate resources available to
people on the devices of their choice from virtually anywhere. Within this situation,
employee is never being out of service/ contact. Furthermore, some managers assume that
employees must respond to their official emails anytime. This affects the productivity and the
satisfaction level of employees and other important aspects; and this is the reason why Work-
Life balance has become increasingly prominent in public policy since the 1990s; where it
linked to a numbers of events such as women’s labor market participation and ability to
“reconcile” family life and paid employment (Hennig, 2012).

The Work-life balance becomes one of the most important aspects in Human Resources
Management. It contributes to employee engagement, which in turn leads to higher
productivity and lower organizational turnover. Managers can apply different roles of
leadership to manage employees work life balance and provide success to the company (Rani,
2011). Hanglberger studied the effect of work-life balance, specifically working hours on
employees' job satisfaction and finds a positive relationship between them. The same was
analyzed by Gash. The level of employees' job satisfaction increases by many factors and
when employees are satisfied with their work, they feel motivated (Noor, 2011).

A high level of contentment with his or her own work-family-balance implies a higher
level of employee’s loyalty for the firm (Kaiser, 2010). Any organization looking for increasing
competitive advantage must develop the capability to attract, motivate and retain a highly
skilled, flexible and adaptive workforce by an approach to HR and work-life balance
strategies that cater for the diverse need of the workforce (Ciceri, 2010).

Focusing on work-Life balance within surrounding technological changes is supported by
HRM, which see it as a means of improving recruitment and employee retention. The
maintenance of a good balance between work and home life can result in other benefits too,

2|Page
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including increased productivity and performance, improved morale, and lower stress,
absenteeism and sickness levels. (Woodman, 2006).

This study aims to provide a sound research base for assessing the impact of the mobility
on work-life balance. In particular, it shows the relationship between the advanced
technology and the work-life balance. Also, based on results the research will provide
recommendations that may be used in managing policies of work-life balance.

For the purpose of this study, the advanced technology refers to the web-based work
applications, email and all applications, mobile devices and features that allow employees to
be in contact with their work when they are out of their offices.

The Research Problem Statement

Previous studies have found many positive and negative aspects of the effects of advanced
technology on employees' work-life balance. Technology offers more flexibility by allowing
employees to fit their work around other responsibilities and being able to deal with family
issues whilst at office; as well as users feel that they can control their life more effectively.
However, use of information technology has also been reported to cause blurring of the
boundaries between work and non-work and to allow work to intrude more into our private
lives. This can lead to negative spillover from one role to another, the perception of more job
stress and a heavier workload (Fleck, 2015). However, the problem is that almost 24/7
connectivity facilitated by technology encourage employees to work longer hours. This may
subsequently have a negative impact on employees’ Work-Life Balance that the connection
of the employees with their families during the working hours breaks or interrupts the
connection of employees’ with their job duties (Caparas, 2008).

Work-Life Balance is an issue that is important both to the organizations and to
employees. Employees' communication with the family and friends during the office working
hours sometimes causes serious tensions and stress in the employee. It reduces the efficiency
and concentration level of the employees and they lack the sense of motivation to perform
well in the organization (Holt, 2006). If the balance between work and personal life is not
maintained, it would lead to sever professional and personal problems where a person may
start to dislike his / her job which causes job dissatisfaction. Today an increasing number of
employees are experiencing burnout, low productivity and stress related illnesses,
undoubtedly due to a lack of balance between their wok and personal lives and his or her job
(Gamage, 2013).

The introduction of advanced technology has made the world a smaller place. All people
are connected to each other all the time at anywhere. The evolution of the technology has
massively changed the way people act. For UNRWA, it changed work processes, which
means the way that some employees operate, and the way that some duties are done. For
example, many web-based applications were established, the email services increased to
include most of UNRWA's employees. The use of advanced technology for work is
perceived to be a double-edged sword; the rapid increase in the mobile devices' capabilities
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have introduced new opportunities for mobile information access and computing (zhai, 2011).
On the other hand, these technologies give employees the option to carry out work-related
tasks outside of the confines of the traditional office space or work time (Davis, 2010). As a
result employees' work-life balance was affected.

This research is trying to present an illustrating the impact of using different aspects of
advanced technology on employees' work-life balance, focus specifically on employees
working in a traditional and administrative work structure at UNRWA Gaza Field Office
than those engaged in tele-work whose use of Communication Technology is the primary
means of maintaining their employment relationship. The specific advanced technologies
included in this research were the mobile devices (smart phone, laptop, and tablet), web-
based applications and the email. These technologies were most relevant to employees' tasks
and represent the formal and normal technologies used to connect to the work. It will look at
work-life balance in terms of perceived time balance, involvement and satisfaction. This will
be clarified through the following statement:

What is the impact of the use of advanced technology on work-life balance?

The Research Hypothesis

The research will answer its main question through testing the following hypothesis:

1. There is a significant correlation at o < 0.05 between the use of Software (email and
web-based applications) and Work-life balance.

Derived Sub-Hypothesis:
a) There is a statistical significant correlation at ¢ < 0.05 between the use of software
(e-mail and web-based applications) and the time balance.
b) There is a statistical significant correlation at ¢ < 0.05 between the use of software
(e-mail and web-based applications) and the involvement balance.
c) There is a statistical significant correlation at ¢ < 0.05 between the use of software
(e-mail and web-based applications) and the satisfaction balance.
2. There is a significant correlation at 6 < 0.05 between the use of Hardware (smart phone,
tablet, and Laptop) and Work-life balance.
Derived Sub-Hypothesis:
a) There is a statistical significant correlation at o < 0.05 between the use of
Hardware (smart phone, tablet, and Laptop) and the time balance.
b) There is a statistical significant correlation at ¢ < 0.05 between the use of
Hardware (smart phone, tablet, and Laptop) and the involvement balance.
c) There is a statistical significant correlation at ¢ < 0.05 between the use of
Hardware (smart phone, tablet, and Laptop) and the satisfaction balance.

3. There is a statistical significant effect at o < 0.05 for the advanced technology
(hardware and the software: IPad, Laptop, Smart phone, email and Web-based
applications) on Work-Life Balance.

4. There is a statistical differences at a significant level 0.05 among the responses’ mean
of respondents regarding the impact of advanced technology on work/life balance,
attributed to the following demographic factors: gender, age, grade, education,
experience, type of contract, monthly salary, Years of experience in current position,
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living area, experience, marital status, number of children, and owning UNRWA’s
devices such as: SIM card with a mobile device, tablet, laptop.

The Research Variables
Figure (1.1) at page No. 5 shows the research model of the impact of advanced
information technology on Work-Life Balance for Administrative staff members in
UNRWA- Gaza field office.
1. Dependent variable: Work-Life balance, which consists of three components (Collins
atel., 2003):
a) Time balance: refers to equal time being given to both work and family roles;
b) Involvement balance: refers to equal levels of psychological involvement in both
work and family roles;
c) Satisfaction balance: refers to equal levels of satisfaction in both work and family
roles.
2. Independent variable: Advanced technology, which has two main dimensions:
a) Hardware: mobile devices(laptop, Tablet, smart phone)
b) Software: web-based applications and the e-mail.

Figure (1.1): Research Variables Model

Advanced Technology

Software Hardware
E-mail& Web-Based applications Laptop, Tablet or IPad and
Smart phone

Y v

Work-Life Balance -

1. Time Balance
2. Involvement Balance
3. Satisfaction Balance

Source: Articulated by the researcher, (2015)

The Research Objectives

Work-life balance (WLB) is a central concern in everyday discourses (Kossek, 2014). This
research aims to illustrate how an advanced technology -represented by the e-mail and 24-
hours applications- impacts on employees' lives outside of their contracted working hours,
plus the following points:

1. To identify and evaluate how the use of mobile devices, email and UNRWA's web-
based applications affect employees on different administrative levels in UNRWA,
and to what extent the effecting is.

2. To shed out light on the current work-life policies in UNRWA and its effectiveness
from employees perspective.
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3. To study the difference, if any, between opinions about various aspects of work life
balance based on age, gender, marital status, experience and income.

4. To find out which item of technology has the highest impact on employees” WLB; as
well as the impact level of the other items.

5. To know, do advanced technology (smart phones, IPad, Laptop, Web-Based
applications and email) help or hinder the achievement of balance between the
demands of work and home?

6. The study aims to provide recommendations that may contribute to increase the
management's attention to the WLB issues as well as enhance management
effectiveness in UNRWA.

The Research Significance

The importance of the study can be categorized into four categories:

1. To the Islamic University of Gaza and other researchers: The topic is becoming
more important as it is related to the most important dynamic aspect which affects all
the life fields. Technology is a self-enrich area of study that needs more exploration
to its impacts on business or organization.

2. To UNRWA: Without creating a work-life balance employee isn’t able to take time
to enjoy the life they have worked so hard to create. On other hand, improving work-
life balance can help organizations to work effectively and efficiently; and
Individuals manage their time and reduce pressures that encroach on their life
outside the workplace. This research will give a clear vision on the impact of
technology on work-life that affects employees, business and organizations.
Furthermore, the findings will help in create a fundamental knowledge to help
achieving the objectives and goals of the organization. Whereas, the most practical
significant importance of the research is in considering the findings, as well as
providing a proper action plan for effectively implementing the recommendations
that will be raised based on the findings. This research also hopes to provide
valuable information on the current status of technological capability to assist
UNRWA in planning the development of or review of current policy relating to the
work-life balance.

3. To the Community: This research expects people to benefit from the results and
recommendations of this research by enhancing their understanding of the potential
impact of the technological capabilities on the balance between work and life, and
how this association affects their performance. It may also provide useful insights
into the advantages and disadvantages of possessing such capability which can act as
the basis for making future decisions.

4. To the Researcher: This research will contribute towards enriching the researcher's
knowledge regarding the concepts of work-life balance through review previous
studies, articles and books related to the research subject which will also increasing
researcher's researching skills. Also, It will clarity how to use of the advanced
technology toward achieving fruitful results.
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Section (1) -Work-Life Balance (WLB)

Introduction

Work-life Balance brings greater influence to all aspects of life. It has become major issue
of concern for all kinds of Industry worldwide (Ashwini, 2014). The term Work Life Conflict
(WLC) used contradictory with Work Life Balance (WLB) (Gamage, 2013). The issues related
to work-life balance are important for developing a high performance workforce. Work and
family life have always been interdependent, but the increased employment of mothers,
rising family hours of work and the trend toward long work hours for some and inadequate
family income for others have rendered this interdependence both more visible and more
problematic (Bhatnagar, 2014).

Work-family conflict is a common problem among employees. As well as being socially
undesirable, such conflict also negatively impact a number of other areas. For example, such
conflict has been found to increase the risk of prolonged fatigue and is associated with higher
levels of absenteeism. There is growing evidence that supports the notion that work-family
conflict leads to poor physical health (Carlsonat. el, 2011), poor perceived health (Mauno, 2011),
and depressive behavior (based on self-evaluation) (Bellavia&Frone, 2005). Many studies
investigated the impact of conflict on job satisfaction and found a negative relationship
(Bruck, 2002).

Not being limited only by the employees and their families, work-family conflict leads to
many other organizational consequences, such as work dissatisfaction, low performance,
organizational commitment, irregular attendance at work and high turnover rate (Willis,
2008).Various studies suggest that work-family conflict brings costly and detrimental
consequences for the organization (Eby, 2005).

In recent years the subject of work-life balance (WLB) has been widely discussed and
examined from a wide range of perspectives. The focus on the relationship between work, in
its many different forms, and life—usually meaning domestic activities—has been shaped by
a number of factors, including the trend in longer working hours, increasing numbers of
women entering the workforce, a growing proportion of families with either two working
parents or full-time working single parents, and changes in technology that affect when and
where work takes place (Maruyama & James, 2009).

Technology often is blamed for blurring the lines between work and home since work is
becoming more mobile and can be done almost anywhere. This is something many
employees has experienced: if there is a specific task to do that requires full concentration
without being disturbed by colleagues, phone calls or any other interruption, it is great to
have the ability to do it from home or outside of the office. There has been a shift in the
workplace as a result of advances in technology. As Bowswell and Olson-Buchanan stated,
increasingly sophisticated and affordable technologies have made it more feasible for
employees to keep contact with work. Employees have many methods, such as emails,
computers, and cell phones, which enable them to accomplish their work beyond the physical
boundaries of their office (Boswell & Olson-Buchanan, 2007).

Definition

Work-life balance has different meanings regarding the context in which it is used
(Lockwood, 2003). The term of Work-Life Balance is a rather dazzling then fundamental term
(Oechsle, 2008); there is no clear consensus on what it means. Although much has been written
about work-life balance, there is no one accepted, clear definition of the concept in the
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literature or in practice (Kalliath & Brough, 2008). According to Ironson in his study the work-
life balance remains ill-defined and abstract, because the concept is an individually
experienced and interpreted phenomenon. Each individual will perceive the optimal
combination of work and responsibilities outside of work differently. Others stated that
"Harmonious and holistic integration of work and non-work, so that men and women can
achieve their potential across the domains—work, family, personal life and community—in
which they play out their life roles" (Drago &Koshan, 2001).

WorldatWork (2008) defined the work-life balance as a specific set of organizational
practices, policies, programs, plus a philosophy, which actively supports efforts to help
employees achieve success at both work and home. Work-life programs encompass
compensation, benefits and other HR programs, and together they address the key
intersections of the worker, his or her family, the community and the workplace.

Although Work-Life Balance is most frequently used to describe the equilibrium between
responsibilities at work and responsibilities outside paid work; having a work-life balance
means that this equilibrium is in the right position for the individual concerned; However
Bird provided different definition of Work-Life Balance stated that "It does not mean an
equal balance. Trying to schedule an equal number of hours for each of your various work
and personal activities is usually unrewarding and unrealistic. Life is and should be more
fluid than that", he also added that it would vary upon the time. In the thinking of Greenhaus,
Collins & Shaw Work-Life balance refers to ‘‘the extent to which an individual is equally
engaged in — and equally satisfied with — his or her work role and family role’’.

The following table (2.1) sheds more light on defining work-life balance over the time by
researchers based on change of level of balance, depending on the life stage one is in and the
demands that are faced.

Table (2.1): Definitions of Work-Life Balance

Year | Author Definition
1993 | Kofodimos Work-life balance is a “satisfying, healthy, and productive life that includes work,
pay, and love ...”.
1996 | Marcks & | Role balance is "the tendency to become fully engaged in the performance of
MacDermid every role in one’s total role system, to approach ever typical role and role partner

with an attitude of attentiveness and care Put differently. it is the practice of that
evenhanded alertness known sometimes as mindfulness".

2000 | Kirschmeyer Living balanced life is ‘achieving satisfying experiences in all life domains, and to
do so requires personal resources such as energy, time, and commitment to be
well distributed across domains”.

2000 | Clark Work-life balance is “satisfaction and good functioning at wonk and at home with
a minimum of role conflict”.
2002 | Rapaport et al Propose “Work-personal life integration” instead of balance to encompass

different parts of life and their integration depends on one’s priorities, which not
necessarily need to demand equal amount of Personal resources.

2003 | Greenhaus, Collins | Work-life balance: “the extent to which an individual is equally engaged in - an
& Shaw equally satisfied with - his or her work role and family role”. Propose 3
components of work-life balance: 1. time balance. 2. Involvement balance. 3.
Satisfaction balance.

2003 | Frone “Low levels of conflict and high levels of inter-role facilitation represent work-
family balance”.

2006 | Greenhaus& Allen | Define work-life balance as “the extent to which an individual’s effectiveness and
satisfaction in work and family roles are compatible with the individuals life-role
priorities at a given point in time”.

2007 | Crzywacz & | “.. as accomplishment of role-related expectations that are negotiated and shared
Carlson between an individual and his/her role partners in the work and family domains”.
9|Page

www.manaraa.com



2007 | Fleetwood “Work-life balance is about people having a measure of control over when, where
and how they work”.

2008 | Kalliath & Brough | “Work-life balance is the individual Perception that work and non- work activities
are compatible and promote growth in accordance with an individual's current life
priorities”.

2008 | Voydanoff “Work-lite balance is the global assessment that work and family resources are
sufficient to meet work and family demands such that participation is effective in
both domains.”.

2010 | Lee-Ross & Pryce | Work-life balance defined as a relationship between paid work and people’s lives
outside of their employment, and the equilibrium between these two can be
obtained, based on personal needs, expectations, and aspirations of a person,
work-life balance can be affected by work intensity, part time work, increased
jobs in service sectors

2010 | Duraisamy at. el. Work-life balance defined it as a person’s control over the responsibilities
between her/his workplace, family, friends and self.
2013 | Wilk Work-life balance defined as the optimal blend of work and responsibilities

outside of work that enabled an individual to feel that he/she led a satisfying,
manageable life.

2014 | Doshi Work-life balance is a broad concept including proper prioritizing between
“work” (career and ambition) on one hand and “life” (Health, pleasure, leisure,
family and spiritual development) on the other. Related, though broader, terms
include “lifestyle balance” and “life balance

Source: Articulated by the researcher, (2015) based on the study (Olena Stepanova, 2012),
Work-life balance in organizational subcultures: The case of Mutua.

Work-L.ife balance Framework

No single framework or perspective of work-life balance is universally acceptable (Kossek
& Sweet, 2006); in the traditional perspective of work-life balance, there are five main
descriptive models attempting to explain the relationship between work and life(white, 2003).
(1) The Segmentation model states that work and life outside of work are mutually exclusive
such that one sphere does not impact the other (Ojo, 2013). The opposite of segmentation
model is (2) the spillover model that states that work and life outside work are interdependent
(Tariq at. el, 2012). For example, an individual may bring negative (or positive) feelings from
work to home and vice versa. (3) The compensation model elaborates that both segments
compensate for each other for the things that are lacking in each. (4) The instrumental model
which emphasizes that one segment (work or non-work) stresses or highlights the other
segment (Tariq at. el, 2012). For example, an employee may be willing to work for long hours
S0 as to meet his family’s demand. These four models are essentially descriptive models, and
to be of value they need to incorporate an analysis of their causes and consequences (Guest,
2002). The last model is (5) the conflict model, which states that each sphere has multiple
demands, thus requiring individuals to prioritize and make choices that can lead to
conflict.(Ojo, 2012).

Both border theory and boundary theories have provided a definition of work-family
integration by assuming that work and family domains are demarcated by borders or
boundaries, which can be physical (office at work), temporal (work hours, family time), and
psychological/mental (thinking patterns, behavior pattern, emotions) (Tement, 2015). Clark’s
border theory indicated that people are ‘daily border-crossers’. Although it is difficult for
some aspects in life and work to alter, individual can shape to some degree the work and life
and create bridge to attain the desired balance. Figure (2.1) shows a pictorial representation
of border theory and lists the central concepts of the theory and their characteristics: a) the
work and home domains; b) the borders between work and home: c¢) the border-crosser: and
d) the border-keepers and other important domain members.
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Figure (2.1): Work-Family border theory (list of central concepts and their characteristics)
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Work-Life policies and strategies

Work-Life balance strategies have been defined as those that enhance the autonomy of
workers in the process of coordinating and integrating work and non-work aspects of their
lives (Rina & Kundu, 2013). Bardoel defined WLB strategies as an organizational setting
includes policies covering flexible work arrangements, child and dependent care, and family
and parent leave. Today, it is necessary for organization to adopt a comprehensive WLB
program. If it is designed and adopted as part of the larger business strategy, it will add more
value to the firm’s competitiveness (Khan & Agha, 2013). It is become more and more popular
for organization to retain and motivate talent pool and improves the organizational
performance, since Work-Life balance has the positive impact on the profitability and
employees well-being (Canivet, 2010).Essentially, It initiatives are offered by organizations to
assist staff to manage the demands of work and personal life (Darcy & Kirrane, 2008).

The demand of employees work life balance is increased by change in trends such as
organizations structure, diversity of work force. Organizations should provide work life
balance facilities to their employees so that employees can perform their duties effectively
and leads organization to the success (Parvin & Kabir, 2011). Many organizations are
enhancing its human resource policies and practices that address work/life balance to help
their employees cope with their time-pressured lives and increase the organization’s efforts to
recruit, retain, and motivate the valued employees in a highly competitive market (Kotowska,
2010).

The strategic importance of the design and implementation of fitting work life policies in
an organization is identified by a number of studies (Deery, 2008). Joshi emphasized that work-
life balance is a two dimensional approach; the organizational approach that describe what
organizations do for their employees; and the individual approach that describe what
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individuals do for themselves. More emphasized on this strategy came with Jim Bird by the
"two legs of the work-life strategy"”; which explains that successful work-life strategy;
indicated that organizations should not take a one-sided approach to manage work-life
aspects. Although, adopting policies, benefits, and procedures to solve work-life problems
may be helpful in some cases, but it overlooks the fact that the work-life balance is an
individual issue that affects the organization more than an organizational issue that affects
the individual. Figure (2.2) showed that both employers and employees have an equal share
of responsibility in creating a success work/life balance strategy based on the two leg
strategy.

Figure (2.2): Two legs of responsibilities in Work-lifebalance Strategy

Tow Legs of
Resnonsibilitv

[ Organization ][ Individual ]

Source: Worklifebalance.com

Bird renamed the organizational approach with system approach (Left leg of the ladder).
The system approach asks, “What can the organization do to create a better work-life balance
for the individual?” The other half of the work-life strategy, the (right leg of the ladder); the
“individual” approach, asks, “What can individual employees and managers do for
themselves to create their own best work-life balance?”. The individual approach differs
from employee to another. This means for someone, working long hours creates value and
balance in their lives. For others, it is not a routine they can productively or enjoyably
maintain. It means that if the organization already built a fairly solid left leg thought its
programs; the major focus is then on the right leg, the individual approach. Every employee
has different work-life balance from every other employee with respect to their employment
status e.g. a person who has a career start, will have a different work-life balance approach
than the person who is being retired (Tariqg, 2012). Figure (2.3) shows the two legs of the work-
life strategy.

The following identified options for the effective functioning of the systems leg of work-
life strategy: (Suchitra, 2014)
1. Reinforce through better communications
2. Abolish weekend meetings and give a half day off if the individual has put in the
incremental hours earlier; with no affection on work scheduled.
3. Provide one or two days off with pay for approved community involvement.
4. Endorse working from home one day per week and encourage an annual or quarterly
“bring your family to work” day.
Offer subsidies for off-site exercise and support athletic teams.
Establish a “disconnect from work™ vacation policy- no cell phones or laptops.
7. Create a more accommodating “on- and off-ramp” policy for those who leave the firm.

oo
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Figure (2.3): The Two Legs of an Organization’s Work/Life Balance Ladder
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Employer
Provided

Foundation: As the
Work/Life movement has
gained momentum,
studies of the “Best
Companies to Work For”
have shown that
employer provided
programs produce
measurable bottom line
results. Such initiatives,
policies and benefits
support individual
work/life balance. This
allows the workforce to
focus better while on the
job, because external life
issues are made more
manageable.

Specifics: An employer
provides a full-slate of
flex-time, telecommuting,
child-care, leave, and job-
sharing. Employers must
carefully select what they
can offer, due to
operational and budget
requirements.

Record Profits
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Customer Service

Attitude/Morale
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Retention
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“Both Legs Are Necessary”

Source: Worklifebalance.com, 2004

A Complete, Ongoing Organization Work/Life Strategy

WHAT THE
INDIVIDUAL
DOES FOR
THEMSELVES

(right leg of ladder)

Individual
Responsibility

Foundation: The ideal
work/life balance varies from
individual to individual and
changes over time. An
employee must find and
create for themselves, the
balance that makes the most
of their opportunities and
responsibilities. Meeting an
employee’s professional and
personal expectations
requires action and results.

Specifics: Producing better
work/life balance results and
accomplishing business
objectives involves education
and training. Practical
work/life balance training
delivers the tools/skills that
allow each individual to take
ownership for creating value
and balance and to assume
accountability for their
performance and output.

The tools/skills that allow
each individual to take
ownership for creating value
and balance and to assume
accountability for their
performance and output.
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HR Role in Work-L.ife Policies

WLB has emerged as a strategic issue for HRM and a key element of an organization’s
employee retention strategies (Cappelli, 2000).In today’s fast-paced society, HR professionals
seek options to positively impact the bottom line of their companies, improve employee
morale, retain employees with valuable company knowledge. As an employer, ensuring a
better work-life balance for employees could mean that the organization benefits from a more
flexible, loyal and motivated workforce. The organization may also realize tangible benefits,
such as reductions in absenteeism, recruitment costs and staff turnover.

Work-life balance is all about adjusting working patterns. Regardless the demographic
characters, everyone can find a rhythm to combine work with their other responsibilities or
aspirations. The main objective of HRM is to take care of the employee's work life from the
time they join the organization to the time they leave it, while ensuring their best possible
cooperation in achieving the organizational goals and objectives (Durai, 2010).HR must
develop a deep understanding of people and their roles, so as to create a work environment
that is friendly, motivating and productive (ware, 2008).Maintaining work-life balance has
been the focus of industries’ HR practitioners amidst the demanding nature of work and the
workers’ personal endeavors in the age of information and technology (Meenakshi, 2013).If
leaders wish to encourage healthy organizational cultures, they need to pay attention to these
conscious and unconscious convictions, as well as the way they communicate organizational
policies and rules to their employees (Schein, 2010).It is not enough for organizations to offer a
rich menu of work-life balance benefits, the desired effect is unlikely to occur if the
employees do not know about the programs or understand them (Lockwood, 2003).

The role of HR is to effectively manage work-life balance programs, so that employees
can understand how these programs will manage their professional and personal life. Work-
life initiatives classified into five categories namely, (1) Time-based strategies like flexi-
time, telecommuting and job sharing; (2) Information-based strategies like relocation
assistance, elder care resources, work-life brochure, company work-life balance intranet; (3)
Money-based strategies like leave with pay, scholarships for dependents; (4) Direct services
like onsite childcare, on-site or near-site dependent care, concierge services and takeout
dinners; and (5) Culture-change strategies like training or focus on employees’ performance
not office face time (Meenakshi, 2013).

Organizations should be aware of the changing needs of the employees and changing their
work-life policies in accordance with these needs. Researches indicated that work-related
activities performed at any given time and place have no particular work order in the forms
of manuals, specific work tasks, defined results, or fixed goals. In other words, there was no
direct guidance as to what needed to be done and how (Allvin, 2011). Technological
acceleration processes, societal and organizational changes lead to a diminishing life time of
employees’ knowledge (Korunka & Kubicek, 2013).Figure (2.4) shows how HR management
contributes to business competitiveness. One study reported on work-family balance as a
potential strategic advantage for the organization, giving it an important competitive
advantage (Xiao & O’Neill, 2010).
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Figure (2.4): how HR management contributes to business competitiveness
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According to Dex most WLB policies fall into five categories: (1)flexi-time work
schedules, (2) flexi-place or telecommuting, (3) job-sharing, (4) part-time flexi-place, (5)
sabbaticals or career breaks; whereas, Den Dulk identified four types of work-life
arrangements; these types are shown in the following figure (2.5).

Figure(2.5): Types of work-life arrangements
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Source: Den Dulk, ""Work-family arrangements in organizations: a cross-national study in the
Netherlands, Italy, the United Kingdom and Sweden", 2001

Work-Life Balance Factors
Researches argued that there are multilevel influences on benefiting from Work-Life,
including organizational, individual and socio-cultural variables (Dixon & Bruening, 2007).
1. The Organizational Work life Culture: Organizational culture has been defined as
“dynamic phenomenon that surrounds us at all times, being constantly enacted and created by
our interactions with others and shaped by leadership behavior, and a set of structures,
routines, rules, and norms that guide and constrain behavior” (Schein, 2004). According to
Beauvais & Lyness, Work-life balance culture is a particular aspect of the organizational
culture that reflects the attitudes and values in the organization surrounding the ability of
individuals to balance their work and non-work Lives (Bradley at. el, 2008).
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A supportive organizational culture helps to reduce work-family conflict, thereby
increasing both job and family satisfaction (Byron, 2005). Thompson distinguished three
dimensions in the work-family culture for variations in the utilization of Work-Life Balance
Programs: managerial support, career consequences and organizational time demands, while
McDonald developed another two dimensions: gender related perception and co-worker
support as shown in below figure. These dimensions are used to identify the gap between
policies and practice; in addition they are the main aspects that should be considered as
challenges when attempting to improve employees’ work-life policies. The dimensions
outlined below in figure (2.6).

Figure (2.6): Five dimensions of organizational work-life culture

[ QOrganisational work/life Provision J
Y
Organisati
onal
work/life )
| Manageria| Career Time Gendered Co-worker
Sikure Support Consequences Expectations Perceptions Support
N ﬂ
[ Work/life policy utilization by eligible employees ]

Source: McDonald et. al, (2005), "*Explanation for the provision-utilization gap in work-family policy"

a) Managerial support: The first component of work-family culture is managerial support,
which emphasizes on managers and supervisors support or their sensitivity to employees’
family responsibility (McDonald at. el, 2005). Supervisor support is one source of social support
from work and is also referred to as a form of informal organizational support (Hammer,
2007). Although employees today are offered a wide range of work-life benefits (Dulk, 2001).
Nevertheless, a study by Luijn & Keuzekamp, (2004) revealed that many employees are not
taking advantage of existing policies(Dulk & Ruijter, 2008). Employees are not equally aware
of the availability of Work-Life Balance practices in their organizations (Budd & Mumford,
2006). Thus, employees will not be able to generate positive feeling towards the source of
such beneficial treatment.

Senior management, managers and supervisors must be seen to support the achievement
of effective work-life balance if there is to be an up-take of work-life balance opportunities
by employees (Igbinomwanhia at. el, 2012). The low level of management awareness of the
importance of work-life balance, and the difficulty of getting good jobs lead to a lack of
consideration on the part of management for employees® work-life balance and the lack of
bargaining power of employees who do not have alternatives (Epie, 2006). Research indicates
that managers greatly vary in their responses to employee requests to use work-life policies.
Managers may be very supportive and seek additional (informal) solutions, such as allowing
employees to work from home when a child is ill. On the other hand they may stick strictly to
the official policies or even discourage employees from making use of them (Lewis &Dulk,
2006).

More recently, researchers have identified specific behaviors supervisors can engage in
that support employees work and family lives, called Family Supportive Supervisor
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Behaviors (FSSB) (Bodner & Hanson, 2009). Which includes four dimensions: (1) emotional
support (learning about needs, listening to problems) ;(2) instrumental support (helping
employees to avoid work-life conflict), (3) creative work-family management (using novel
solution to reduce work-life conflict), and (4) role modeling behaviors (demonstrating
effective work-life behavior) (Hammer, 2011). As a result of this increased knowledge,
numerous researchers have called for encouraging or training supervisors to be more
supportive of employees” work and family roles to help employees cope with work-family
conflict, thus decreasing negative personal and organizational consequences (Sale, 2010).

b) Career Consequences: The second component in the organizational work-life culture is the
career consequence; which has a negative implication of the use of Work-Life programmes.
Thomson et al states that participation in WLB programs makes an employee less visible at
work, which, in turn, may form the obstacle for their career development and promotion
prospects (Clark, 2000). Employees using Work-Life Balance programs may be perceived as
less committed to their organization and work (Allen, 2001). They also have less opportunity
to receive rewards. It is believed that negative career consequences (such as fewer
opportunities for promotion and a lesser likelihood of receiving rewards) may arise when a
lack of physical presence in the workplace is thought to be associated with a lack of
commitment to the organization (Bradley & Farida 2008).

¢) Organizational Time demands: The time demands is the norms concerning the number of
hours which employees are supposed to devote to work or work-related activities (Thompson
at. el, 1999).Although working long hours reflects job involvement, commitment and
productivity, on the other hand, such behavior is an obstacle to meeting family requirements
(Joyce, 2010), which is easily to evoke the time-based conflict. Time based conflicts occur
when time stresses in one role, such as worker, make it difficult to accommodate with
expectations in the other role, such as mother. These conflicts can impair employees’ well-
being in different domains of life (Allen, 2000).

d) Gendered Perception: Many studies show that the perception of work-life balance is
observed to be different across genders (Smithson & Stokoe 2005). For example; men are
preferred to be employed more than women in many organizations. On the other side,
because women have more personal experience than men in dealing with WLB issues and are
more likely than men to take priority (Canivet, 2010).

e) Co-Worker Support: Co-workers can have a large influence on whether or not an
employee is able to balance his/her time between work and non-work life (Cook & Minnotte,
2008). Coworker support can be defined as the extent that individuals view other workers at
their organization as being helpful and supportive of them (Liao at. el, 2004). Work-life
conflict can be reduced when a coworker helps an employee cope with the competing
demands between one’s work and non-work life (Prottas, 2006).

2. The Individual Factors: Another powerful argument in support of work-life balance
policies that cannot be ignored by employers is represented by current demographic
trends. For each individual, work-life balance depends on the three-way interaction of
gender and household characteristics (age, gender, care responsibilities, partner’s
situation), workplace characteristics and working conditions, and public policies
including social and welfare policies as well as working time norms (Anxo, 2013).
Individual-level attitudes and behaviors related to work life balance are often constrained
by policies or cultural norms at the organizational level in the sport industry (Dixon &
Bruening, 2007).
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Research indicates that the intensity of certain personality traits has significant influence
on the accessibility of an equilibrated work-family-balance and well-being in general (Ayree,
2005). According to Crooker, there are different personality traits that effect the way of which
individuals will utilize the available work-life options. Blair-Loy and Wharton found that in a
homogeneous sample of managers and professionals, the work—life benefits of family-care
and flexibility were used by employees possessing different demographic and family status
characteristics (Grady, 2012). For example, individuals with conscientiousness and
agreeableness are more likely to have a positive work-life balance. Conscientiousness has
three characteristics, which are; commitment, control and challenge. Agreeable individuals
create a support mechanism with others, and they reach out when they experience stressful
situations. They go on to mention that those individuals with negative affect and low self-
efficacy will not achieve a balanced work-life. On other side, old employees are more likely
to use for example childcare, leave options more than younger employees. Younger
employees are tended to use flexi-time, telecommuting and working from home more than
older employees (Allen, 2000).Other factors could be employee's age which has also influences
the use of work-life programs.

3. The Societal Factors: These factors include cultural norms, such as the traditional gender
ideology, childcare responsibilities, parental responsibilities, dependent care issues, ..etc.
The following table (2.2) summarized the aforementioned WLB factors.

Table (2.2): Factors of WLB

Individual Factors Organisational Factors | Societal Factors Other Factors

1. Personality 1. Work arrangements 1. Child care | 1. Age

2. Well being 2. Work life balance arrangements 2. Gender

3. Emotional intelligence practices & policies 2. Spouse support 3. Marital status
3. Organisation support | 3. Family support 4. Parental status
4. Superior support 4. Social support 5. Experience
5. Colleague support 5. Personal &  family | 6. Emplovee level
6. dJob stress demands 7. Job type
7. Role conflict 6. Dependent care issues 8. Income

=1

©

8. Role ambiguity Family quarrel . Type of family
9. Role overload
1

0. Technology

Source: Poulose & Sudarsan (2014), “Work Life Balance: A Conceptual Review”

Stages of Work-Life Balance Development

Daniels, Lewis and McCarraher have documented a four-stage process for organizations
to enhance their work-life balance. The first stage (Grass Roots); focuses on the provision of
child-care, in general it is provided in response to pressure from women with young children.
The second stage is (Human Resources) is when initiatives are broadened in response to a
growing recognition of the benefits provided by introducing work-life balance policies. And
the third stage (Culture Change) it is focus broadens further to encompass the work-life
concerns of the workforce as a whole. At this stage comes recognition that work-life policies
will only be effective in a culture that is fully supportive of their aims. Finally, by the fourth
stage (Work Redesign), there is a greater awareness of how organizational objectives and
employees’ work-life balance needs could be satisfied simultaneously. At this stage, work-
life balance is seen as an integral component of fulfilling the goals of the organization
(Kinman & McDowall, 2009).
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Figure (2.7): Stages to enhance work-life balance in an organization

Stage 2: N ECER Stage 4:

Stage 1:

Grass Roots Human Culture Work

Resources Change Redesign

Source: articulated by the researcher, (2015)

Work-Life Balance Barriers

Many research reported that very low percentage of employees utilize from the work-life
options in the organization (Mordi & Ojo, 2011). The challenge of balancing work and non-
work demands is one of today's central concerns for both individuals and organizations (lyayi,
2012). For many employees, the day is not over when they go home. Often, a second day of
work starts at home. For the organizations, challenges in this area include finding ways to
address individual needs that reflect their diverse needs at different variables, with their
different values and life experiences. Individuals will seek out information regarding the
availability of WLB initiatives in their firms when they are interested in using them or
consider them to be highly valuable (Prottas, 2007). In short, the followings represent the
common barriers of achieving work-life balance for employees:
1. Barriers by the Employer:

a) Poor communication has been found to be a factor affecting the low usage of work-
life balance programs in many organizations (Mordi & Ojo, 2011).

b) Organizational culture which emphasizes and rewards long hours and high
organizational commitment (to the neglect of other life commitments);

c) Attitudes and resistance of supervisors and middle management.

d) Managing work-life programs; and the rapid technological changes.

e) With the world economy in recession, there are serious concerns that further
development of work-life balance initiatives will no longer be organizational
priorities. This creates Unsupportive working environment for employees with life
commitments external to the organization.

f) Mobile telecommunications technology and on-call work arrangements: Mobile
devices such as laptop, smart phones and tablets can help in working anywhere.

2. Barriers by the Employee:

a) Having to maintain productivity or performance.

b) Heavy workload or meeting deadlines and tending to personal responsibilities.

The Importance of Work-Life programs

Work-life balance programs are ‘‘any employer sponsored benefits or working conditions
that help employees balance work and non-work demands (Cascio, 2000). It can be organized
into three major categories, policies, benefits and services. (Baral & Bhargava, 2011), the
policies refer to the employees’ leave management. Benefits cover different forms of
compensation that protect against loss of earnings, payment of medical expenses and
sponsored vacation. Services include on-site or near-site childcare centers, medical facilities
and counseling. Both individual and organization can benefit from work-life balance
programs. Firms in environments that are more competitive and productive, however, have
significantly worse work-life balance for their workers. (Bloom at. el, 2006).
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1. Benefits of WLB to the Individuals: having a work-life balance means being able to strike
a balance between fulfilling both work commitments and other activities, that are
important to them (Gottschalk & Munz, 2006). Studies show that work-life policies such as
flexibility, care leave and part-time work are highly valued by employees and have a
positive impact on work-life outcomes, job satisfaction and retention (Todd & Binns, 2013).
WLBPs have been found to increase employee control over time and place of work and
reduced stress (Thompson & Prottas, 2006). It provides more value and balance in the daily
life, better understanding to the best model of individual work-life balance; plus
improving relationships both on and off the job. Managing the individual work life will
increase individual productivity, accountability and commitment, better teamwork and
communication.

2. Benefits of WLB to the Organizations: Organizations do see a lot of benefits in providing
WLBPs. Research findings suggest a strong positive relationship between WLBPs
increased productivity (Sands & Harper, 2007), improved recruitment and retention rates
(Coffey at. el, 2002). Systematic evaluations of the impact of WLBPs are far from reaching a
common conclusion (Glass & Finley, 2002), which makes it imperative to understand the
challenges to effectiveness of WLBPs. Effectiveness of WLBPs can be evaluated by
considering the extent of adoption and implementation by employers and use by
employees. Improved morale and increased engagement and commitment levels with less
negative organizational stress.

Figure (2.8): Benefits to employers and employees in providing and supporting employee work-life

balance
Reduce absenteeism Improved Reduce job stress
& lateness productivity levels

Positive employer

Better physical &
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Mental Health

Earlier return to work

after maternity .
Work-Life Increase job

Reduce Staff Balance benefits satisfaction

Turnover rates

A greater sense of
Employee loyalty

job security
and commitment
Broader talent Enhanced Control over Improved
pool available WLB Environment performance

Source: articulated by the researcher, (2015) based on reviewed articles

Work-Life Balance Measures

Measuring balance has been difficult due to a lack of consistency in construct definitions,
and therefore an inability to develop a consistent operational definition (McMillan at. el
2011).Many researches indicated that there are no fixed-standards to evaluate the work-life
balance policies. Den Dulk found that different Work-Life Balance polices which includes
formal company policies and statutory rights whilst work-life arrangements imply non-
formalized rules, are vary and they have different impacts. According to Ackers the end
results of the different types of Work-Life Balance policies are difficult to compare due to
cross cultural differences in government regimes, employment policies and labor market

20|Page

www.manaraa.com



conditions. Brough and O’Driscoll found out that Work-Life Balance policies are associated
with low level of staff turnover, high degree of employee satisfaction, high employee
commitment and greater productivity, and low level of physical and emotional anxiety. On
other side, Work-Life balance policies are also characterized as a cost for organizations since
not all of these policies are more likely to increased productions. For instance, “job-sharing
actually decreased productivity” (Mukerjee & Sestero 2001). Moreover, such policies are
questionable as to whether they really increase production. Hence, the high cost of
implementing and maintaining the WLB policies may decrease profitability (Bloom & Reenen,
2006). Another drawback as per the study (Dex & Scheibl, 2001) is that, an employee may be
reluctant to enjoy these work-family provisions since an opportunity cost arises in terms of
the entitlements which are often perceived as fringe benefits. With reference to the literature,
there are many types of costs, including the direct costs like payments such as childcare
subsidies or paid parental leave.

Work Life Imbalance

Changing in demographic, organization downsizing, restructuring and declines in job
security, increased time at work place, women in work force, and the technological changes
have blurred the boundary between work and family life which have contributed to increased
work life conflict causing work-life imbalance. Case of imbalance could be raised when the
purpose of extra money person works out for extra duty. But at the same time the same
person as seen in figure (2.9) utilizes time of entertainment in that extra duty. Thus the extra
money and duty buildup extra pressure. This gives rise to Work life imbalance (Yadav, 2013).

Figure (2.9): Work-life imbalance as a result of required for extra Money

Extra Duty

Work pressure Extra Money No Entertainment

Work-life imbalance

Source: Yadav, 2013, ""Work Life Balance Challenges for HRM in Future"

Work life Balance Vs. Technology

Communication technologies such as smart phones and tablet personal computers have
become increasingly affordable and available in recent years, resulting in a steep increase in
communication technology product ownership (Smith at. el, 2012). Research on work has
explored the notion of the new communication technologies as a ‘double edged sword’ that
enables flexibility and autonomy, and also contributes to feelings of work overload and
intrusion into non-work time (Meyerson & Grodal 2011). Which means that technology impact
can be seen both as positive and negative (Mortberg at. el, 2005). Technology has shifted the
work environment to a more 24/7 design impacting organizational commitment (Brodie &
Rubin, 2011). This shift to a 24/7 work environment coupled with accomplishing tasks and
communications instantaneously affects personal responsibilities and health (Thurston, 2012).

Advances in technology, in particular the widespread use of mobile devices, have changed
work practices and transformed everyday lives. These devices have allowed work to be
conducted outside of traditional office settings and outside of traditional work hours. This
flexibility and change in connectedness has many, often contradictory, implications for
workers’ ability to balance work and personal life. On one hand, the fact that workers may
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more easily work from home and after hours may lessen work to family conflict (WFC)
(Premeaux & Adkins, 2014). So, for some people, technology may provide opportunities to
balance their responsibilities at work with family duties and other interests. To others,
technology is viewed with a negative impact toward balancing their work and non-work
domains. The impact of organizations dominated with e-mail culture up on employees’ lives
outside working hours (Waller & Ragsdell, 2012).

Employees’ attitude toward technology

Technological advancements enabled employees to engage in work-related activities
“after hours” from anywhere and anytime without physically being at the office. Thus, it
enables employees to stay connected to their workplace even though they may not be
“formally on the job” (Olson-Buchanan, 2007).

Schraeder and others identified two kinds of employee's reaction to technological changes,
positive reaction (support change) and negative reaction (resist change). Employees’
adoptions to technology are largely depending on employees’ perceptions of how the
technology will impact their jobs. Consequently, it appears that individuals who perceive that
technology changes will improve their ability to perform their job tasks may be more willing
to adopt the technology. Jick further notes that those who have not participated in the
planning or implementation of the change experience the full impact of the change.
Specifically, employees often experience changes in job duties that were planned and
implemented solely by managers that are not directly impacted by the changes. Evidence
indicates that those who have been involved in decisions related to the change may react
differently, by being more supportive of the change, than those who were not involved
(Swamnidas at. el, 2006). Figure (2.10) depicts the attitude of employees toward technology
change.

Figure (2.10): Employee attitude to technology change
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Source: Swamnidas and Morrison, 2006, ""Employee Involvement, Attitudes and Reactions to
technology changes™
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Section (2) —Information Communication Technology (ICT)

Introduction

Some of the most significant changes that technology has delivered have been in the field
of communication. Communication can be spoken, written and physical. It plays an
important part in almost everything we do. Technology plays a vital important role in
changing the way we communicate. Developments in technology and communications have
gone hand-in-hand, and the latest technological developments such as the Internet and mobile
devices have resulted in the advancement of the science of communication to a new level.

Advances in electronic communication technology are allowing organizations to; (1)
distribute information much faster than before; (2) make more information available than
ever before; (3) allow broader and more immediate access to this information; (4) encourage
participation in the sharing and use of information; and, (5) integrate systems and functions,
and use information to link with environments in unprecedented ways (Whetten& Cameron
2005).

Information &Communication Technology (ICT)

The primary medium of communication in today’s organizations is electronic. Electronic
communications include e-mail, text messaging, networking software, Internets, blogs (Web
logs) and video conferencing (Robbins & Judge, 2009). Communication Technology is the
electronic systems used for communication between individuals or groups; who may not
physically present at the same location. Complex and varied set of goods, applications and
services used for producing, distributing, processing, transforming information — [including]
telecoms, TV and radio broadcasting, hardware and software, computer services and
electronic media” (Marcelle, 2000) are also included.

ICT is defined as ‘any technology used to support information gathering, processing,
distribution and use’ (Beckinsale & Ram, 2006). ICT refers to technologies that provide access
to information through telecommunications. It is similar to Information Technology (IT), but
focuses primarily on communication technologies. This includes all forms of technologies
such as computers, Internet, websites as well as fixed-line telephones, mobile phones and
other wireless communications devices, networks, broadband and various specialized devices
(Latu&Koh, 2007). Table (2.3) illustrates the main ICT categories in business.

Table (2.3): ICT Categories

Main ICT Categories Technologies - System

Enterprise Systems Enterprise Resource Planning (ERP) — Customer Relationship
Management (CRM) — Supply Chain Management (SCM)

Information Systems Transaction Processing Systems (TPS) — Management Information
Systems (MIS) — Decision Support Systems (DSS) — Executive
Support Systems (ESS)

Digital Technologies E-Commerce (refers to electronic transactions over the internet);

B2B, B2C, B2G)
E-Business (refers to automated business process (both intra —and

inter-firm) over the computer mediated network — Intranet,
Extranet
Telecommunication Systems Internet, E-mail, Voice over IP, Local Area Networks (LAN),

Wide Area Networks (WAN), Virtual Private Networks (VPN)

Identification ~and  Data  Capture | Portable Data Collection, Hand Held Readers, Magnetic & Smart
Technologies & Telemetric Technologies | Card Reader, RFID and so forth

Source: Papastathopoulos, Anastassopoulos, Beneki (2009)
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Information & Communication Technology Components
There are six components of any ICT system:
1. People - are needed to supply the data to the ICT system and also to make judgments and
decisions from the output supplied from the system.
2. Data -is the raw material of any IT system and this is processed by the system to provide
the information which is the output produced by the system.
3. Procedures -determine what needs to be done and when. It also covers the passing of
data or information between different people.
4. Hardware -these are the physical components that make up the ICT system. It includes
input devices. It is considered as the communication devices needed to send data across
networks.
. Software -these are the computer programs.
6. Information -the results from processing data. Information is the output from an IT
system.

(621

The use of Mobile Technology in the Organizations

Mobile technology refers to hardware, system and application software, and
communication/networking services. Mobile devices include Tablet PCs, laptops, personal
digital assistants and other handheld devices for data transfer and communication(Mazmanian
at. el, 2006).By current standards, a mobile device should be able to place phone calls, send
and receive email, retrieve scheduling and contact management information from databases,
connect to and browse the Internet, and gain access to critical business systems. These may
include Enterprise Resource Planning (ERP) systems, Customer Relationship Management
(CRM) systems, or other industry specific applications (Hamblen, 2005). This type of
technology is important to consider because of its prevalence; the use of smart phone
technology, for example, is rapidly increasing and projected to increase even more in the near
future (Google, 2012).

Wireless Enabled Devices was designed to make communicating across time and
geographic boundaries easier, causing these boundaries to virtually disappear (Richardson and
Benbunan-Fich, 2011).While the adoption of mobile technologies can lead to improved work
practices, however it can also have negative effects due to their always-on nature. For
instance: conflicts with family members when the work environment is extended beyond the
office; risks of microwave radiation which can be harmful to health; loss of productivity and
interruptions to meeting progress (Volkow, 2011).

When companies provide workers with communication devices they create the
expectation that employees will be continuously available. Empirical research revealed that
while technology has increased the ability to work from the home and outside regular
business hours, it has also increased the expectation that employee do so. A study revealed
that when the communication device was provided or paid for by the employer, employees
used the device more often and for longer periods of time than they would have otherwise
(Adkins & Premeaux, 2014).

In the past, one needed access to a desktop computer with Internet connection to log-on to
workplace servers and/or communicate via email and instant messaging from remote
locations. Initially, only ‘virtual’ employees who performed work outside of the office, such
as telecommuters or salespeople, used such tools as the primary means of maintaining their
employee relationship (Boswell & Olson-Buchanan, 2007). Nowadays, such connectivity can be
achieved through wireless enabled laptops and handheld devices that support text and voice
communication and are becoming more ubiquitous among individuals who report to work in
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traditional office settings. In recent years, there has been an enormous increase in the variety
of technology mediated communication devices that enable employees to connect to the
office at anytime and from anywhere. This research focuses on the followings types of
technology:

1. Tablets and laptops: These devices have many inbuilt accessibility features that can be
used for the work. Tablets are controlled by a flat multi-touch display screen and a
virtual keyboard, assisted by optional accessories for many options. It is largely
accessible to anyone. Similar to tablet, the laptop is used by individuals who have the
need to travel with a computer or simply use them for aesthetic reasons when computing
power is not an issue. Unlike desktop computers, notebooks and tablet are optimized for
portability, low power requirements at the expense of performance.

2. Smart Phones: The smart phone is a mobile phone featured with computing power and
functioned, it is similar to a mini computer and particularly suited to employees. They let
entrepreneurs answer customer calls immediately, and reach staff or business contacts
while working away from business premises. Although tariffs can be high, mobile
phones provide greater flexibility, faster response and time savings.

3. Electronic Mail (Email): It is the exchange of messages between users. It is the cheapest,
quickest and most reliable way to exchange variety types of business information to
multiple recipients within a protected saved framework. Services of the e-mail can be
accessed by the entrepreneur while away from the office.

4. Web-based applications: It refers to any program that is accessed over a network
connection, rather than existing within a device’s memory. Web-based applications often
run inside a Web browser. However, Web-based applications also may be client-based,
where a small part of the program is downloaded to a user’s desktop, but processing is
done over the Internet on an external server.

How Technology Has Changed Workplace

Many years ago, if someone was out of the office, they were effectively out of contact.
Sending documents was a slow and cumbersome affair. Now there are mobile wireless
devices where the communications become more flexible, available, simple and cheap. Over
the past decades, computers have substituted for a number of jobs, including the functions of
bookkeepers, cashiers and telephone operators (Frey & Osborne, 2013). Today organizations
have increasingly experienced competitive pressure to perform faster and better and to be
more cost-effective (Reed & Datmalchian, 2006). For example, technological developments lead
to changes in work and changes in the organization of work, and required competencies are
therefore changing (Kundu & Saranji, 2004).

The potential disadvantages of electronic communications must also be recognized. The
technologies are largely impersonal; people interact with machines, not with one another.
Electronics also removes nonverbal communications from the situation—aspects that may
otherwise add important context to an interaction. In addition, the electronic medium can
influence the emotional aspects of communication. Some argue, for example, that it is far
easier to be blunt, overly critical, and insensitive when conveying messages electronically
rather than face-to-face. (Schermerhorn, 2002).These recent changes in the nature of work,
along with the introduction of new technologies have led to many workers struggling to
balance roles in their work and personal lives (Hayman, 2009).

Another risk of the new communication technologies is information overload. In some
cases, too much information may find its way into the communication networks and E-mail
systems and basically overload the systems—both organizational and individual. Individual
users may have difficulty sorting the useful from the trivial and may become impatient while

25|Page

www.manaraa.com



doing so. In all this, one point remains undeniable: New communication technologies will
continue to keep changing the nature of work and of office work in particular (EI-Shikhdeeb,
2008). The once-conventional office is fast giving way to new forms such as telecommuting
and the use of electronic networks. Workers in the future will benefit as new technologies
allow them to spend more time out of the traditional office and more time working with
customers on terms that best fit individual needs (Dessler, 2004).

For organizations, to win in today’s competitive business environment, they must find
creative ways to innovate optimize business processes, shorten cycle times and cost; and
empower employees in accordance with enhancing their communication. Technology is a
core competency of an organization for its sustainable business growth (Hyderabad & Pradesh,
2012).Further there has been a change in demand for the type of employees within the same
occupational group, from operatives and laborers to professional and technical workers in
many of the industries. The impact of technological change on wages has been mixed.
Budhwar in his study found that the wages are still determined by factors not directly related
to individual/firm performance and technological change. However, in a study by Singh &
Nandini in the software industry, it was found that technological change does have a
significant effect on salaries paid to employees (Krishnan, 2010). Many occupations being
affected by these developments are still far from fully computerisable, meaning that the
computerization of some tasks will simply free-up time for human labor to perform other
tasks. Nonetheless, the trend is clear: computers increasingly challenge human labor in a
wide range of cognitive tasks (Brynjolfsson & McAfee, 2011).

ICT Integration

The integration of ICT in the business processes resulted in numerous examples of
enhanced organizational performance. The main point is that ICT is fully support the
business processes and the solutions in use should be strategic choices in organization. In
practice the ICT can be employed in many different activities. Marchand and others (2001)
has outlined one framework of IT practices in organizations. The following figure illustrates
the integration of ICT in all levels of business.

Figure (2.11): Framework of ICT practices in Organizations

Managers and executives, who make the strategic choices,

ICT analyze options and formulate business scenarios and decisions
managerial
support

Professionals and technical workers, who act as R&D
personnel, Engineers & Knowledge workers - middle
management employees

ICT
innovation support

Process managers, whose responsibilities include the
coordination of cross-functional and communication with
partners
Operational workers & supervisors, who are responsible
for the direct operations and the processes through
which products &services are provided /distributed.

ICT
business process support

ICT
operational support

Source: Marchand and others (2001): Information orientation - The link to Business Performance
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Technology Acceptance Model (TAM)

The use of technology has grown at a phenomenal rate within organizations (Jick & Peiperl,
2003). Consequently, organizations continue to experience changes driven by technology
(Hsich & Tsai, 2005). This trend is interesting given that research fails to reliably link
technology adoption to improved organizational performance (Goodman & Rousseau, 2004).
Within the ICT adoption approach, several studies mainly derived their theoretical
foundation from Davis (1989) Technology Acceptance Model (TAM), that proposed a
theoretical model for a better explanation of end user acceptance of technology. Venkatesh
and Davis (2000) proposed TAM2 as a new version of TAM. They extended the original
TAM model to explain perceived usefulness and usage intentions in terms of social influence
(subjective norms, voluntariness, image) and cognitive instrumental processes (job relevance,
output quality, result demonstrability, perceived ease of use).

TAM model suggests that when users are presented with a new technology, a number of
factors influence their decision about how and when they will use it, notably:
» Perceived usefulness (PU) —is "the degree to which a person believes that using a
particular system would enhance his or her job performance”.
o Perceived ease-of-use (PEOU) —is "the degree to which a person believes that using a
particular system would be free from effort".

Figure (2.12): The Technology Acceptance Model, Version 1

Perceived
Usefulness

W) A
Attitude Behavioral
External Actual
: Toward Intention to
Variables Using (A) Use (BI) System Use
/'

Perceived
Ease of Use

(E)
Source: Original Technology Acceptance Model (TAM) (Based on Dauvis et al. 1989)

As depicted in Figure , TAM posits that acceptance of a new IS can be predicted based on
users’ behavioral intention (BI), attitude towards use (A), and two other internal beliefs:
perceived usefulness (U) and perceived ease of use (E). The behavioral intention (BI) defines
the actual use of a given IS system and therefore determines technology acceptance. Attitude
towards use (A) and perceived usefulness (U) jointly influence BI (A). Bl is also indirectly
affected by perceived ease of use (E). A is directly affected by both U and E, while U is
directly influenced by E. Further, TAM theorizes that perceived usefulness and perceived
ease of use are affected by external variables. Thus, U and E mediate the effect of external
variables on user’s attitude and behavioral intention, and therefore the actual system use.

Moon and Kim (2001) extended the model to include perceived playfulness as an
antecedent of attitude toward Web surfing. Then researchers Gay& Davidson (2005) also
extended to include performance expectation, social expectation, and satisfaction.
Researchers found that individual acceptance of technology are affected by multiple factors
including the technology, the user, and agency (Chau & Hu, 2002).

Information & Communication Technology Profile in Gaza
The demand for ICT products and services in Palestine, as is the case with most other

countries around the world, has inclined steadily since the 1990s. Originating first in the
public sector, increased demand for ICT solutions has continued to diffuse through the rest of
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the market. Creating demand and avenues of accessibility for ICT goods and services among
local consumers is an embryonic stage in the development of an ICT industry.

According to a strategic research conducted in July, 2004 by Arab Advisors Group.
Palestine ranked at the top of the index having the highest score in Cellular Competition
Intensity in the MENA region (Middle East and North Africa) (AlHendi, 2007).

In line with global trends, the demand for ICT goods and services has increased
significantly in the Palestinian Territory over the last few years, the following table shows
the use of ICT in Palestine by region.

Table (2.4): Percentage of Households Who Have ICT Equipment in Home by Region, 2011

Region Palestinian

ICT Tool Gaza Strip | West Bank Territory
Computer 46.5 53.2 50.9
Internet at Home 30.0 30.6 30.4
Mobile Phone 94.7 95.1 95.0

Source: PCBS, 2011, “Press Release on the Main Findings of Household survey on ICT”

The Palestinian Territory ranks 62™ in the world in terms of Facebook users with 37% of
the population using the social networking site. For comparison, Jordan and Lebanon are
ranked 68Mand 69™with rates of 35%and 35% respectively. Access to information (85.7%),
entertainment (79.3%) and communication (69.1%) are the main reasons for the use of
internet in the Palestinian Territory, followed by studying (49.3%) and work (18.2%)
(PALTRADE, 2012).
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Section (3) -UNRWA Overview

Introduction

Over time, a set of policies and joint agreements have created the management framework
that has been interpreted and adapted to the specific needs and mandates of UN
organizations. This has led to some highly successful programs and initiatives, which have
supported and developed the people that make the UN system what it is today. Recently, the
pressure to recruit and especially retain highly qualified staff has intensified the focus on
work-life balance. For UN, the Work-life balance and staff wellbeing are becoming
increasingly important in the attraction, recruitment and especially the retention of staff.

About UNRWA

UNRWA is a The United Nations Relief and Works Agency for Palestine Refugees in the
Near East, It was established by the General Assembly in 1949 and is mandated to provide
assistance and protection to a population of some 5 million registered Palestine refugees. Its
mission is to help Palestine refugees in Jordan, Lebanon, Syria, West Bank and the Gaza
Strip to achieve their full potential in human development, pending a just solution to their
plight. UNRWA'’s services encompass education, health care, relief and social services, camp
infrastructure and improvement, microfinance and emergency assistance. UNRWA is funded
almost entirely by voluntary contributions (UNRWA, 2012).

Unlike other United Nations organizations which work through local authorities or
executing agencies, UNRWA provides its services directly to Palestine refugees. Originally
envisaged as a temporary organization with focus on temporary relief efforts only, the
Agency has gradually adjusted its Programmes to meet the changing and challenging needs
of the refugees with an ultimate sustainable development goal rather than just temporary
relief operations (UNRWA, 2012).

Work-Life Balance in the UN System

Work life balance is a key human resources theme across public and private sector
organizations today. The same is true for the United Nations system, where peaks of interest
and investment in work-life balance (WLB) and staff well being (SWB) have emerged at
regular intervals. The secretary- General Ban Ki-Moon (2012) stated that “We need to
respond to the ever-changing complexities of work and family life” for the benefit of families
and society at large, adding that while flexible working arrangements are becoming more
widely available, there is much room for improvement.

Work/life balance in the UN system is understood as a set of different work arrangements
-include greater participation by women in the labour market, and growing urbanization and
mobility in search for jobs; plus establishment of family friendly workplaces through parental
leave provisions, flexible working arrangements and better childcare- aimed at achieving a
more flexible work environment, with the final objectives of finding the optimum balance
between professional and personal life, while contributing to enhance organizational
efficiency; these actions can also lead to better working conditions, greater employee health
and productivity, and a more concerted focus on gender equality (unwomen, 2012).

The UN-Human Resources, at its 2007 summer session, agreed that the CEB secretariat
would proceed with the services of a consultant to look at work-life balance issues in the UN
system to underline needed types of work-life balance options, including an inventory on the
joint and individual work-life activities taking place across the system. Through many stages
of evaluation, discussions, preparing reports, surveys, and conduct meetings organized during
field missions and relevant from a system-wide perspective, such as the need to harmonize
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work/life balance options at field level to avoid unnecessary competition for the same staff
by organizations offering different benefits package in the same location. Three different sets
of work/life balance options were identified as: minimum, medium and gold standards;
where the minimum standard represents the options that organizations, legally or statutorily,
are obliged to provide; while the medium standard includes policies used by field oriented
organizations. The gold standard adds policies, not mandatory but considered effective.
Subsequent meetings of the working group on work/life balance further revised the concept
of the three standards to identify only two sets of options, given that most organizations
already fulfill the minimum standard, most of which is mandatory across the system. So, the
first standard would be a combination of the minimum and medium ones, while the second
standard would be the current gold standard.

UNRWA's Work-Life Balance programmes

For UNRWA, Work-Life balance is a key human resources theme to increase staff
satisfaction and promote work performance. UNRWA's work-life balance practice is main
trend in HR strategic plan. Across the UN system, usage of work-life policies was higher
among women than men. Women remain more likely to have childcare that requires them to
take advantage of flexible working arrangements. Many factors effect managing balance
between work and life. As UNRWA is one of the United Nations; it follows the general
system of the United Nations in its policies and procedures. According to UN system, work-
life balance policies fall into three categories:
1. Those that allow for flexibility of time.
2. Those that allow for flexibility of location.
3. Those which are generally supportive towards a flexible and fulfilling work environment.

The following figure (2.13) shows UNRWA's three categories of WLB policies.

Figure (2.13): Types of Work-Life Balance policies in UNRWA
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Source: articulated by the researcher (2015)

UNRWA ICT Strategy

The “UNRWA Information & Communications Technology Strategy” sets forth UNRWA
computerization trends and technological direction based on the Agency’s business needs. It
defines the major technological and management information systems changes to be
introduced and the underlying policies and infrastructure required to support this change. The
ICT Strategy covers the following four ICT Strategic areas:
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1. Management Information Systems (Major Applications): Major management
information systems applications are defined as applications that have high impact on
core business processes, involve major investment of funds with considerable running
costs and staffing implications, affect a large number of users Agency-wide, require
careful management of change and have a lengthy development and implementation
lifecycle. UNRWA major applications are divided into two main categories:

a) Support Services Management Information Systems (Payroll/Human Resources,
Finance, Procurement, etc.). This area includes the UNRWA Intranet for the
provision of on-line access to various published Agency information utilizing the
Agency ICT infrastructure and web technology. The second part of this area includes
creating system that would better meet UNRWA’s requirements; the Enterprise
Resource Planning system (ERP - SAP), figure (2.14) shows the benefit, and the core
functions covered by ERP.

Figure (2.14): UNRWA'’s Core Function covered with ERP
ERP Modules Adopted by UNRWA

Source: UNRWA ERP- Training Material

b) Programme Management Information Systems (Relief and Social Services, Education,

Health and Microfinance and Microenterprise). Such as,

e Palestine Refugees Records Project (PRRP) to enhance the efficiency of the
registration function and the general functioning of the Relief and Social Services
Department including the management of Special Hardship Cases, scanning of the
refugees’ family files records for storage on an electronic document imaging system,
as well as providing an electronic backup of paper documents to preserve information
and ensure against any loss of paper documents.

e Education Management Information System (EMIS) to automate and enhance the
efficiency of various functions within the UNRWA-Education Department.

e Loan Management Information System (LMIS) to cater for the expanding and
growing needs of the Microfinance and Microenterprise Programme information
management needs in managing its loan products and other programme functions.

2. Small Business Applications Development: which defined as applications that involve
minor or no initial investment of funds, have no running costs or staffing implications,
affect a small number of users in one or more locations and normally require a short
development lifecycle? Those used to enhance operational and managerial efficiency via
mechanism for identifying, prioritizing and building small systems to automate various
routine and common functions in the Agency, not catered for under major applications.
This area includes most software applications that are developed at departmental level,
UNRWA has more than 20 applications used the internet connection. Working on these
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applications forms major function of most UNRWA-field office staff to carry out their
duties. Examples of these applications are: HR applications (e.g. e-recruitment system,
e-leave system, e-performance appraisal), other departments’ applications (e-acquisition
plan system for Procurement, emergency website for coupons), and the remote assistant
applications for IT staff.

3. ICT Infrastructure: The strategy in this area is to continue building and maintaining a
modern, reliable and secure ICT infrastructure capable of meeting the Agency
information and communications needs. This involved modernization in the areas of
telephone services, help desk services, Internet/Intranet facilities, video tele-
conferencing facilities and network infrastructure upgrade. Plus develop policies and
measures for information security, disaster recovery and business continuity.

4. Human Resources ICT Capacity Building: The strategy aims to maximize the return on
the ICT investment via continuous training and development of Agency staff ICT
capacity, either IT staff as well as end-users.

UNRWA'’s Provision on the Mobile Phones

UNRWA provides a mobile phone/device for specific needs, where the use of a device has
a significant benefit in assisting the user in discharging their duties. Specifically, the issuance
of mobile phones and/or SIM cards is only for the purposes of enabling work related
communications during (a) duty travel/missions, (b) outside of the office during working
hours, and/or (c) after working hours. In which, UNRWA covers the cost of the mobile
phone service contract and the basic bundle allocated for different users.
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Chapter Three

Previous Studies
Introduction

This chapter gives a comprehensive overview and review of studies from different places

on two main areas, which are the work-life balance, and the information and communication
technology. A review of existing 47 studies was undertaken through internet search facilities,
library access, and websites of universities and official scientific websites and journals. No
specific journals were targeted, included, or excluded. This section includes summaries for
30 foreign studies, 6 Arabic studies, and 11 local studies that are organized alphabetically.

Foreign Studies:
1. Fleck and others (2015) Balancing Boundaries: Using Multiple Devices to Manage
Work-L.ife Balance
The aim of this study is to understand more about how people use one or more devices to
integrate or separate their work and non-work activities, and how this relates to their overall
boundary behavior style. The study was conducted in UK; where a questionnaire was used
for 285 employees to collect the needed data.

Research Result:

a) The study found that people use multiple devices as a way of creating boundaries
between home and work, and the extent to which they do this relates to their boundary
behavior style.

Research Recommendation:
a) Using separate devices to create more separation between home and work and to
decreases interruptions; and that it is an effective boundary management tactic.

2. Adkins and Premeaux (2014), The Use of Communication Technology to Manage
Work-Home Boundaries
The purpose of this study is to examine antecedents of the use of communication
technologies to cross the boundaries between work and home; and to examine the
relationship between after-hours connectivity and Work-Family Conflict. The study's sample
includes all employees working in two public universities at USA. Data were gathers through
distributing an electronic questionnaire to 290 employees.

Research Results:

a) Employees who desire a greater degree of role integration will be more likely to use
communication devices to connect with the workplace after hours.

b) The communication technology plays a role in managing the boundaries between work
and home; it may allow employees to meet family needs as well as the demands of the
workplace.

Research Recommendations:

a) Employees and their managers should both be conscious of how communication devices
are used and guard against using them to simply extend work hours.

b) Employees may consciously guard their time and allow their work after-hours to match
their role integration preferences.

3. Anila K.P. (2014), Study on Work Life Balance among Women Employees
The study focuses on the work life balance of the employees. It attempts to identify the
demographic factors influencing the work life balance of the employees. The data was
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collected by distributing questionnaires to 150 working women in the Indian private industry
by using simple random method.

Research Results:

a) The study showed that a moderate level of work life balance was found among the
respondents.

b) The demographic variables namely age, income and number of dependents do influence
the level of work life balance; where the marital status, education and experience do not
influence the level of work life balance.

Research Recommendation:
a) The demands of an employee’s career should not overwhelm the individual’s ability to
enjoy a satisfying personal life outside of the business environment.

4. Bhatnagar and Jain (2014), Management of Work Life Balance with Special

Reference to ITs Professionals in Metro Cities

Some of the HR related issues receiving considerable attention in the IT sector are work
conditions, organizational environment, management-labor relationships, work force
empowerment and work-life balance. This study examines the impact of the demographic
variables on the work-life balance of software professionals in metro cities and how they
have to make tough choices even when their work and personal life is nowhere close to
equilibrium. Data were collected from five IT companies of Delhi/NCR, via online
questionnaire distributed by the email. The questionnaire designed to include three main
parts: (1) The demographic profile of the respondents, (2) factors affecting WLB, and (3)
encompassed of problems faced and dimensions affecting work family life balance of the
software professionals. The 100 respondents were chosen through convenience sampling.

Research Results:

a) The study found that sacrifice of non-work commitments in favor of work commitment
enabled employees to progress faster in the career ladder but their families suffered to the
extent they progressed in the career path.

b) The study reported that some of the respondents could achieve kind success on domestic.

c) Some factors like time flexibility, organizational support for non-work commitments and
low work-life spill over, organizational commitment and extrinsic satisfaction enable
employees to strike work life harmony.

Research Recommendations:
a) The company should take care of employee’s work load to balance the work life; and
increment should be given to the employees for balancing their work life.
b) Organization should consider every individual unique and precious and should give time
for their own personal needs.

¢) Organization should increase WLB programs to reduce family work conflict.

5. Haeger and Lingham (2014), A trend toward Work-Life Fusion: A Multi-
generational shift in technology use at work
This study designed to create a Work—Life Fusion scale to measure the extent to which
people leverage technological tools both virtually and in face-to-face exchanges to
concurrently manage work and life issues while at work.The study extends this work by first
creating a multidimensional scale of Work—Life Fusion integrating how technology is used in
both work and life domains in order to demonstrate that work—life management is taking its
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place in the virtual world and that such a fusion is in fact possible when the use of technology
is enhancing and catalyzing this shift.Data were gathered through a questionnaire sent out to
the sample selected from three generations; different educational levels; multiple industries
and different duration of work-life. Distributing the questionnaire held in two steps for two
groups; the number of responders was 86 for the first group and 270 for the second group.

Research Results:

a) There is a trend toward greater fusion of work and life management.

b) There are significant differences in the use of technology to concurrently manage both
domains with the Millennials seeing that ability strongly mediated by Psychological Job.

c) There is a significant positive relationship between Virtual Expectations and both work—
life balance Satisfaction and Job Satisfaction when mediated by Psychological Job
Control and; For Millennials, email is an integral and positive part of Work—Life Fusion
leading to both Life and Job Satisfaction.

Research Recommendations:

a) Organizations need to consider the importance of remaining current with how technology
is leveraged by workers to manage their lives and strike a balance between concern for
productivity and concern for employee well-being.

b) Organizations need to reevaluate what is allowed and what is not in terms of technology
and the use of internet at work to remain satisfied at work.

c) The organization should enact some control measures with regard to use of technology
and mobile devices. The focus will have to change and the need to transform these
control measures toward that of understanding how to trust employees to self regulate.
Managing work and life concurrently will be the next wave in effective leadership and
management.

6. Kotecha and others (2014), Technology and Work-Life Conflict of Academics in a
South African Higher Education Institution
The objective of this study was to investigate the implications of technology assisted
supplemental work (TASW) on the work-life conflict (WLC) of academics of a higher
education in South Africa. A survey was held among 216 academics in order to collect the
needed data for the study.

Research Result:
a) The traditional advantage of using ICTs to enhance work flexibility blurs the boundaries
between work and non-work domains and, creates WLC.

Research Recommendations:

a) It becomes extremely imperative for academics and for the higher education institution to
understand the implications of using ICTs for work related purposes after working hours.

b) Academics and the higher education institution should reduce the negative impact of
engaging in supplemental work using ICTs.

7. Shakir and Noorani (2014), Work Life Balance: A practice or Myth in Pakistan — A
quantitative analysis of the factors affecting the WLB of employees of Pakistan
International Airline Corporation

The purpose of this study is to understand how work life balance positively impacts the
personal and professional efficiency of the employees. It attempts to determine the factors
affects work-life balance of the employees of Airline industry, through explore the
relationship or connection between the work-life-balance and the personal commitment,
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family circumstances, situational issues and job content on the other side. The sample size
was 50 employees working in Pakistan International Airline; and they all completed a
questionnaire designed to collect needed data.

Research Results:
a) All variables impact insignificantly on work life balance except personal commitment.
b) Job content and Family circumstances are showing negative impact on work life balance.

Research Recommendations:

a) Support employees in balancing their personal and professional life, to enhance their
performance and increase the satisfaction on work.

b) It is very important to maintain strong commitment from employees. As the demands of
different skills and career opportunities are increasing world widely.

8. Stare and others (2014), The Consequences of a Work-Family (Im)balance: From

the Point of View of Employers and Employees

This study aims to present the results of two studies comparing the positive consequences
of Work-Family Balance (WFB) and the negative consequences of a work-family imbalance
as perceived by employers and employees in Slovenia. The research took place in two stages.
In the first stage, a questionnaire was e-mailed to 18,175 organizations across all sectors of
the economy in Slovenia; the response rate was 5.6%. In the second stage, 774 from private
and public sector employees completed an online questionnaire.

Research Results:

a) Employers and employees recognize similar consequences of WFB .

b) Employees’ WFB is better in companies where both stakeholders share a similar
perception of consequences. Where the perception of negative consequences of poor WFB
differs the most between the organizations offering employees good possibilities for WFB
and the organizations in which managers invested little or no effort in supporting WLB.

Research Recommendations:

a) Developing better communication is the key factor in improving the field of WFB.

b) Raise employees’ awareness and train them for healthy physical and mental well-being.

c) Attention to WFB must be an ongoing and evolving process. The ongoing verification and
evaluation of existing measures is essential.

9. Swarnalatha and lakshmi (2014), Implication of Management Policies in Indian

Knowledge Based Industries

Today organizations have increasingly experienced competitive pressure to perform faster
and better and to be more cost-effective. These changes in the nature of work, along with the
introduction of new technologies have led to many workers struggling to balance roles in
their work and personal lives. This study carried out among 30 technical institutions,
categorized under three forms Government (5), Government aided (10) and Self - financing
institutions (15); for studying the management policies to promote work life balance of
employees and to trace out the category wise differences in the management policy for work
life balance. A structured questionnaire was constructed to collect the data. The Management
policy for work-life balance was traced in terms of time-based strategies, Information-based
strategies, money-based strategies, direct services and culture-change services.
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Research Results:

a) Work-life balance policies facilitate a symbiotic relationship between the employee and
employer for mutual benefits.

b) The results reveal the commonalities and differences in work-life balance provisions
across the three category of institution.

Research Recommendation:
a) Consider the importance of work-life policies as an instrument for competitive advantage.
Such provisions also aid in employer branding and are emerging as retention factors.

10. Tharmalingam and Bhatti (2014), Work-family conflict: An investigation on job

involvement, role ambiguity and job demand: Moderated by social support

This study is an effort to explore the work-family conflict among the administrative staff
in University Utara Malaysia (UUM), as well as to recognize the influences of the job
involvement, role ambiguity and job demand on work-family conflict and investigates the
effect of moderating between these items. The reason to conduct this study is to inform the
people regarding the way to solve the conflict which appear among them. The study
population (administrative staff) is 1,961 employees; where 400 questionnaires were
distributed among the employees and only 200 questionnaires were completed.

Research Results:

a) The job involvement, role ambiguity and job demand were found to give impact on work-
family conflict. Where the job involvement has seized to strengthen the organizational
performance and work-family conflict.

b) The job demand shows a significant and positive relationship which strengthens the
relationship between work and family conflict.

c¢) The social support as moderator among the independent job involvement, role ambiguity
and job demand; shows the significant relationship between work and family conflict.

Research Recommendations:

a) The employees need to dramatically reduce the level of work-family conflict, if not it will
affect their work by creating less job satisfaction, lead to stress and most of the time the
employees be disturbed mentally.

b) The employees can have a look on books or articles that are weekly launched and
dedicated towards the issues of work family.

11. Williams and others (2014), Anytime Email and Work-Life Balance: An
Exploration into the Views of Adventist Schools Australia Employees
This study conducted in Australia and it aims to examine the effects of email intrusion on
work-life balance from the perspective of a Christian faith-based organization, which has the
additional dimension of espousing a ‘healthy’ balance between work and life. Data were
collected through distributing a questionnaire through emails to 500 employees, where only
208 respondents have completed the questionnaire.

Research Results:

a) Nearly all employees owned mobile devices that enable them to access work email outside
work time, and that they frequently use these devices when not at work to access work
emails.

b) The employees perceived that anytime work emails have provided them with increased
flexibility, but at the same time generated greater and frequently unrealistic expectations
of them, by parents, students and to a minor degree, school administrators.
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¢) These employees felt that the use of emails led them to working longer hours, generated a
sense of being overloaded, creating work and life conflict.

Research Recommendation:

a) Managing the balance between work and life should be a concern of the managers,
particularly as they support a holistic view of living including promoting periods of rest
and disconnection from the work place.

12. Yildirim and Ansal (2014), How Do Mobile Technologies Affect Work and Private

Lives? The Case of Turkish Banking Professionals

This study aimed to provide a framework for identifying the implications of mobile
working in a specific industry, namely the banking industry in Turkey through determine the
perceptions of employees in the Turkish banking industry about the impact of Mobile
Technology usage on work, organization, and on work-life balance. A structured
questionnaire was carried out with 107 professionals (engineers, specialists and middle level
managers) from 5 major retailing banks in Turkey.

Research Results:

a) Although the intensity of mobile device usage is still not high in banking industry,
employees perceive the positive impacts of mobile working on information and
knowledge supply chain, time management of their organization.

b) Attention and focus on meetings and interviews seems to be challenged due to parallel
usage of mobile devices in meetings.

c) There are correlations between feeling “Control, pressure, demand for responsiveness and
workload” and intensity of mobile device usage and continuous accessibility.

d) Improvements in information and knowledge/flow and meeting organizations are
correlated to the impacts of mobile working on productivity, quality and WLB.

e) The perceptions of employees about the implications of mobile work on “productivity,
effectiveness and work-life balance” vary by gender and education level, and on
“Multitasking and work-shifting” vary by age.

Research Recommendations:

a) Human resource managers and system designers must consider the demographics of the
employees when assigning tasks and objectives related to mobile work.

b) The negative effects of Mobile Technologies that are perceived by employees should
carefully be considered in generating organizational and technological solutions to
overcome those effects as well as developing appropriate approaches to balance the
requirements of effective management of technology, organizational performance and
individual well-being.

13. Achour, and others (2013), Supervisory Support as a Moderator of Work-Family

Demands and L.ife Satisfaction among Malaysian Female Academicians

This study was conducted to examine the relationship between work-family demands and
employee life satisfaction, as well as the role of supervisory support in moderating work-
family demands and life satisfaction. The researchers collect data by distributing a
questionnaire among 300 female academic staff working in the Research Universities of -
Kuala Lumpur, Malaysia; their ages ranged from 30 to 60 years and they were selected on
random basis.
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Research Results:

a) Results reported a negative and significant relationship of supervisory support with work-
family conflict and work-family demands.

b) The results also suggested that when the supervisory support increases, then there is an
expected decrease in the work-family conflict work-family demands.

¢) The moderating effect of supervisory support would be the main effect directly related to
work-family conflict, work-family demands as well as life satisfaction.

d) There exists a positive and significant correlation between work-family conflict and work-
family demands.

Research Recommendation:

a) Supervisory support is an instrumental in making and interpreting organizational WLB
policies. As managers and supervisors are very important and a source of social support in
coping with problems related to work-family demands and roles; and work-family
conflict.

14. Jaspreet Kaur (2013), Work-Life Balance: It's Correlation with Satisfaction with

Life and Personality Dimensions amongst College Teachers

The researcher attempts to investigate the relationships between work life balance,
Satisfaction with life and Personality dimensions (Big Five Personality Traits). The purpose
of the research is to examine the consequences of work-life balance including individual
wellbeing and work behavior; and trace out the gender differences in context with work-life
balance Satisfaction with life and Personality dimensions. The researcher used a
questionnaire to collect the data. The questionnaires were distributed among seventy college
teachers (35males and 35 females), randomly selected from Government colleges of
Chandigarh and adjoining areas ranging age of 30 to 55 years.

Research Results:

a) Positive correlate on exists between Work life balance, Satisfaction with life and
Extroversion dimension of personality. This is revealed consistently in all the groups.

b) None of the personality dimension has been found correlated to Satisfaction with life

c) Some of the personality dimensions are positively intercorrelated.

d) No gender differences have been reported on all the variables except Conscientiousness

e) Regression analysis indicates Extroversion contributes towards WLB and WLB
contributes to SWL.

Research Recommendations:

a) Itis important for every individual, whether working or non-working, that the concept of
work-life balance has to play a significant role to live a life free from mental health
related problems (such as stress, depression, anxiety, etc.), to acquire a more satisfied job,
and to develop adaptive coping strategies in life to handle stressful situations either at
work place or at home.

b) For career management professionals and employers, it is important to acknowledge and
alleviate the damage caused by lack of work-life balance.

¢) Furthermore, work-life balance remains an issue that requires considerable attention from
society.

15. Rakesh Yadav (2013), Work Life Balance Challenges for HRM In Future
The objective of the research is to detect stress and to manage work life balance with
respect to Indian service industry. This study argues that work-life balance is not a personal
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issue and its mean is not limited with business; since WLB impacts the employer, employees
and their personal health and family life. It also highlighted the stress building factors in
WLB. The researcher attempted to give down the solutions to imbalance in work life.The
researcher tried to shed some empirical light on these issues using a questionnaire to collect
data on management and work-life balance practices from reputed firms in service industry.

Research Results:

a) Work life balance measure is significantly associated with better management.

b) Firms in environments that are more competitive and/or who are more productive,
however, have significantly worse work-life balance for their workers.

c) The study also found that there are many factors which along with tension support the life
of distressed employee. But the major habits like, time for family, hours of work, time for
exercise, time for social activities, time for entertainment, extra hours of work and work
pressure; build up pressure and work life imbalance

Research Recommendation:
a) The organization must take problems raised from stress and work — life imbalance quit
seriously.

16. Boswell and others (2012), Communication technology: Pros and cons of constant

connection to work

The study aims to explore the relationship between employees' attitudes related to
communication technology (CT) flexibility, communication technology (CT) use, work-to-
life conflict and work satisfaction. Data were gathered from employees working at a large
southern university in the United States, who would be inclined to use various forms of CT
during after normal work hours. This was done through asking 553 non-academic managers
to complete a survey designed for this study. In total, 221 surveys were completed,
representing a response rate of 40%.

Research Results:

a) CT utilization has both positive (increased work satisfaction) and negative (higher work-
to-life conflict) ramifications.

b) Work-to-life conflict negatively predicted work satisfaction.

Research Recommendations:

a) Employees' work-to-life conflict should be managed given its link to undesirable
employee job and vocational outcomes (e.g., increased turnover intention, burnout,
absenteeism, reduced career satisfaction) and negative consequences to employee health
and wellbeing (e.g., depression, strain, reduced mental health and life satisfaction.

b) CT usage should be monitored and regulated so as to help employees reduce work—life
conflict.

c) Ensure employees understand the value in CT use and utilize CT in a way that ensures
work flexibility and productivity yet does not become an intrusion into the personal
domain.

17. Chitra and Mahalakshmi, (2012), A Study on Employees’ Perception on Quality of
Work Life and Job Satisfaction in manufacturing organization —an Empirical study
This research conducted to study whether employees’ perceptions towards QWL has any
impacts on their job satisfaction. Ten variables were examines to measure the Quality Work
Life (QWL), support from organization, work-family conflict, relationship with peers, self
competence, impact on job, meaningfulness of job, optimism on organizational change,

41| Page

www.manaraa.com



autonomy, access to resources and time control. The objectives of the study are to see
whether the current organizational climate influences employees’ perception of job
satisfaction; and to find out the sources of stress among employees in a higher learning
institution environment and finally to find out employees level of satisfaction with regard to
various job related aspects. A questionnaire was distributed among 460 employees in the
automation manufacturing industry from all levels; the response rate was only 54.6%.

Research Results:

a) All the variables which are used to determine the employees’ perception toward QWL as
a whole are proven to be directly related to job satisfaction.

b) The work life variables such as salary, perceived support of colleagues, satisfaction with
the administration, work and non work conflict have been proven to directly affect or are
predictive of job satisfaction.

c) The sources of stress that obtained relatively high scores are like child care,
discrimination and unproductive committee work.

Research Recommendation:

a) The financial rewards and fringe benefit like medical coverage would likely contribute to
the employees' level of job satisfaction. This is supported by the low mean score on the
level of satisfaction with salary recorded among the respondents.

18. Darcy, and Others (2012), Work-life balance: One size fits all? An exploratory

analysis of the differential effects of career stage

The objective of this research is to explore the antecedents of work—life balance for
employees as they progress through different career stages denoted by age. Further, it is
challenges the static approaches for much of the work-life balance policy and practice
research that examines WLB issues from a relatively static and unchanging perspective
resulting in praxis that is undifferentiated. Such a "one size fits all" approach to the design
and development of work-life balance initiatives is not only costly but likely to be ineffective
in terms of meeting the real needs of different categories of employees. This study; instead
seeks to examine if and how WLB is affected and shaped by different antecedents as they
impact on differing career stages as defined by distinct age categorizations. Four career
stages are considered with regard to both men and women irrespective of their parenting
status. The research was carried out among a sample of 729 employees in 15 organizations
(10 private sector and 5 public sector organizations) in the Republic of Ireland. A three strand
approach was used to gather the data at multiple levels in each organization: 729 respondents
to electronic and paper-based questionnaire, 133 respondents of middle line managers to
telephone and face-to-face interviews and 15 HR managers from all organizations
participated in face-to-face interviews.

Research Result:

a) The findings suggest that factors which impact upon work—life balance differ marginally
across various career stages thereby indicating that WLB is a concern for employees at all
career stages and not the preserve of parents with young children only.

Research Recommendations:

a) Organizations may need to re-think their policy in relation to work—life balance and more
specifically pay closer attention to the needs of employees at differing career stages.
Where it should not focus exclusively on the needs of working parents and younger staff
members.
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b) Organization aimed to maximize the potential positive impact of work-life balance
initiatives should have a tailored approach that is more likely to reap benefits than the
prevailing one-size fits all approach.

19. Thriveni and Rama (2012), Impact of Demographic Variables on Work-Life
Balance of Women Employees (with special reference to Bangalore City)

The study is undertaken to determine the relationship between the demographic variables
and work life balance for women employees working in various professions like IT, Business
Process Outsourcing (BPO), Marketing, Insurance, Banking and Education at Bangalore.
Data was collected from 340 women employees working in various professions in Bangalore
city. The sample of the study was selected in random basis as follows: 51 from IT, 50 from
Education, 40 from marketing, 40 from medicine, 60 from BPO, 47 from banking and 52
from insurance. A structured questionnaire based on Likert’s five point scale was
administered among the respondents.

Research Result:
a) The results revealed that there is significant relationship between demographic variables
and work life balance

Research Recommendations:
a) It is important to consider the relationship between WLB and the demographic variables
when designing appropriate policies for employees to address work —life balance issues.

b) Work-life balance initiatives designed to help employees balance their work and personal
lives are not only an option, but also a necessity for many employers today.

20. Valizadeh and Ghahremani (2012), The relationship between organizational culture
and quality of working life of employees
The purpose of this study is to examine the relationship between organizational culture
and quality of work life of employees in Islamic Azad University of Tabriz (IAUT). The
study conducted to 796 employees working in different organizational posts of IAUT. In
order to collect data 260 questionnaires were distributed among the study sample that was
selected randomly.

Research Results:

a) There is direct and significant relation between organizational culture and quality of
employees work life.

b) There is direct and significant relation between every components of work life quality.

Research Recommendation:
a) It is suggested that more importance be given to all components of quality of working life

21. Hubers, and others (2011), Coordinating everyday life in the Netherlands: a holistic
quantitative approach to the analysis of ICT-related and other work life balance
strategies
The study assesses which combinations of coping strategies prevail and which role ICTs

play in this regard among one and dual-earner households in the Utrecht-Amersfoort—

Hilversum area of the Netherlands. It is also examine systematic variations in strategy

combination by socio-demographics, ICT possession, affordability and skills, social network

factors, employment and commute factors, spatial factors, lifestyle orientation and other
factors. the study identify several distinct combinations of strategies and found that ICT-
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related strategies are frequently adopted by highly educated employed parents in the
Netherlands attempting to achieve a satisfying work-life balance and tend to complement
other types of strategies. Which combinations of strategies have been adopted depends most
strongly on the presence of young children, but also on employment factors and
characteristics of the environment surrounding the dwelling and main workplace. The
population of the study contains 26 neighborhoods, where the addresses within each
neighborhood were randomly drawn from digital files and 13,500 selection questionnaires
were sent to these addresses by mail. The response rate was approximately 70%.

Research Results:

a) The study also revealed that work-life strategies are rarely employed in isolation but
usually combined with other strategies.

b) The study pointed out how work-life policies should take into account the diverse needs
of the different sections of the population and workforce.

c) Differences regarding individuals’ resources and how these affect the adoption of
strategies resulting from these work life policies should be taken into account in the
evaluation of work-life policies.

Research Recommendation:
a) A new work-life policies should consider the interrelatedness of work-life strategies and
adopt a more holistic approach.

22. Rani and others (2011), Work-L.ife Balance Reflections on Employee Satisfaction

The research aims to analyze the relationship between job satisfaction and work-life
balance among IT employees in India. The research examines firstly, the relationship
between the different constructs Career opportunities, Recognition, Work task, Payments,
benefits, superior subordinate relationship, employee satisfaction, and work/life balance.
Second, keeping the work-life balance as a mediating construct, it is analyzed whether it
leads to employee satisfaction. The population of the research IT Companies having total
employment of 2000 and above in middle level organization is selected.The data were
collected through questionnaire distributed among 210 middle level employees from twenty
IT companies, the questionnaire was developed through review of literature and the
collection of data was self-administered.

Research Results

a) The recognition was linked with work/life balance, which leads to employee satisfaction,
and the effects of recognition and appreciation for the employee contribution are reflected
in their satisfaction.

b) The relationship presented between work task and work/life balance is positive due to the
reasonable challenges given to the employees.

¢) The findings also suggest that pay is related to mediating factor of work/life balance
which ends up in employee satisfaction.

d) The relationship between benefits and work/life balance is highly correlated.

e) The research identified that there is a positive relationship between work-life balance and
superior subordinate relationship, Career opportunities, Recognition, Work task,
Payments, benefits, superior subordinate relationship, employee satisfaction

Research Recommendations:

a) A strong emphasis should be made on work/life balance in order to have satisfaction.

b) The company should offer better benefit program that is the key factor which will lead to
employee satisfaction and helps to improve their performance.
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23. Whittaker, and others (2011), Smart Phone Use by Non-Mobile Business Users

The main goal of this study is to provide a “snapshot” of business use of smart phones and
offer guidance for the future development of smart phone technologies for the study
population. To understand how business users employ smart phones and to identify
opportunities for improving business smart phone use, researchers conducted two studies of
actual and perceived performance of standard work tasks.The study conducted for users in a
large software and services corporation. Using a mixed-methods approach, semi-structured
interviews and questionnaire were used. The first stage of the study consisted of 32 in-person
interviews and individual observations of both actual and perceived task performance on
smart phones and computers. The second stage contained a large-scale web questionnaire of
214 smart phone users, which investigated whether similar practices and motivations held
across a large pool of users.

Research Results:

a) The study showed that there is a discrepancy between consuming and creating content on
smart phones .

b) Results suggested that how business users choose to employ their smart phones is
influenced by the time, effort, confidence, and perceived affordances associated with
their phones .

c¢) It was found that current smart phone support for reading tasks is comparable to that of
traditional computers, but performing of standard work tasks relating to email, calendar,
and documents are more frequently on computers than smart phones.

d) The study also demonstrated which onerous security mechanisms pose a significant
barrier to wider smart phone use in corporations.

Research Recommendations:

a) Researchers suggested approaches to overcoming existing barriers with the use of smart
phones and identified directions for future work.

b) Offer more applications or services that allow users to consume new types of information

c) There is a need security mechanisms that are acceptable to both corporations and users.
This may include all passwords related application-specific.

24. Boswell &Buchanan (2010), The Use of Communication Technologies After Hours:

The Role of Work Attitudes and Work-Life Conflict

This study investigates how the use of communication technologies beyond normal work
hours relates to work-related attitudes and work-to-life conflict. The study objective is to
better understand the use of communication technologies to perform tasks that are related to
the work after the workday. Data was obtained through distributing electronic survey to all
nonacademic employees of a public university. The sample size was 938, only 360 respond
to the survey (the response rate is 38%).

Research Results:

a) It was found that employees with higher ambition and job involvement were more likely
to use communication technologies after hours.

b) The use of communication technologies after work hours was associated with the
employee's work-to-life conflict.

Research Recommendations:
b) Organizations need to seriously consider how CT use outside of normal hours affects
employees' personal lives.
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¢) Results of this study could be used to develop ways to involve employees more in their
jobs.

d) More involvement correlated with higher CT use after work hours, and so this could help
the company to be more productive.

25. Currie and Eveline (2010), E-technology and work/life balance for academics with

young children

This article examines the degree to which e-technology has transferred work into the
home lives of academics and how this has affected their work/life balance. The study held in
an Australian university for academics with young children. Data for the study was collected
through a 3-stage process using an anonymous (1) on-line questionnaire to all academics
(Associate Lecturers, Lecturers and Senior Lecturers); who has children of 12 years or under,
(2) interviews with a smaller sample of questionnaire respondents (with 5 male and 7
female), and timed diary entries using volunteers from among those interviewed (9
interviewees). In each stage the researches use open-ended and fixed questions. A total of 44
academics completed the online questionnaire. The gender breakdown of survey respondents
was 24 females and 20 males, comprising 12 research-only staff and 32 research-teaching
staff. The number of years they had worked at this university was evenly spread across the
group: under 5, 5-9, more than 10. Most (34) were working full-time, 10 part-time. Most
(24) had only one child, 15 two children and 5 three children.

Research Results:

a) The findings demonstrated that this group of academics reported working long hours and
were committed to their work environment. They had little time for recreation or
socializing and almost no time to be involved as active citizens in the community.

b) The study found that more women were finding it difficult to balance their lives as work
encroached into their homes.

¢) For this group of academics the use of e-technology in the home was well advanced in
terms of email and internet use; where computers were proved to be most used at home;
other e-technologies were rarely used.

d) Respondents show differences in regard to the benefit of the use e-technology at home
and the home-based e-technologies to manage work family conflict.

e) There was no gender difference in regard to working long hours and work-family
conflict.

f) The more stressful for academics is the tremendous increase in administration that
surrounds their jobs as they take on more of the clerical and secretarial aspects of
producing papers and responding directly to students, colleagues and the public whether
by phone, email or face-to-face rather than having any intermediaries.

Research Recommendations:

a) In order to achieve desired state of balance, most had to erect firm boundaries around
their paid work to keep it ‘in its box’ so that they could lead somewhat healthy lives.

b) Yet for a healthy life, knowledge workers may need to place boundaries around their paid
work and find space away to reflect, to recreate, and to develop human relationships
uninterrupted by e-technologies.

c) With an implication that responses to emails and mobiles should be either immediate or
within 24 h period even on weekends. Academics will have in future to negotiate in their
industrial agreements that they will refuse to give students mobile numbers if they are not
being paid to be in constant touch with students.

46 |Page

www.manaraa.com



26. Bloom, and others (2009), Work- Life Balance, Management, Practices, and

Productivity

This study aims to identify the relation between WLB practices and productivity. It sheds
light on these contrasting views using a new large data set on over 700 firms in Europe and
the United States that contains rich firm performance, management, and WLB variables. The
data was gathered through telephone call, questionnaire and interviews. The focusing was on
medium- sized firms. The sample of the study was selected from employment ranged
between fifty and 10,000 workers (with a median of 700); and the response rate was 54%.

Research Results:

a) The study shows that there is a useful firm specific measure of WLB.

b) The study also rejects the assumption that the management practices or competition are
negatively associated with worse WLB; and that WLB will improve productivity.

c) Larger firms (global firms) have better WLB practices on average.

Research Recommendations:

a) All firms should adopting better WLB schemes given their apparently positive impact on
firm performance, particularly in more competitive markets.

b) Better management practices should be associated with improved productivity.

27. Maruyama, and others (2009), A multivariate analysis of work-life balance
outcomes from a large-scale telework programme
Although a number of past studies have discussed positive and negative factors that may
affect teleworkers’ perceived WLB, few studies have systematically identified key variables
that determine teleworkers” WLB. In order to address this research issue, this study aims to
identify other key variables, which was not investigated previously. Researchers use online
guestionnaires. The response rate was 35.8% (1,866 questionnaires returned).

Research Results:

a) Results show that telework gives positive effects to teleworkers” work and home life in
general.

b) The study emphasizes that time-related variables played stronger roles in terms of
positive WLB reported by teleworkers.

c) The results have identified six variables that make statistically significant contributions
towards positive WLB. Where gender or having dependent children was not significant.

Research Recommendation:

a) The study made a further contribution to existing studies by identifying key factors that
affect WLB reported by the sampled tele-workers, including flexible use of working
hours, being based in a home environment, and tele-workers’ age.

28. Wickham and Fishwick (2008), Presenting a “Career-Life Balance” Approach to the

Work-Life Balance Issue

This study attempts to facilitate this through the conceptualization of a Career-Life
Balance Impact Audit. The data were gathered through comprised a series of semi-structured
interviews with human resource management professionals, who have possessed a minimum
of 10 years experience in an HR management role. In total, ten semi-structured interviews
were conducted, each lasting between 60 and 90 minutes. The interview questions posed to
the participants were derived from an extensive review of the WLB literature and empirical
evidence from business/HR periodicals. These questions were designed to cover the
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necessary issues, but were framed in of an open-ended manner, to allow the interviewees
sufficient latitude for introspection and open reporting of their own perspectives.

Research Results:

a) Results pointed out that WLB initiatives tended to fail due to the unintended and
dysfunctional consequences that resulted from the firm’s ‘best WLB intentions

b) It was either the needs of the business or the need of the employee that was served by the
WLB policy development process, but rarely the needs of both.

Research Recommendations:

a) There is a need for agreed set of WLB performance measures and an integration of these
measures into the job design and job evaluation by HR managers plus the necessity to
conceptualize WLB policy’s role in optimizing employee productivity, and not simply to
make their non-work responsibilities easier to accommodate.

b) The necessity to conceptualize WLB policy’s role in optimizing employee productivity,
and not simply to make their non-work responsibilities easier to accommodate.

29. Uthpala Tennakoon (2007), Impact of the Use of Communication Technologies on

the Work-L.ife Balance of Executive Employees

This study assessed the usage patterns of the Internet, email and mobile communication
devices by executive level employees and the effects of these technologies on their work-life
balance. As well as it provided explanation on the work-life conflict theory. The sample of
the study includes 26 employees who are usually not covered by overtime legislations and
not compensated for additional work time. The data were gathered by the email and though
semi-structured interviews.

Research Results:

a) The study shows that the email is the most work centric technologyand15% to 25% of the
daily work time was spent on email; of which the personal emails were a negligible
proportion of 5% to 10%.

b) The study revealed that how people perceived and achieved their work-like balance is
very individual-specific and does not necessarily have equal distribution of time,
involvement and satisfaction in work and family roles.

c) The study also showed that there was a difference in the perceived value towards cellular
phone; females perceived it as a security feature compared to men.

d) Participants with a technical background tend to use advanced features in the technology
devices compared to the non-technical and older participants.

Research Recommendation:

a) Since the research suggests that different functionalities associated with these
technologies could have differing impacts on work-life balance. Therefore, future
researchers assessing the impact of these convergent technological devices would have to
make a distinction among the functionality of these gadgets to correctly ascertain the true
impact on individuals.

30. Schraeder, and others (2006), Employee involvement, Attitude and Reactions to
Technology Changes
The study conducted for employees in Southern Health Care; in order to examines the
relationships between employee reactions to specific technological changes and the job-
related attitudes of these employees. Data were gathered via two separate self-report surveys
(12 months between pre-change and post-change). The pre survey was distributed to 169
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employees, where the response was 89 only. In the second stage, the post survey; the survey
was distributed among 190 employees and only 153 employees responded, of those only 72
completed the first survey.

Research Results:

a) It was indicated that individuals involved in making decisions related to the technology
changes reacted more positively to the changes than individuals with low levels of
involvement.

b) Further, the study showed that individuals with higher pre-change levels of the role
ambiguity reacted more negatively to the technology changes.

¢) Results showed that participants who had higher job satisfaction prior to the changes
tended to report more positive reactions to the technology changes.

Research Recommendations:

a) Organizations should endeavor to focus involvement efforts on individuals who will
experience the greatest impact of the technology changes.

b) Before implementing any technology change, organization should enhance employee
reactions to and acceptance of the technology changes.

Arabic Studies
1. Ayman Dayyoub (2014), Empowering the employees as an entrance to improve the
quality of work-life in the telecommunications sector (Case Study)

The research aims to determine the relationship type between employees empowerment
and the quality of work-life in the telecommunications sector in Syria; as well as developing
an optimum model for empowering the employees to achieve quality in work-life. The
researcher collected the needed data by a questionnaire; the number of the respondents is 80.

Research Results:

a) Companies are not concern about employees' personal life.

b) Employees participated at low level in decision making process.

c) Although the compensation system was found fair, some programs like the group medical
ensure are not implemented correctly in the companies.

Research Recommendations:

a) Create clear and long-term strategy to empower employees in the telecommunication
companies as a necessary to strength the relationship between the management and
employees; as well as enhancing the internal communication.

b) Pay more attention to the employees' quality of work-life, through giving employees the
opportunity for promotion and career development and provide safety and healthy work
environment.

¢) Grant employees more authority to enable them solving the problems and taking the right
decisions quickly.

2. Hairan Afaf (2014) The quality of working life and its relation to the administrative
creativity - A field study for employees at NaftalBiskra Foundation
The study reveals at identifying the relationship between the quality of working life and
the administrative creativity though conducting a field study at Naftal institution in Algeria.
The data was collected through distributed a questionnaire to the research sample which
includes 35 administrative employees selected randomly from Naftal institution.
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Research Result:
a) There is a significant correlation between the dimensions of the quality of working life
and the administrative creativity.

Research Recommendation:
a) It is essential to plan for a high quality of working life that allows employees to enhance
their capabilities in problem solving through more creatively.

3. Mohamed Elsaadani (2014), Influence of ICTs on Workforce Productivity in

Egyptian Industrial Organizations

The study conducts to investigate the influence of ICTs dimensions (Information
Technology (IT), Management Information System (MIS), Office automation (OA), Intranet
and Internet) on workforce productivity for a group of industrial organizations in Alexandria
- Egypt. A questionnaire was distributed among the population of the study, which were 371
managers and staff members working in different areas related to ICTs at various managerial
levels. Only 188 completed questionnaires were returned.

Research Results:

a) Specified dimensions of ICTs positively affect workforce productivity.

b) Dimensions priorities are different at as the IT dimension has the biggest effect on
workforce productivity, and the Internet dimension has the lowest effect.

c) There were no significant differences between the answers of participating at different
ages and working background; and there were significant in regard to the participants'
education and job.

Research Recommendations:
a) Organizations are strongly recommended to invest in adopting various dimensions of
ICTs in order to positively enhance and develop workforce productivity.

4. Anuradha Reddy (2013), A Study on Impact of HR Strategies on Employee

Performance in Abu Dhabi Distribution Company

The research conducted mainly to study the employee perceptions on HR strategies of
Abu Dhabi Distribution Company through identifying the various HR strategies, identifying
the HR systems, policies and practices, studying the impact of these policies and practices on
employees. The data required for the study was collected through both primary and
secondary sources. Primary data was collected through a questionnaire with a sample size of
50, of which 42 respondents responded to the survey. These respondents were selected on
random basis from various designations, genders, races, and experiences. Secondary data was
collected through published sources such as books, periodicals, industry association reports;
past literature.

Research Results:

a) Most employees were satisfied with the performance appraisal system, the
communication systems they had with the management and the supervisors,
organizational culture, workplace environment and retirement plans and benefits and
majority of employees are satisfied with their company's training sessions.

b) Most employees expressed a neutral opinion on the salary they are been paid. Most
employees were accepting the pay which is paid for them. They are neither satisfied nor
dissatisfied with their pay structure; they also felt the organization could offer better
benefits than currently used
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Research Recommendations:

a) ADDOC has to conduct sessions on improving performance and how employees could get
rewards and promotions on their better performance.

b) ADDC should further boost their employee performance through revising the current
salaries, giving rewards for better performance, promoting employees who perform their
job well.

5. Almalki and others (2012), Quality of Work Life and Turnover Intension in
Primary Healthcare Organizations: A cross-sectional study of Registered nurses in
Saudi Arabia
The purpose of this study was to improve the retention of primary healthcare (PHC)

nurses through exploring and assessing their QWL and turnover intention. A cross-sectional

survey was used to collect the needed data. The research sample includes 134 PHC centers
employing approximately 585 nurses. A total of 508 PHC nurses completed the
questionnaire, yielding an 87% response rate.

Research Results:

a) The respondents were dissatisfied with their work life, with almost 40% indicating a
turnover intention from their PHC centers.

b) Turnover intention was significantly related to QWL.

Research Recommendation:
a) Creating and maintaining a healthy work life for PHC nurses to improve their work
satisfaction, reduce turnover, enhance productivity and improve nursing care outcomes

6. Tarek Abdeen (2001), The Quality of Work Life: An Empirical Study

This research examines the quality of work life in a selection of pharmaceutical
companies in Egypt. It aims to test the relationships between the employees' perceptions of
their quality of work life and; their perceptions of the degree of participation in decision
making available to them, their perceptions of their level of job satisfaction, their perceptions
of their level of affective, continuance, and normative commitment, and the ownership form
of the company. It uses a sample of 1270 employeesin three different ownership forms;
public, private, and multinational pharmaceutical companies in Egypt.

Research Results:

a) There is a significant positive relationship between the employees' perceptions of their
quality of work life and; their perceptions of the degree of participation in decision-
making available to them, and their perceptions of their level of job satisfaction.

b) A significant positive and partial relationship is found between the employees'
perceptions of their quality of work life and their perceptions of their level of affective,
continuance, and normative commitment.

c) Asignificant relationship is found between the employees’ perceptions of their quality of
work life and the ownership form of the company.

Research Recommendation:

a) Itissuggested that the set of quality of work life criteria as well as the models, that could
clarify the interactive relationship between the variables that have been investigated in
this research in the Egyptian context has been developed, might form the basis for future
researches of this type.
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Local Studies

1. Khalid Abu-Sultan (2015), Work Policies and procedures affecting the balance
between work and life for the employees in non-governmental organizations in the
Gaza Strip

The study aims to identify work policies that effect achieving WLB. The population of the

study consists of 1757 employees from different types of non-governmental organizations;

where the sample size was 315 (18% of the population size). The researcher used the

questionnaire to collect the data. In total 276 respondents completed the questionnaire.

Research Results:

a) There is a positive relationship between work policies and employee’s ability to achieve
WLB.

b) Vacation system has significant role in achieving WLB. For example, the organizational
policies for the paternity and maternity help employees significantly to achieve WLB.

c) Flexibility of work arrangements supports matching between family matters and other
work issues.

d) There are differences among respondents’ average in term of services & policies that
effect WLB attributed to age, educational level, experience, and number of family
members.

Research Recommendations:

a) Adopting friendly WLB policies such as flexible vacation system, encouraging job
sharing, paternity and pregnant policies, flexible routine work arrangements, developing
fair rewards and incentive systems, provide employees with more services and benefits
inside and outside the workplace.

2. Khalil Madi (2014), The quality of working life and its effect on the job performance
for employees ""Practical study on the Palestinians universities*

The study aims at identifying the quality of working life and its effects on job
performance for employees working in the Palestinian Universities. The researcher
distributed a questionnaire among 344 employees selected on random basis; where the
population of the study was 3254 employees.

Research Results:

a) There is a significant correlation between the dimensions of the quality of working life
and employees' job performance.

b) There is a statistical difference among the responses' mean of respondents regarding their
opinions on the effect of the quality of working life on the level of the job performance,
where there is no differences due to the (educational level, age, experience, working
period).

¢) The research also shows that there is a significant effect for the quality of working life
dimensions on job performance, where the most effected dimensions were the
opportunity to improve and career development, social relationship, job secure,
participating in decision making, training programme, and the work-life balance.

Research Recommendations:
a) Provide and arrange for a flexi-time working hours for all employees at different levels.
b) Suggest a successful model for the dimensions of the quality of working life, where it can
be implemented to enhance the job performance level for all employees in the Palestinian
universities.
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3. Iman Nassar (2013), The Quality of Work Life in both UNRWA Department of

Education and Governmental Ministry of Education

This study aims at identifying the level of the quality of work life in both UNRWA
Department of Education and Governmental Ministry of Education, through identifying and
comparing the effect of work life factors on the employee engagement of the staff of these
two institutions as well as attempting to provide management with a guidelines that help in
developing the quality of work life and job involvement in the above institutions. The study
applied for the school principals and deputies in both institutions with total of 1275. The
researcher selected stratified random sample of 406 employees which represents about 32%
of the study population. The needed data was collected through distributing of 406
questionnaires among research sample. They were selected in random basis.

Research Results:

a) There is a relationship between the work life and the job involvement development in the
institutions.

b) The study also showed that the work life quality dimensions were available in both the
institutions at an acceptable degree where the employee engagement degree among the
employees was very good, but the work life quality level and the job involvement degree
among the UNRWA Department of Education Staff was better than that of the stuff of
the Ministry of Education.

c) The study showed that there were differences between the estimations averages of the
study sample members about the combined fields attributed to age, work place and job
title.

Research Recommendation:

a) More attention should be paid to promote the level of work life quality in both UNRWA
Department of Education and the governmental Ministry of Education by raising salaries,
improving the reward system, improving the material work environment, providing the
job stability requirements, providing the employees with opportunities to participate in
decision making, promotion, professional progress, paying attention to the suitable
leadership approach, activating work teams and the role of labor syndicates, increasing
the efforts aimed at achieving balance between life and work and reducing work pressure.

4. Wisam EIl-Aggad (2013), The Possibility Of The Use Mobile Phone Applications In

The Development Of Work: Case Study UNRWA Clinics In The Gaza Strip

This study aims at identifying the possibility of use mobile phone applications in
development of work in UNRWA - Gaza clinics through identifying the possibility of using
the applications in quick diagnosis, following up of patients, enclosing urgent situations and
monitoring cases. It also tackles the extent of supporting the applications by the higher
administration to develop the work. A questionnaire was developed and used by the
researcher to collect the required data. The population of the study was 267 employees
working in Health Centers. 185 questionnaires were distributed to UNRWA-Health staff; the
response rate was about 90%.

Research Results:

a) Medical staff convinced that applications in the mobile phone can be used to develop
works; yet the support of the higher administration is not enough.

b) Applications in the mobile phone help in developing different work aspects; It can
contribute in exchange of information and data between medical staff or different Health
centers; in addition it facilitates performing tasks during emergencies.
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Research Recommendations:

a) Create necessity long-term comprehensive planning to use mobile phone applications in
the health sector.

b) Secure administrative, financial and technical support required to achieve such planning.

c) Offer required infrastructure for the applications through establishing wireless networks
in every UNRWA clinic and connecting all clinics with one database.

d) Conduct training for medical staff in the field of electronic health.

5. Kefah Al-Rajudi (2012), The Impact of Flexible Work Arrangements on Workers'

Productivity in Information and Communication Technology

This research aims to highlight the concepts of flexibility in work and to study the impact
of five types of flexible work arrangements on workers' productivity in information and
communication technology sector, as an empirical study of the Gaza strip information and
communication technology companies. Data were gathered by a questionnaire that has been
developed and tested by a pilot study and then distributed to a sample consisting of 196
employees where 92% response rate achieved.

Research Results:

a) There is a positive impact of flexible work arrangements on workers' productivity.

b) The supported regulations of the organization to FWAs programs had the highest impact
on productivity.

c) The study showed that there is an absence in employees' support and management support
to different FWAs programs.

Research Recommendations:

a) Information and communication technology companies should raise the awareness of the
management and staff about FWAs programs and its importance and its great effects on
employees' productivity.

b) Companies have to support family-friendly organizational culture and to go toward
writing companies policies and laws that lay down the applicability of various FWAs and
govern the selection processes among the various FWAs.

6. Reham Ammar (2012), The Satisfaction of UNRWA staff members in Gaza Field

Office with the e-HRM System

This study aims to determine the satisfaction level of employees towards the
implementation of E-HRM system in UNRWA- Gaza Field Office. The study was conducted
for administrative staff in UNRWA-Education Programme; plus all staff members working
in Human Resources department. A questionnaire was used to explore the opinion of the
study sample which was 302 employees working at different administrative levels, those
employees represent 46% of the study population which consists of 663 employees.

Research Results:

a) E-HRM implementation participated in Simplifying work procedures, decreasing
workload, increasing effective communication and achieving transparency; and thus
employees are satisfied with the e-system.

b) There is a significant correlation between the level of employees' satisfaction towards E-
HRM and both benefits gained and facilities of implementing the system.

¢) Demographic variables such as (post title, grade, and the workplace) have differences in
employees’ responses on the level of employee's satisfaction toward the e-HRM, other
variables didn't show significant differences.
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Research Recommendations:

a) Developing E-HRM to include all HR functions and activities, designing one portal to
include all E-HRM applications to facilitate the access to all applications.

b) Developing the reports of E-HRM applications to be easy, clear and compatible to the
requirements of the work.

¢) Increasing the efficiency of the intranet, increasing the speed of the internet, improving
the technical support for E-HRM users, facilitate the communication between the users
and the technical support staff, regular maintenance of the infrastructure of E-HRM such
as computers, software and networks, increasing the training courses for all employees on
the use of various E-HRM applications and conducting regular meetings with E-HRM
users to get a continuous feedback about the problems of implementing E-HRM.

d) Establishing a central information unit in HR department, to be the reference of
information for all the other departments in UNRWA, in order to achieve information
unification and integration between all departments.

7. Osama El-Balbisi (2012), The quality of working life and its impact on the job

performance for employees working in Gaza NGOs

This study aims to determine the quality of working life for the employees working in
NGOs at Gaza, and its effects on Job performance, trying to provide valuable
recommendations to develop the quality of working life at NGOs, job performance, and
enhancing employees' productivity. The study was applied on 53 NGOs, where a
questionnaire was used to collected the data and was distributed among 265 employees (5
employees / NGO).

Research Results:

a) The results of the study revealed that the quality of working life for the NGOs'
employees in Gaza is good; in addition to efficient and high job performance.

b) There is a positive relationship between quality of working life in NGOs, and the job
performance of their employees.

c) There are statistically significance difference in the employees response about the
quality of working life and its effects on the job performance due to the demographic
variable "sex".

Research Recommendations:

a) NGOs in Gaza Strip need to improve the quality of working life by focusing on: job
security, opportunities for promotion and advancement, wages, compensation and
rewards, and welfare of employees.

b) There is a need to focus on issuance job performance reports regularly to improve
employees performance.

8. Abd EI-Qader Banat (2009), Work Stress and Its Impact on the Performance of the

Palestinian Telecommunications Company Employees in Gaza Strip District

This study aims to identify the levels of work stress and job performance as well as the
relation between work stress and job performance among the Palestinian
Telecommunications Company employees. The study population was all employees worked
in the Palestinian Telecommunications Company "Gaza Strip District” with total of 440. The
researcher used the random basis to distribute 250 questionnaires among the employees; the
response rate was 85.6%.
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Research Results:

a) Employees exposed to work stress resulted from: growth, performance appraisal,
organizational structure, career advancement, job security and lack of appropriate role.

b) There is a statistically significant relation between work stress and performance of the
internal work stress areas of (job security, and performance evaluation) and lack of
connections to other areas.

c) There is a significant statistical relationship between external work stress and
performance to the areas of (political, cultural and economic pressure), and the absence
of statistical relationship with the social pressures.

Research Recommendations:

a) The researcher recommended increased opportunities for promotion.

b) Develop the grading system; with pay more attention to the performance appraisal

c) Provide employees with training programs on how to deal with the work stressors.

d) Promote business process and minimize the routine work,

e) Increase the degree of coordination and cooperation between departments and divisions.

f) ldentify more effective and acceptance compensation model to fit with the high living
cost in Gaza.

9. Hisham Abu Sharikh (2009), The degree of the performance effectiveness of the
school principals in Schools at UNRWA in light of the Modern Technology
Management, and way of Improvement
The study seeks at identifying the effectiveness degree of the school principals'

performance in UNRWA schools in light of modern technology management, as well as

reveals whether the demographic variables influence the level of their performance. The
population size is 191 school principals working in UNRWA; and the researcher used the
questionnaire as a main tool to collect data. About 191 questionnaires were distributed and

the response rate was 84.6%.

Research Results:

a) The results revealed that the effectiveness degree of school principals' performance is
acceptance in light of the modern technology management.

b) There is no statistical significant in the effectiveness of school principals' performance
due to sex or teaching level.

Research Recommendations:

a) Held many training courses for school principals to enhance their technical and
management competence skills to help them deal the future developments and challenges
especially in their relationship with the local community as well as enhance their
capability in promoting other staff capacity.

b) Focus on promoting the management processes in schools, specially planning and
organizing; as well as enhance the communication process through using advanced and
modern techniques.

c) Activate the use of computer in planning through designing new shared database between
all UNRWA schools.

d) Support the local community in general, and parents in particular through develop
effective communication channels.

10. Maysoun EI-Saqqga (2009), The Impact of Work Stressors on Decision Making an
Applied Study on The Banks Operating in Gaza Strip
This research aims at identifying the major work stressors which the administration of the
banks faces in the Gaza Strip and their effect on decision making on part of that
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administration. The research also attempts to explore the relationship between demographic
variants (gender, social status, number of family members, education, job title, work
experience, age, and monthly salary) and work stressors on one hand, and their effect on
decision making on the other hand. The researcher distributed a questionnaire to 166 decision
makers in the local banks of the Gaza, where the response rate was 83%.

Research Results:

a) The study indicated that the work stress level of the study population is satisfactory. The
"responsibility towards the others" represents the main work stressor.

b) The study revealed that there is Statistical data exists between work stress and decision
making. However, no statistical difference exists between work stress and variables of
(gender, social status, number of family members, education, job title, work experience,
age and monthly salary).

c) The number of family members and job title showed some difference with regard to
being a source of work stress.

d) No statistical difference on decision making with regard to (gender, social status, and
number of family members, education, job title, work experience, age and monthly
salary).

Research Recommendation:
a) Provide needed training for staff on work stress and decision making; and to carry out
further research on the impact of work stressors and other factors on decision making.

11. Salwa El-Shorafa (2008), The role of Knowledge Management and Information
Technology in achieving competitive advantages for the general Banks at Gaza
This study seeks to identify the role of knowledge management and information
technology in the competitive advantages for the banks operating in the Gaza Strip. The
questionnaire was used to collect data and it was distributed to all general managers and
heads of departments at Gaza banks. In total 174 questionnaires were distributed. The
response rate was 78% (117 questionnaires were completed).

Research Results:

a) Banks operating in the Gaza Strip are applying knowledge management technology
system in all units and sections, its care to take advantage of the uses of information
technology and communication, benefit from the skills, expertise available, invest the
cadres and knowledge in the field of development to reach the level of coexistence And
communicate with external world in light of advanced information technology.

b) There is no organizational unit or a special section for knowledge management and
information technology within any bank in the Gaza Strip but it is applied knowledge
management systems and information technology within the banks.

c) There are statistically significant relationship between knowledge management and
information technology and areas of competitive advantage (product quality, financial
performance, control the markets, operational efficiency, creativity and development).

Research Recommendations:

a) Enhance and increase the awareness of the managers of banking sector on the current and
future challenges faced banking sector in the Gaza Strip,

b) The necessity to pay more attention on the knowledge management by the managers of
banking sector in Gaza; through developing a specific separate division for this purpose.
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General Commentary

This chapter sheds more light on the local and the international studies discussed and
addressed various dimensions of the work-life balance. Most studies agreed that the driving
force of any organization is employees. This realization has intensified the organization to
focus, develop and promote their policies and programs on work/life issues. Since the current
study designed at identifying the relation between two variables: the advanced
communication technology used by the administrative staff (independent variable) whether is
being a part of their duties or not; and the work-life balance (dependent variable) for those
employees. Related topics are set under the umbrella of work-life balance and
communication technology. The followings are the general comments resulted from
reviewing these studies:

1.  Generally, all reviewed studies agreed on the role of work-life balance in bringing
greater influence to all aspects of life, thus the concept was largely discussed from varied
dimensions.

2. A number of studies explore the link between balancing between work and non-work
with the technological changes, such as Fleck, Adkins, Alabar and Agema, Haeger and
Lingham, Kotecha, Yidirim and Ansal, Boswell, Whittaker, Boswell and
Buchanan,Currie and Eveline, and Uthpala, Yadav, Hubers and others, Maruyama and
others, and Tennakoon.

3. Many studies have suggested that flexible work arrangements would help the employees
to attain a better balance between their work and non work responsibilities and help the
organizations to recruit, retain and motivate their employees, such as Bhatnagar and Jain,
Williams, Boswell, Maruyama, Abu-Sultan, Madi, and Al-Rajudi.

4. A number of studies focused on the work-life balance policies and programs; and
discussed ways to promote these programs as Swarnalatha and Lakshmi, Baral and
Bhargave, Al-Rajudi. Other studies attempted to measure the effectiveness of the
available work-life balance policies in different sectors as Anila, Bhatnagar and Jain,
Stare and others.

5. Previous studies argued the extent of organization utilization from WLB outcomes
within presented organizational culture as Achour and others, Swarnalatha and Lakshmi,
Yadav, Darcy and others, Rani and others.

6. A number of studies suggested a model of WLB to ensure full utilization and best
practices as Currie and Eveline, factors and challenges influence the implementation as
Fleck, Boswell, and Yadav; where other directional group of studies examines the
negative impact of work-life imbalance as Stare and others.

7. The previous researches briefed the researcher on some aspects that affect the ability to
balance personal and professional life of employees.

8. Researchers also discussed the future trends of WLB in light of the continuous change in
work environment as Haeger and Lingham, Yadav.

9. Some studies discussed challenges faced by working women to achieve balanced life as
Currie and Eveline, Anila.

10. The researchers used descriptive and analytical approach to develop their studies.

11. Populations of the studies were largely varied to include more than 10,000 respondents
as Hubers, Stare and others, or employees from different countries as Bloom and others.
Many studies held for employees in IT sectors such as Bhatnagar and Jain, Rani,
Maruyama, Dayyoub, Al-Rajudi, and Banat; where others conducted for academic
employees like Abu-Sharikh, Nassar, Madi, Currie and Eveline, Adkins and Premeaux,
Kotecha, Kaur, Valizadeh and Ghahremani. Studies Anila and Achour focus on women
only; studies Tharmalingam, Boswell, Afaf, Ammar held for administrative staff; and
Almalki, AbdeenandEI-Saqgqga studies conducted on Health institutions.
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12. A number of related studies explore how technology can be used to create better work-
life balance. The followings were the most related studies to the current study:

a) Tennakoon (2007) measured the effects of using the Internet, email and mobile by
executive level employees on their work-life balance. The study held at Canada; the
population contains employees of executive level; it focused in explaining the theory
of Work-family border.

b) Currie and Eveline (2010) and Adkins and Premeaux (2014)examined how
technology affects WLB for Academics in Australian and USA universities. Kotecha
and others (2014) also held for the academics employees but in South Africa to
investigate the impact of technology on work-life conflict, Boswell and Buchanan
(2010) study was also held for the same objective but the population of the study was
all non academics employees in a public university.

¢) Yildirim and Ansal (2014) identified the impact of mobile technology usage on work,
organization, and on work-life balance. This study focus on employees in Turkish
banking sector.

d) Williamsand others (2014) examined the effects of email intrusion on work-life
balance from the perspective of a Christian faith-based organization in Australia.

13. Many studies argued that management plays a vital role in successfully implementing an
effective work life balance programs.

14. The previous researches have some ideas in common. Most of them identified the role of
ICT in promoting business process and performance.

15. Previous studies address the WLB programs evaluation and its impact from several
aspects in different countries with different culture, society and level of technology
development; the most meaningful with these studies were the findings and the
recommendations which enriched the theoretical framework of this study; as well as
contributed at formulating the interviews’ questions and the questionnaire

16. The researcher hopes that the present study will provide an evidence-based
understanding of the impact of the use of technologies on work/life balance. The
followings highlight an interesting contribution and /or the importance of this research:
a) The importance of this research is partly related to the growing interest in the WLB.

However, it is also due to the growing extent to which technologies such as laptop,
tablet and smart phones are being used as devices to both carry out work-related
tasks, and to manage the work-life boundary; plus the current development in
programming and the increase use of web applications by organizations.

b) The current research difference from previous studies as it examined more than one
form of technology (hardware and software) together on the work-life balance.

C) Strength of this research is that it is field research examining employees at a variety

of job types and levels within UNRWA.

d) The research is trying to enrich the work-life balance literature in the Palestinian
context; that is specifically designed to provide representative data on how advanced
technologies of smart phones and other technological facilities have become
integrated into the everyday lives.

e) The current research explained whether using the communication technologies
beyond normal work hours relates to work issues has a positive or a negative impact
on WLB for employees.

f) The population of this study is different from the other studies; previous studies focus
on either employees in the universities and schools (academics or non-academics), or
employees where the nature of their work requires themto be in connect to the work
in different times, such as employees in health centers and IT sectors.

59| Page

www.manaraa.com



g) This study will also raise awareness of the pervasion of work-related communications
into employees’ personal lives and, hopefully, trigger further research into the long
term psychological and sociological effects of a continued communication culture.
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Chapter Four
The Research Practical Framework

Introduction

This chapter describes the research methodology, explains the sample selection and
provides information about the research design, population, sample size, data collection,
describe the procedure used in designing the questionnaire, the questionnaire content,
instrument validity, pilot study, and the method of data processing; analysis and addresses
the examination of validity and reliability of the tool in terms of the sincerity of the
questionnaire by (Pre-Pilot validity) referees' comments and the results of internal
consistency of the structural identification. Then the stability of the questionnaire includes
the coefficient Cronbach's coefficient alpha and split half method to exit questionnaire in its
final form. Collecting the data, provide an explanation of the statistical procedures used to
analyze the data to reach research objectives.

Research Strategy and Methodology

This research used the descriptive analytical approach. The present study aims to
investigate the impact of advanced technology (E-mail, web-based applications, IPad, smart
phone) on work-life balance for administrative employees working at UNRWA-Gaza Field
office. This research is categorized under applied researches that depends mainly on data
collected from primary sources through a structured questionnaire distributed to a selected
target from a specific population identified by the researcher for the research purposes; to be
then analyzed by using the Statistical Package for the Social Sciences (SPSS). The secondary
sources are books, journal articles and periodicals, reports, and websites.

Research Procedures

The following steps outline the strategy of this research that was followed in order to
measure the variables in the research question. It involves plan that guided the collection and
analyses of data. This research consists of seven phases:

1. The first phase includes identifying the research problem; and developing the
research question, objectives and the research plan.

2. The second phase involves literature survey connected with the problem; through a
collection of research publications, papers, books textbooks, internet-based
information and other documents related to the work-life balance, electronic
communication, information technology, organizational culture, UNRWA policies
and advanced technology.

3. The third phase includes the field survey, in which the unstructured interviews held
with HR managers and some administrative staff in UNRWA from different level
across all the departments.

4. The fourth phase; the researchers develops a structure questionnaire to distribute it
among research sample. This step involved (1) the establishment of an initial
structured questionnaire that measure the research's variables, (2) generate the final
version of the structured questionnaire after it was judged and reviewed by referees (8
in number) from the Islamic University of Gaza, Al-Azhar University and from Al-
Quds open University of Gaza.

5. The fifth phase focuses on distributing the questionnaires to collect the required data.
210 questionnaires were distributed to the research population; 175 were received.

6. The sixth phase concerns on the analyzing of data gathered from questionnaire. The
Statistical Package for the Social Sciences (SPSS) was used to perform the required
analysis.

7. The seventh phase includes compiling the collected data and information in order to
reach to conclusion and practical recommendations.
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Data Collection Sources
The researcher used two sources of data that was collected carefully in order to achieve the
research objectives:

1. Secondary Data: It is obtained from several Literatures, reports, scientific journals,
academic magazines, published papers, books, essays, researches, dissertations,
websites, reports and documents related to the research topics.

2. Primary Data: A structured questionnaire was developed and administered to the
research population as a tool to collect actual data about the “Work life balance
among the administrative employees in UNRWA-Gaza Field Office”. The
respondents were asked regarding the research’s variables.

The Research Population

The population of this research is the administrative employees across the various
departments in UNRWA-Gaza Field Office; and from different management levels starting
from job grade 5 and above (362 employees in number). The work of those employees
depends mainly on the use of the email and software applications that developed by UNRWA
to facilitate the work procedures. Moreover, according to their responsibilities, most of them
have receive one or more from the UNRWA's communication devices (laptop, IPad, smart
phone with SIM); and thus they would help in achieving the research objectives. The
following table (4.1) shows staff strength by gender and job categories in UNRWA- Gaza
Field Office.

Table (4.1): Population of the Research

Male Female
Job Category Grade | Grade | Grade | Grade | Grade | Grade | Grade | Grade | Total
5-7 8-9 | 10-13 | >14 5-7 89 | 10-13 | >14
Secretarial Services - 3 - - 1 14 2 - 20
Administrative Support - - 22 11 - 3 22 1 59
Clerical Support 38 8 - - 33 8 - - 87
Financial Support - - 20 4 - - 3 - 27
Personnel Services - 8 5 - 15 8 2 44
Education Administration - - - 14 - - 1 2 17
Engineering and Construction - - 5 9 - - - - 14
Health Administration - - 5 - - - 5 10
Information systems Services - - 16 6 - - 4 - 26
Supply Operation - 5 5 6 - 2 1 - 19
ProjectsManagement - - 3 4 1 1 - - 9
Psychosocial Services - - 1 - - - 2 - 3
Legal & Public Information - - 1 3 - - - 1 5
Relief Services - 6 3 6 - 6 1 - 22
Total 38 30 81 74 35 49 44 11 362
Source: Articulated by the Researcher, based on UNRWA-HRD database, (2015)
Table (4.2) highlights the characteristics of the study population.
Table (4.2): Characteristics of the Study Population
Variable Category Number Percentage
Gender Male 223 61.6%
Female 139 38.4%
Less than 35 81 22.3%
Age From 35 — less than 45 122 33.7%
From 45 and above 159 44.0%
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Diploma 67 18.5%

S BA 235 64.5%
Qualifications Master tg 16.0%
PhD 2 1.0%

Less than 2 years 29 8.0%

From 2 — less than 7 years 52 14.4%

Experience From 7 — less than 13 years 74 20.4%
From 13 — less than 20 years 82 22.7%

From 20 and above 125 34.5%

Source: Articulated by the Researcher, based on UNRWA-HRD database, (2015)

The Research Sample

The sample of this research is 213 employees. The researcher used the stratified random
method to distribute the questionnaire to the research sample due the heterogeneity of the
research population and based on the weight/ ratio of each group (gender, position and
grade). The following table No. (4.3) shows the sample of the research for each group.

Table (4.3): Sample of the Research

Male Female
Job Category Grade | Grade | Grade | Grade | Grade | Grade | Grade | Grade | Total
5-7 8-9 | 10-13 | >14 5-7 89 | 10-13 | >14
Secretarial Services - 1 - - 1 9 1 - 12
Administrative Support - - 13 6 - 1 13 1 34
Clerical Support 19 5 - - 19 5 - - 48
Financial Support - - 12 2 - 1 - 15
Personnel Services - 5 3 4 - 8 5 1 26
Education Administration - - - 9 - - 1 1 11
Engineering and Construction - - 3 5 - - - - 8
Health Administration - - - 3 - - - 3 6
Information systems Services - - 10 4 - - 2 - 16
Supply Operation - 5 3 4 - 1 1 - 14
Projects Management - - 1 2 1 1 - - 5
Psychosocial Services - - 1 - - - 1 - 2
Legal & Public Information - - 1 - - - 1 3
Relief Services - 3 1 - 4 1 - 13
Total 19 19 48 44 21 29 26 7 213

Source: Articulated by the Researcher, (2015)

Data Collection Tools

The questionnaire was provided with a covering letter explaining the purpose of the study,
the answering way, the aim of the research and the security of the information in order to
encourage a high response. The questionnaire included multiple choice questions. The
variety in these questions aims first to meet the research objectives, and to collect all the
necessary data that can support the discussion, results and recommendations in the research.
The questionnaire has been divided into three dimensions of six sections as following:

1. The first section contains 12 questions; It is concerned with the personal information
(age, gender, education level, marital status, address, experience, salary, job grade,
contract type and owning work-communication devices).

2. The second section contains two sections; the first part contains 11 questions to measure
the role of software (web-based applications and the email) in balancing employees work
and non work lives; the second part of this section focused on measuring the role of the
hardware technology (smart phones, tablets and laptops) in work-life balance through 9
questions. In total 20 questions for the second section.
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3. The last and third section focused on measuring the work-life balance for the
respondents. In this research the term Work-Life Balance is measured in term of three
different components as per Greenhaus, Collins & Shaw definition; these components
are: time balance, involvement balance and satisfaction balance. So, the third section of
the questionnaire includes three parts, 10 questions for the time balance, 11 questions for
the involvement balance, and 14 questions for the satisfaction balance. In total 35
questions for the third section.

The Questionnaire was drawn in Arabic version to be clearly understood by the research
population, and then it was carefully translated into the English Language. The Arabic
version is the one judged by the referees for its reliability. The questionnaire questions adopt
the scale 1-10 (where "10" rate means strongly agree).

Statistical Analysis Tools
The researcher used data analysis both qualitative and quantitative data analysis methods.
The Data analysis made utilizing (SPSS 22). The researcher utilized the following statistical
tools:
1. Kolmogorov-Smirnov test of Normality.
2. Pearson correlation coefficient for Validity.
3. Cronbach's Alpha for Reliability Statistics.
4. Frequency and Descriptive analysis.
5. Parametric Tests (One-sample T test, Independent Samples T-test, Analysis of
Variance).
a) T-testis used to determine if the mean of an item is significantly different from a
hypothesized value 6. If the P-value (Sig.) is smaller than or equal to the level of

significance, a=0.05 then the mean of an item is significantly different from a
hypothesized value 6. The sign of the Test value indicates whether the mean is
significantly greater or smaller than hypothesized value 6. On the other hand, if the P-

value (Sig.) is greater than the level of significance, a=0.05, then the mean an item
is insignificantly different from a hypothesized value 6.

b) The Independent Samples T-testis used to examine if there is a statistical significant
difference between two means among the respondents toward the Impact of the
advanced Technology on Work-Life Balance for Administrative Staff at UNRWA-
Gaza Field Office due to (Gender, type of contract and marital status).

c) The One- Way Analysis of Variance (ANOVA) is used to examine if there is a
statistical significant difference between several means among the respondents toward
the Impact of the advanced Technology on Work-Life Balance for Administrative
Staff at UNRWA-Gaza Field Office due to (age, job grade, education level, years of
experience, monthly salary, number of years in current position, living area and
number of children).

Pilot Study

A pilot study was conducted to assess reliability and validity of the questionnaire by
distributing the questionnaire among random sample of 30 respondents from the study
population. The pilot study provides a trial run for the questionnaire, which involves testing
the wordings of question, identifying ambiguous questions, testing the techniques that used to
collect data, and measuring the effectiveness of standard invitation to respondents.
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Statistical Validity of the Questionnaire

Validity refers to the degree to which an instrument measures what it is supposed to be
measuring. Validity has a number of different aspects and assessment approaches. External
(Pre-Pilot) validity is used to identify potential problems and statistical validity is used to
evaluate instrument validity, which include internal validity and structure validity (Pilot &

Hu
1.

ngler, 1985). To insure the validity of the questionnaire, the following were applied.
External Validity (Pre-Pilot): The questionnaire has been reviewed, checked and judged
by a group of (8) experts specialists in academic and professional levels, in order to ensure
its relevance and stability. The names of the experts in Annex (1); the researcher has
responded to the experts notes and performed the necessary modifications in the light of
the suggestions raised. Thus, the questionnaire came out in the final form — see annex (4).
Internal Validity: Internal validity of the questionnaire is measured by a pilot sample,
which consisted of 30 questionnaires through measuring the correlation coefficients
between each item in one field and the whole field.

Table (4.4): Correlation coefficient of each item of ""the use of software (email and web-based
application)™ and the total of this field

No. Item Pearson Correlation P-Value
Coefficient (Sig.)
1. Web-based applications contributed to the interference
- .583 0.000*
between work and special life
2. Email and web-based applications led the work to be done
inside house and as a result reduced the time allocated 784 0.000*
forfamily and friends in the social and entertaining activities
3. Email and web-based applications increased the load of work
. ; 732 0.001*
outside working hours
4. Email and web-based applications increased working hours 726 0.000*
5. Eg?l?tli/ and web-based applications limited my professional 519 0.002%
6. Email and web-based applications decreased my professional
ambition since the only beneficiary of these applications are .765 0.000*
those who have technological background
7. Email and web-based applications increased the acute -
o 573 0.000
competition between work colleges
8. My use for email and web-based applications negatively -
o S 770 0.000
affects my family liabilities
9. My use for email and web-based applications decreased my -
o ) : ) .815 0.000
social visits and meeting friends outside work
10. My_use for_emall and web-based applications caused many 815 0.000%
family conflicts

* Correlation is significant at the 0.05 level

Table (4.5): Correlation coefficient of each item of *‘the use of hardware (smart phone, IPad, and
laptop)' and the total of this field

No. Item Pearson Correlation P-Value
Coefficient (Sig.)
1. Smart phones and tablets caused me to be stuck to work all the -
. . 412 0.012
day specially outside work
2. Smart phones and tablets increased the load of work 782 0.000*
3. Smart phones, tablets and mobile phones negatively affected "
S . 742 0.000
me to do my responsibilities toward my family
4. Smart phones and tablets increased working hours .857 0.000*
5. The use of smart phones, tablets and mobile phones for work
stands an obstacle to create a separator between work and .813 0.000*
special life
6. The use of smart phones, tablets and mobile phones for work .
X .708 0.000
causes me many family problems
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7. The use of smart phones, tablets and mobile phones for work
decreases the time allocated for social and entertaining 731 0.000*
activities

8. The use of smart phones, tablets and mobile phones allows me 524 0.001*
to be continuously updated with work developments ' '

9. Granting me a mobile phone, a tablet or a laptop by UNRWA 352 0.031*
increases my responsibilities after the formal working hours ' '

* Correlation is significant at the 0.05 level

Table (4.6) : Correlation coefficient of each item of " Time balance " and the total of this field

No. Item Pearson Correlation P-Value

Coefficient (Sig.)

1. Work administration calls me to a meeting after working hours
or during my holidays what may cause me to cancel some .885 0.000*
special social activities

2. I cannot easily get any kind of holidays which the organization

. . .685 0.000*

gives to its employees

3. My official working hours do not suffice me to end all my 845 0.000%
work tasks

4, I usually work during weekends, official holidays and feasts 743 0.000*

5. My work does not allow me to find time for my family .658 0.000*

6. I rarely benefit from the programs presented by UNRWA to
help employees in their family obligations like ( Paternity, .640 0.000*
Maternity, flexibility in working hours etc.

7. Work arrangements contribute to increasing working hours
what may form an obstacle for workers to do their family .830 0.000*
obligations in a betterway

8. My work includes many tasks and responsibilities which 755 0.000%
demand me to follow work even after the end of working hours ' '

9. I never apologize to do any additional work responsibilities
even if it requires me more time, effort and commitment to .566 0.001*
additional hours

10. | Sometimes | find it hard to distinguish between when to end 842 0.000%
my professional life and when to start my special life ' '

* Correlation is significant at the 0.05 level

Table (4.7): Correlation coefficient of each item of "'Involvement balance and the total of this field

No. Item Pearson Correlation P-Value
Coefficient (Sig.)
1. Additional working hours during weekends and official
holidays cause me to neglect my family responsibilities and 438 0.008*
obligations
2. I always care to be at work when needed even if it requires me
L . 544 0.001*
to cancel or delay an obligation for my family
3. I rarely participate with my family in the social and
entertaining activities and those provided by the organizations 425 0.010*
to its employees
4. My current job does not allow me to be involved with my
. 793 0.000*
family as | am supposed to be
5. I sometimes ask for the help of my family members to do, on
behalf of me, some activities which require my existence like 754 0.000%
school, health, social and family-related activities and that is ' '
because of my being busy in work affairs
6. I rarely participate with the family in any entertaining activity 712 0.000*
7. I always think of my family during work, therefore I find it
o 467 0.005*
difficult to focus on my work
8. The time | spend outside official working hours negatively -
L - . 552 0.001
affects my social life like visiting relatives or friends
9. Organizations do not grant sufficient facilities to achieve .
. - 677 0.000
harmony between work and personal life conditions
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10. | I always seek to find a way to keep connected to work during
entertaining activities like making sure | stay connected to the .583 0.000*
internet to check email and keep connected with work colleges
* Correlation is significant at the 0.05 level
Table (4.8): Correlation coefficient of each item of “Satisfaction balance” and the total of this field
No. Item Pearson Correlation P-Value
Coefficient (Sig.)
1. The nature of my current work does not meet my skills and «
: A .587 0.000
educational qualifications
2. I do tasks additional to my main tasks without being 735 0.000*
appreciated or rewarded for this additional work ' '
3. | o_Io not allocate time for activities which make me feel 720 0.000%
satisfied and happy
4, My_ choice to do additional tasks is optional and not 812 0.000%
obligatory
5. Employees do not always know their responsibilities and they
. . . .670 0.000*
are not supported with their needs on time
6. I am surrounded with a negative work environment whether
from work colleges or from the direct supervisor where
) . : - . .699 0.000*
everyone avoids sharing information, experiences and
knowledge to help each other
7. I always have much accumulated and unachieved work .570 0.001*
8. I have many family conflicts because of my work since my -
- ) .595 0.000
family does not understand the nature of my job
9. There is no job description for all the tasks | do .603 0.000*
10. | The salary I get from my work does not suffice me to fulfill -
- - .658 0.000
my special requirements and needs
11. | The grievances presented to the administration by employees "
. .594 0.000
are not treated fairly and transparently
12. | UNRWA does not support any entertaining activities to the
employees with their families as it does not provide any 524 0.001*
facilities or programs to reduce the daily work pressures
13. | Administrations rarely encourage or pay attention to the -
. 518 0.002
proposals presented to the interest of work
14. | Employees are not supported with necessary training.
Workers qualifications are not used in the optimal way for the .676 0.000*
interest of work and increasing productivity

* Correlation is significant at the 0.05 level

Tables (4.4) through (4.8) present the correlation coefficient for each item of a field and

the total of the corresponding field. The p-values (Sig.) are less than 0.05, so the correlation
coefficients of all items are significant at o = 0.05, so it can be said that all items of each
field are consistent and valid to be measure what it was set for.
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3. Structure Validity of the Questionnaire: Structure validity is the second statistical test that
used to test the validity of the questionnaire structure by testing the validity of each field
and the validity of the whole questionnaire. It measures the correlation coefficient
between one field and all the fields of the questionnaire that have the same level of liker
scale.

Table (4.9): Correlation coefficient of each field and the whole of questionnaire

No. Field Pearson Correlation | P-Value
Coefficient (Sig.)
1. The use of software (email and web-based application) .942 0.000*
2. The use of hardware (smart phone, IPad, and laptop) 911 0.000*
The use of advanced technology (software & hardware) .880 0.000*
1. Time balance .809 0.000*
2. Involvement balance .930 0.000*
3. Satisfaction balance .867 0.000*
Work-life balance .954 0.000*

* Correlation is significant at the 0.05 level

Table (4.9) clarifies the correlation coefficient for each field and the whole
questionnaire. The p-values (Sig.) are less than 0.05, so the correlation coefficients of all the
fields are significant at o = 0.05, so it can be said that the fields are valid to be measured
what it was set for to achieve the main aim of the study.

Reliability of the Research

The reliability of an instrument is the degree of consistency which fs the attribute; it is
supposed to be measuring (George &Mallery,2006). The less variation an instrument produces
in repeated measurements of an attribute, the higher its reliability. Reliability can be equated
with the stability, consistency, or dependability of a measuring tool. The test is repeated to
the same sample of people on two occasions and then compares the scores obtained by
computing a reliability coefficient (George & Mallery,2006). To insure the reliability of the
questionnaire, Cronbach’s Coefficient Alpha was applied; which designed as a measure of
internal consistency, that is, do all items within the instrument measure the same thing? The
normal range of Cronbach’s coefficient alpha value between 0.0 and + 1.0, and the higher
values reflects a higher degree of internal consistency (George & Mallery, 2006). The
Cronbach’s coefficient alpha was calculated for each field of the questionnaire.

Table (4.10): Cronbach's Alpha for each field of the questionnaire

No. Field Cronbach's Alpha
1 The use of software (email and web-based application) 0.891
2. The use of hardware (smart phone, IPad, and laptop) 0.830
The use of advanced technology (software & hardware) 0.920
1. | Time balance 0.908
2. | Involvement balance 0.802
3. | satisfaction balance 0.888
Work-life balance 0.938
All items of the questionnaire 0.955

Table (4.10) shows the values of Cronbach's Alpha for each field of the questionnaire and
the entire questionnaire. For the fields, values of Cronbach's Alpha were in the range from
0.802 and 0.938. This range is considered high; the result ensures the reliability of each field
of the questionnaire. Cronbach's Alpha equals 0.955 for the entire questionnaire which
indicates an excellent reliability of the entire questionnaire.

Thereby, it can be said that the researcher proved that the questionnaire was valid,
reliable, and ready for distribution for the population sample.
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Chapter Five
Data Analysis and Hypothesis Testing
Introduction
In this section, the personal characteristics of the research sample will be discussed; as

well as the analysis of the respondents' opinion will be presented in order to obtain their
direction regarding the questionnaires' sentences if it is positive (proportional mean greater
than "60%" and the p-value less than 0.05), or if it is neutral regarding the content of the
sentences neutral (p-value is greater than 0.05), or if it is negative (proportional mean less
than "60%" and the p-value less than 0.05).

Test of Normality
The One-Sample Kolmogorov-Smirnov Test procedure compares the observed cumulative

distribution function for a variable with a specified theoretical distribution, which may be
normal, uniform, Poisson, or exponential. The Kolmogorov-Smirnov Z is computed from the
largest difference (in absolute value) between the observed and theoretical cumulative
distribution functions. This goodness-of-fit test tests whether the observations could
reasonably have come from the specified distribution. Many parametric tests require
normally distributed variables. The one-sample Kolmogorov-Smirnov test can be used to test
that a variable of interest is normally distributed (Henry & Thode, 2002).

Table (5.1): Kolmogorov-Smirnov test

. Kolmogorov-Smirnov
Field —
Statistic P-value
The use of software (email and web-based application) 0.688 0.732
The use of hardware (smart phone, IPad, and laptop) 0.787 0.566
The use of advanced technology (software & hardware) 0.655 0.785
Time balance 0.714 0.689
Involvement balance 0.916 0.371
Satisfaction balance 0.730 0.660
Work-life balance 0.699 0.712
All items of the questionnaire 0.712 0.691

Table (5.1) shows the results for Kolmogorov-Smirnov test of normality. From Table
(5.1), the p-value for each variable is greater than 0.05 level of significance, and then the
distributions for these variables are normally distributed. Consequently, parametric tests
should be used to perform the statistical data analysis.

Analysis of Demographic Data
Tables (5.2) through (5.12) present the classification regarding the employees' age, gender,

marital status, location, services, job grade, salary, number of children, type of contract and
educational level.

1. Gender
Table (5.2): Distribution of the research population according to gender
Gender Frequency Percent
Male 93 53.1
Female 82 46.9
Total 175 100
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According to table (5.2), it was noticed that 53.1 % of the sample are "male” and 46.9% of
the sample are “female". The results indicate a gender balance as the difference is not
considered big, thus it can be concluded that UNRWA may considered as a good example for
organizations that posses equal opportunity for the two genders.

2. Age
Table (5.3): Distribution of the research population according to age
Age Frequency Percent
Less than 35 52 29.7
From 35 — and above 123 70.3
Total 175 100

According to table (5.3), it shows that 70.3% of the sample of age "from 35 years and
above”, and 29.7% of the sample of age “less than 35 years". The result implies that the vast
majority of the research population is from 35 years old and above; which indicate the level
of experience required for the administrative staff. In addition, this distribution is considered
helpful to examine the research goals. This can be explained due to the age of such
organization, and the continual hiring of employees and some posts requires several years of
service.

3. Job Grade (Organizational Level)

Table (5.4): Distribution of the research population according to job grade

Job Grade Frequency Percent
5 - less than 8 61 34.9
from 8- less than 10 22 12.6
from 10- less than 14 72 41.1
From 14 and Above 20 11.4
Total 175 100

Table No (5.4) shows that 41.1% of the respondents are from grade 10 to grade 14, while
34.9% of the respondents belongs to grade ranges between 5 and 8. 12.6% of the respondents
are at grades from 8 to 10, and 11.4% represents respondents’ grades from 14 and above.
These results imply that most of the administrative staff belongs to grade ranges from grade
10to grade 14; which is completely in line with the research context, where it reflects the
grades of the majority of administrative staff (such as: Administration Officer and Assistants,
Accountants, HR and even some senior positions).

4. Academic Qualifications

Table (5.5): Distribution of the research population according to the Academic qualifications

Academic Qualifications Frequency Percent
Diploma Degree 28 16.0
Bachelor and postgraduate Degrees 147 84.0
Total 175 100

Table No (5.5) shows that 16.0% of the research population holds “Diploma" academic
degree, and 84% of them holds “Bachelor and postgraduate degrees”. These results imply
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that the vast majority of the research population holds university degree; which indicate the
level of qualifications required for administrative staff in the UNRWA. It also can be
explained due to the posts’ requirements.

5. Years of Service in the UNRWA

Table (5.6): Distribution of the research population according to the years of service

Years of Service Frequency Percent
Less than 13 years 89 50.9
13 yearsand above 86 49.1
Total 175 100

Table (5.6) shows that 50.9% of the respondents has “less than 13 years” of services at
UNRWA, and49.1%% of the respondents has “13 years and above” of service at UNRWA.
This can be explained due to some employees have worked from many years, and/or they
have moved through several posts during their work at UNRWA.

6. Type of Contract

Table (5.7): Distribution of the research population according to the type of the contract

Type of Contract Frequency Percent
Fixed-Term 144 82.3
Daily Paid 15 8.6
Special Service Agreement 13 7.4
LDC 3 1.7
Total 175 100

Table (5.7) shows that 82.3% of the respondents has “Fixed-Term Contract”, while the Daily
Paid, Special Service Agreement (SSA), Limited Duration Contract (LDC) represent 8.6%,
7.4% and1.7% respectively. This can be explained due to the Administrative posts’
requirements and responsibilities of having permanent employees.

7. Monthly Salary

Table (5.8): Distribution of the research population according to the monthly salary

Monthly Salary Frequency Percent
Less than $1,000 77 44
1,000 and above 98 56
Total 175 100

Table (5.8) shows that 56% of the respondents hasa monthly salary “$1,000 and above”,
while 44% of the respondents has a monthly salary “Less than $1,000”. The results imply
that more than half of the respondents have a monthly salary equal or more than $1,000.
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8. Years of Services in the Current Position

Table (5.9): Distribution of the research population according to the years of services in the current

position
Years of Services in the Current Position Frequency Percent
Less than 4 years 41 23.4
4 years and above 134 76.6
Total 175 100

Table (5.9) shows that 76.6% of the respondents has “4 years and above” of services in their
current position at UNRWA, and 23.4%% of the respondents has “Less than 4 years” of
service in the current position at UNRWA. This result has two indicators; it suggests that the
majority of the sample are familiar with the current UNRWA's software applications and
rules related to the use of the available telecommunication devices in UNRWA,; and they
have all the required knowledge and experience to accurately reply the questionnaire
questions. On other hand, It suggests that there has been little career mobility within
administrative staff over the past several years; reasons may be due to UNRWA’s strategies

in hiring and promotion.

9. Living Area
Table (5.10): Distribution of the research population according to the living area
Living Area Frequency Percent

North 25 14.3
Gaza 86 49.1
Middle 41 23.4
South 23 13.1

Total 175 100

Table (5.10) shows that 49.1% of the respondents live in Gaza, this can be explained that
employees are often prefer to work in their living areas, 23.4% of the respondents are from
the middle are (Buriej, Maghazi, Nuseirat, and Deir Balah), 13.1% from the southern area

(Khan Younis and Rafah areas), and 14.3% from the North area.

10. Marital Status

Table (5.11):Distribution of the research population according to the marital status

Marital Status Frequency Percent
Married 157 89.7
Not Married 18 10.3
Total 175 100

Table (5.11) shows that 89.7% of the respondents are married, and 10.3% of the respondents

are not married.
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11. Number of Children

Table (5.12): Distribution of the research population according to the number of children

Number of Children Frequency Percent
Less than4 85 48.6
4 children and above 90 51.4
Total 175 100

Table (5.11) shows that 48.6% of the respondents have less than 4 children, while 51.4% of
the respondents have more than 4 children.

12. Telecommunication devices provided by UNRWA to its administrative employees

Table (5.13): Telecommunication devices

Telecommunication Devices Provided by Frequency Percent
UNRWA
UNRWA SIM with Mobile 112 94.1
UNRWA Tablet 6 5.0
UNRWA Laptop 43 36.1

Table No. (5.13) shows that 94.1% of the respondents were provided with smart phone and
SIM from UNRWA. This result is in line with the research’s main theme (advanced
technology used by administrative employees). Results shows only 5% of the respondents
received tablets/IPads from UNRWA. This result is logic since the respondents are working
in the field, and tablets/IPads are mainly procured and distributed to employees working in
the sites, such as the social workers and the engineers to facilitate their communication with
other employees during the work hours.

Data Analysis of the Questionnaire Dimensions

Here, in this section five dimensions in the questionnaire will be analyzed and discussed as
follow:

1. Section One: Advanced technology
In this section, the first research variable will be discussed and analyzed in term of two

dimensions (software and hardware).

a. The role of software (email and web-based application) in balancing between work
and life. The related results of this dimension are shown in table No. (5.14):

Table (5.14): Means and Test values for “The role of software (email and web-based application) in
balancing between work and life”

Item a
wn

Mean
Proportion
al mean
(%)
Test value
P-value
(Sig.)
Rank

1. | Web-based applications contributed to the
interference between work and personal life

2. | Email and web-based applications led the work to
be done inside house and as a result reduced the
time allocated for family and friends in the social
and entertaining activities

6.26 | 2.52 | 62.63 1.3

(ee]

0.085

N

6.42 | 242 | 64.17 228 | 0.012* | 1
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3. | Email and web-based applications increased the
load of work outside working hours

4. | Email and web-based applications increased
working hours

5. | Email and web-based applications limited my
professional ability

6. | Email and web-based applications decreased my
professional ambition since the only beneficiary of
these applications are those who have technological
background

7. | Email and web-based applications increased the
acute competition between work colleges

8. | My use for email and web-based applications
negatively affects my family liabilities

9. | My use for email and web-based applications
decreased my social visits and meeting friends | 5.19 | 2.78 | 51.94 | -3.84 | 0.000* | 6
outside work

10.| My use for emall and_ web-based applications 406 | 260 | 2064 | -981 | 0000* | 10
caused many family conflicts

All items of the field 5.27 | 1.72 | 52.70 | -5.61 | 0.000*
* The mean is significantly different from 6

584 | 257 | 58.39 | -0.83 0.205 3

552 | 266 | 55.20 | -2.38 | 0.009* | 4

462 | 253 | 46.17 | -7.24 | 0.000* | 8

410 | 2.38 | 41.03 | -10.51 | 0.000* | 9

514 | 256 | 51.38 | -4.45 | 0.000* | 7

551 | 263 | 55.09 | -2.47 | 0.007* | 5

The mean of item #2 “Email and web-based applications led the work to be done inside
house and as a result reduced the time allocated for family and friends in the social and
entertaining activities” equals 6.42 (64.17%), Test-value = 2.28, and P-value = 0.012 which
is smaller than the level of significance .= 0.05. The sign of the test is positive, so the mean
of this item is significantly greater than the hypothesized value 6. The researcher concludes
that the respondents agree to this item.

The mean of item #10 “My use for email and web-based applications caused many family
conflicts” equals 4.06 (40.64%), Test-value = -9.81, and P-value = 0.000 which is smaller
than the level of significance o =0.05. The sign of the test is negative, so the mean of this
item is significantly smaller than the hypothesized value 6. The researcher concludes that the
respondents disagree to this item.

The mean of the field “The use of software (email and web-based application)"” equals 5.27
(52.70%), Test-value = -5.61, and P-value=0.000 which is smaller than the level of
significancea.=0.05. The sign of the test is negative, so the mean of this field is
significantly smaller than the hypothesized value 6.The researcher concludes that the
respondents disagree on the role of software (email and web-based application)in balancing
between work and non-work lives. Which also suggest that respondents agree at low level
that the email and the web-based applications support balancing their work and non-work
lives.

The respondents' answers for the statement “Email and web-based applications increased the
load of work outside working hours”, are consistent with (Ammar, 2012) which aimed to
determine the satisfaction level for administrative staff in the UNRWA-education department
towards the implementation of E-HRM. The research findings revealed that work from home
reduce time for family and friends in the social and entertaining activities. This result is
consistent with (Jena et. al, 2014). The conclusion from this study suggest that it may be a bit
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of both - employees who like what they do and organizational culture that value employees
who put work first. The result also is consistent with (Diaz et. al, 2011), which suggests that
using Communication Technology outside of the traditional work week and after normal
work hours may relate to less work-life-conflict.

These results are inconsistent with (Waller & Ragsdell, 2012) that suggested using email has
a negative impact on employee's WLB. A logical explanation may be because the study was
held for employees working in a multinational service company. So, the geographical span
and organizational structure makes e-mail integral to its functioning; which is not the same
situation with the current research’'s population. In addition, results are inconsistent with
(Heijstra & Rafnsdottir, 2010) that suggest although use of the Internet increases the
flexibility of work, it makes increasingly difficult for academics staff to disengage
themselves from work; which increase work—family conflict.

b. The role of hardware (smart phone, IPad, and laptop) in balancing between work and
life. The following table No. (5.15) shows the results related to this dimension.

Table (5.15): Means and Test values for “The role of hardware (smart phone, IPad, and laptop) in
balancing between work and life”

f_CU —~ (B}
Item | Q g > T2 |5
S| @ 2 s g T |\
= el %
[a
1. | Smart phones a_nd tablet_s caused me to be stuck to work 694 | 260 | 69.37 | 475 | 0.000% | 2
all the day specially outside work
2. | Smart phones and tablets increased the load of work 538 | 2.60 | 53.78 | -3.13 | 0.001* | 6
3. | Smart phones, tablets and _ mgplle phones negat_lvely 492 | 253 | 4920 | 563 | 0.000% | 7
affected me to do my responsibilities toward my family
Smart phones and tablets increased working hours 488 | 2.73 | 48.79 | -5.40 | 0.000* | 8

5. | The use of smart phones, tablets and laptop for work
stands an obstacle to create a separator between work and | 5.57 | 2.64 | 55.75 | -2.12 | 0.018* | 4
special life

6. | The use of smart phones,_tablets and mobile phones for 412 | 237 | 4121 | -10.45 | 0.000% | 9
work causes me many family problems

7. | The use of smart phones, tablets and mobile phones for
work decreases the time allocated for social and | 5.40 | 2.49 | 53.97 | -3.20 | 0.001* | 5
entertaining activities

8. | The use of smart phones, tablets and mobile phones
allows me to be continuously updated with work | 7.68 | 2.18 | 76.78 | 10.17 | 0.000* | 1
developments

9. | Granting me a mobile phone, a tablet or a laptop by
UNRWA increases my responsibilities after the formal | 6.49 | 2.77 | 64.85 | 2.28 | 0.012* | 3
working hours

All items of the field 570 | 1.79 | 57.04 | -2.18 | 0.015*

* The mean is significantly different from 6

The mean of item #8 “The use of smart phones, tablets and mobile phones allows me to be
continuously updated with work developments” equals 7.68 (76.78%), Test-value = 10.17,
and P-value = 0.012 which is smaller than the level of significance o =0.05. The sign of the
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test is positive, so the mean of this item is significantly greater than the hypothesized value 6.
The researcher concludes that the respondents agree to this item.

The mean of item #6 “The use of smart phones, tablets and mobile phones for work causes
me many family problems” equals 4.12 (41.21%), Test-value = -10.45, and P-value = 0.000
which is smaller than the level of significance oo =0.05. The sign of the test is negative, so
the mean of this item is significantly smaller than the hypothesized value 6. The researcher
concludes that the respondents disagree to this item.

The mean of the field “The use of hardware (smart phone, [Pad, and laptop) in balancing
between work and life" equals 5.70 (57.04%), Test-value = -2.18, and P-value=0.000 which
is smaller than the level of significance a. = 0.05. The sign of the test is negative, so the mean
of this field is significantly smaller than the hypothesized value 6.The researcher concludes
that the respondents disagree on the role of hardware (smart phone, IPad, and laptop) in
balancing between work and non-work lives. Which also suggest that respondents agree at
low level that facilities available in the Ipad, Laptop and smart phone devices that enable
employees to handle work tasks outside the office support balancing employees’ work and
non-work lives.

The result agrees with the study (Hislop & Axtell, 2011) that examined the mobile phone use
patterns of some spatially mobile engineers; where results showed that the way the engineers
use their mobile phones make the boundary between work and non-work blurred and
unclear. The results indicate that hardware technology has the potential to produce a more
demanding workplace. In addition, the respondents agreed with the statement "Smart phones
and tablets caused me to be stuck to work all the day specially outside work™, this result is
consistent with (Williams and others, 2014) that the use of the mobile devices by employees
in checking their email led them to work longer hours, generated a sense of being
overloaded.

Results are inconsistent with the two studies (Donnelly, 2014) and (Harris, 2014) that using
the smart phones increase the workload and decrease the work-life balance. Results also
show that 57.05% of the respondents disagree that using the enable wireless mobile devices
can cause work-life conflict. The result obtained is inconsistent with (Cox, 2013) that
indicates the potential role of tablets in blurring the boundary between work and life by
encouraging and enabling employees to complete work tasks during personal/family time and
vise-versa. The reason behind this difference may be because the difference in the research
populations, countries and the nature of work for the respondents.

c. In General "The role of advanced technology (software and hardware) in balancing
between work and life". The statistics that shows the general role of the technology in
creating work-life balance is presented in table No. (5.16)
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Table (5.16): Means and Test values for ""The role of advanced technology (software & hardware)"

P
Item 8 D £ % g © .2 %
=¥ |88 g| 72 |&
SE| 2| & | %
o
The _use_of s_oftware (_emall and web-based _ 597 | 172 | 5270 | 561 | 0.000% | 2
application)in balancing between work and life
The use of hardware (smart phone, IPad, and laptop)in 570 | 179 | 5704 | 218 | 0.015% | 1
balancing between work and life
All Items of The use of advanced technology
(software & hardware) in balancing between work | 5.47 | 1.63 | 54.69 | -4.32 | 0.000*
and life

*The mean is significantly different from 6

Table (5.6) shows the mean of all items equals 5.47 (54.69%), Test-value =-4.32 and P-value
=0.000 which is smaller than the level of significance o.=0.05. The mean of all items is
significantly different from the hypothesized value 6. The researcher concludes that the
respondents agree at low level to all items of "The role of advanced technology (software &
hardware) in balancing between work and life".

The result is consistent with (Middleton, 2007), (Adkins & Premeaus, 2014), (Haeger &
Lingham, 2014), (Robey, 2015) and (Fleck and others, 2015) that people use their mobile
devices to create and maintain boundaries between work and non-work in line with their
preferred boundary behavior style. Results also are in line with (Quesenberry & Trauth,
2005) that agreed on the role of ubiquitous computing (wireless networks, laptops, mobile
phones, electronic calendars, and e-mail) in maintaining balance emerged; It allows for
flexibility that reduces time barriers and allows for greater control over employees'
schedules. Technology was also found to play a role in constructing boundaries between
work and life with the study (Chamakiotis, 2014). Results are also supported by (Ammar, )
which concluded that E-HRM help in decreasing the workload for UNRWA staff.

Result of this field is inconsistent with (Currie & Eveline, 2010) that revealed E-technology
has blurred the lines between work and home creating the networked home, allowing
employees to be available all the time for the work. The study held for the academic staff
with children. Faculty members frequently work at home outside of regular working hours.
Result also is inconsistent with (Sylvain, 2011) that new technology has generally been found
to negatively impact on work-life balance. This study target employees at the senior
managerial level, who are more likely need to be connected to their office outside of work
time. Results of this dimension are not supported by (Kotecha at. el, 2014) that traditional
advantage of using ICTs to enhance work flexibility has a drawback of enabling employees
to continue working after regular working hours; which blurs the boundaries between work
and non-work domains and, creates Work Life Conflict. This could be attributed to the nature
of the academic profession; where they may spend time in the evening reading work-related
documents in preparation for a meeting the following day. It was also found that result
disagree with (Yildrim & Ansal, 2014) that revealed mobile technology impact negatively
the employees’ work-life balance in the Turkish banking. The reason may be due to the low
intensity of mobile device usage in the Turkish banking industry as obtained from this study.
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Results also are unsupported by (Andrade and others, 2013) that found mobile device
enabled work activities interfere with the non-work time. Also results were inconsistent with
(Boswell & Buchanan, 2010) and (Tennakoon, 2007).

2. Section Two: Work-life balance
Here, the second research variable, the work-life balance, will be discussed and analyzed
in term of its previously defined three dimensions: time balance, involvement balance, and
satisfaction balance.

a. Time balance: the following table No. (5.17) shows the results related to the first
dimension of the work-life balance.

Table (5.17): Means and Test values for “Time balance”

C_5 ~ (5]
c S8l 2| 2~lx
Item $|a = > T2 5
S| ” | 885 2| TL |
oEg| g ©
o
1. | Work management calls me to a meeting after working
hours or during my holidays what may cause me to | 4.40 | 2.74 | 44.00| -7.71 | 0.000* | 9

cancel some special social activities

2.| | cannot easily get any kind of leave which the
organization gives to its employees

3.| My official working hours do not suffice me to end all
my work tasks

4. llcezz}tjsally work during weekends, official holidays and 410 | 2.69 | 20.98] -9.35 | 0.000% | 10
5. | My work does not allow me to find time for my family | 4.43 | 2.66 | 44.34| -7.73 | 0.000* | 8
6.| | rarely benefit from the programs presented by
UNRWA to help employees in their family obligations
like (Paternity, Maternity, flexibility in working hours
etc.

7.| Work arrangements contribute to increasing working
hours what may form an obstacle for employees to do | 5.04 | 2.36 | 50.40| -5.39 | 0.000* | 3
their family obligations in a better way

8.| My work includes many tasks and responsibilities
which demand me to follow work even after the end of | 5.01 | 2.67 | 50.11| -4.91 | 0.000* | 4
working hours

9.1 1 never apologize to do any additional work
responsibilities even if it requires me more time, effort | 6.82 | 2.58 | 68.23| 4.22 | 0.000* | 1
and commitment to additional hours

10.| Sometimes | find it hard to distinguish between when
to end my professional life and when to start my | 4.98 | 2.81 | 49.77| -4.77 | 0.000* | 5
special life
All items of the field 497 | 1.92 | 49.74| -7.06 | 0.000*
* The mean is significantly different from 6

525 | 2.68 | 52.46| -3.72 | 0.000* | 2

489 | 2.85 | 48.91| -5.15 | 0.000* | 6

488 | 2.74 | 48.84| -5.35 | 0.000* | 7

The mean of item #9 “I never apologize to do any additional work responsibilities even if it
requires me more time, effort and commitment to additional hours” equals 6.82 (68.23%),
Test-value = 4.22, and P-value = 0.000 which is smaller than the level of significance
o =0.05. The sign of the test is positive, so the mean of this item is significantly greater than
the hypothesized value 6. The researcher concludes that the respondents agree to this item.
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The mean of item #4 “I usually work during weekends, official holidays and feasts” equals
4.10 (40.98%), Test-value = -9.35, and P-value = 0.000 which is smaller than the level of
significance o = 0.05. The sign of the test is negative, so the mean of this item is significantly
smaller than the hypothesized value 6. The researcher concludes that the respondents
disagree to this item.

The mean of the field “Time balance" equals 4.97 (49.74%), Test-value = -7.06, and P-
value=0.000 which is smaller than the level of significance o =0.05. The sign of the test is
negative, so the mean of this field is significantly smaller than the hypothesized value 6.The
researcher concludes that the respondents disagree to field of “Time balance".

The result indicates that it is difficult for the respondents to achieve time balance between
work and non-work. However, it is not impossible to manage. A low level of management in
employees' schedule time of work and non-work was found among the respondents. These
findings are consistent with (El-Balbisi, 2012) that was applied for employees in NGOs at
Gaza Strip. In addition, the respondents' answer for item #6 is consistent with (Banat, 2009).
The results are supported by (Ammar, 2012), that employees at UNRWA are not requested to
work additional hours during weekends and holidays; and employees are benefited from the
leave options offered by UNRWA. Result of item # 2 is consistent with (Tabeel, 2014).

However, this wasn’t the case with (EI-Masri, 2010) and (Abu EI-Ola, 2009) that concluded
working hours is not sufficient to finish all the work. The researcher justified this difference
by the different in type of sample, where EI-Masri study conducted on Al-Najah University
for all academic and non-academic staff; and Abu EI-Ola study held for employees who are
at senior positions in the Ministry of Interior.

b. Involvement balance: table No. (5.18) shows the results of the second dimension for
the second research variable(work-life balance)

Table (5.18): Means and Test values for “Involvement balance”

(4o} —~~
- s€| 2| 3~ «
Item s a | €¢ €| T2|
s | v 23 = 0| g
e E i o
g =
1. | Additional working hours during weekends and
official holidays cause me to neglect my family | 5.29 | 2.74 | 52.87 | -3.43 | 0.000* | 4
responsibilities and obligations
2. | I always care to be at work when needed even if it
requires me to cancel or delay an obligation for my | 6.37 | 2.38 | 63.71 | 2.07 | 0.020* | 1
family
3. | I rarely participate with my family in the social and

entertaining activities and those provided by the | 5.35 | 2.69 | 53.49 | -3.21 | 0.001* | 3
organizations to its employees

4. | My current job does not allow me to be involved
with my family as | am supposed to be

5. | I sometimes ask for the help of my family members
to do, on behalf of me, some activities which
require my existence like school, health, social and | 5.13 | 2.64 | 51.26 | -4.39 | 0.000* | 7
family-related activities and that is because of my
being busy in work affairs

441 | 251 | 44.06 | -8.40 | 0.000* | 9
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6. || rarely participate with the family in any
entertaining activity

7. | lalways think of my family during work, therefore I
find it difficult to focus on my work

8. | The time 1 spend outside official working hours
negatively affects my social life like visiting | 5.37 | 2.49 | 53.66 | -3.37 | 0.000* | 2
relatives or friends

9. | Organizations do not grant sufficient facilities to
achieve harmony between work and personal life | 5.26 | 2.56 | 52.57 | -3.84 | 0.000* | 5
conditions

10. | I always seek to find a way to keep connected to
work during entertaining activities like making sure
| stay connected to the internet to check email and
keep connected with work colleges

All items of the field 5.09 | 1.71 | 50.92 | -7.03 | 0.000*
* The mean is significantly different from 6

446 | 2.46 | 4457 | -8.31 | 0.000* | 8

413 | 248 | 41.31 | -9.95 | 0.000* | 10

5.18 | 2.76 | 51.77 | -3.95 | 0.000* | 6

The mean of item #2 “I always care to be at work when needed even if it requires me to
cancel or delay an obligation for my family” equals 6.37 (63.71%), Test-value = 2.07, and P-
value = 0.020 which is smaller than the level of significance o =0.05. The sign of the test is
positive, so the mean of this item is significantly greater than the hypothesized value 6. The
researcher concludes that the respondents agree to this item.

The mean of item #7 “I always think of my family during work, therefore I find it difficult to
focus on my work” equals 4.13 (41.31%), Test-value = -9.95, and P-value = 0.000 which is
smaller than the level of significance o =0.05. The sign of the test is negative, so the mean of
this item is significantly smaller than the hypothesized value 6. The researcher concludes that
the respondents disagree to this item.

The mean of the field “Involvement balance" equals 5.09 (50.92%), Test-value = -7.03, and
P-value=0.000 which is smaller than the level of significance o = 0.05. The sign of the test is
negative, so the mean of this field is significantly smaller than the hypothesized value 6.The
researcher concludes that the respondents disagree to field of “Involvement balance".

In general, results suggest that managing between responsibilities in the home and in running
work-tasks remains to be a challenge for employees. This result is supported by
(Resurreccion, 2012) that focused on working women;. The respondents’ answers of the item
#7 and #10 indicated that employees at UNRWA are more commitment to their office. This
result agrees with (Abu El-Ola, 2009), (Nassar, 2013), (Azeem, 2010) and (Salama, 2003).

However, this is not the case with the study (EI-Masri, 2010) that concluded employees are
more concern about their personal and families’ issues. In addition, results are inconsistent
with (Al-Molhem, 2007) that found work arrangements create family conflicts for employees
as well as make them isolated socially. This is may be because the study targets the security
men whose work arrangements are based on the shifting system.
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c. Satisfaction balance: results presented the third dimension of work-life balance are
shown in the following table No. (5.19).

Table (5.19): Means and Test values for “Satisfaction balance”

£ 2| o
2 5 = —
Item §l o |£89 S| 3| ¢
S|9 | 8EY 7| T2 &
o - (<b] o
N —
1. Th_e nature of my current \{vt_)rk_does not meet my 4721305 | 4720 | 555 | 0.000* | 10
skills and educational qualifications
2. | | do tasks additional to my main tasks without
being appreciated or rewarded for additional | 5.82 | 2.81 | 58.17 | -0.86 0.195 1
work
3. | I do not allocate time for activities which make

_ *
me feel satisfied and happy 5.37 | 2.46 | 53.66 3.41 0.000 6

4. | My choice to do additional tasks is optional and
not obligatory

5. | Employees do not always know their
responsibilities and they are not supported with | 4.94 | 2.62 | 49.37 | -5.36 | 0.000* | 8
their needs on time

6. |1 am surrounded with a negative work
environment whether from work colleges or from
the direct supervisor where everyone avoids | 4.38 | 2.86 | 43.83 | -7.48 | 0.000* | 12
sharing information, services and knowledge to
help each other

489|285 | 4886 | -5.16 | 0.000* | 9

7. \IN?)Irvl\(/ays have much accumulated and unachieved 359 | 252 | 35.92 | -12.62 | 0.000% | 13
8. | I have many family conflicts because of my work
since my family does not understand the nature of | 2.75 | 2.24 | 27.54 | -19.20 | 0.000* | 14
my job

9. | There is no job description for all the tasks I do 470 | 3.16 | 47.03 -5.44 | 0.000* | 11
10. | The salary I get fror_n my V\_/ork does not suffice 569 | 3.06 | 56.91 133 0.092 4
me to fulfill my special requirements and needs
11. | The grievances presented to the administration by
employees are not treated fairly and transparently
12. | UNRWA does not support any entertaining
activities to the employees with their families as
it does not provide any facilities or programs to
reduce the daily work pressures

13. | Management rarely encourage or pay attention to
the proposals presented to the interest of work

14. | Employees are not supported with necessary
training. Workers qualifications are not used in
the optimal way for the interest of work and
increasing productivity

All items of the field 493 177 | 49.34 | -7.95 | 0.000*
* The mean is significantly different from 6

534|294 | 5335 | -2.98 | 0.002* | 7

570|281 | 57.03 | -1.40 0.082 2

549 | 244 | 5491 | -2.75 0.003 5

570|278 | 57.03 | -141 0.080 2

The mean of item #2 “I do tasks additional to my main tasks without being appreciated or
rewarded for this additional work™ equals 5.82 (58.17%), Test-value = -0.86, and P-value =
0.195 which is greater than the level of significance o =0.05. Then the mean of this item is
insignificantly different from the hypothesized value 6. The researcher concludes that the
respondents (Do not know, neutral) to this item.
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The mean of item #8 “I have many family conflicts because of my work since my family
does not understand the nature of my job” equals 2.75 (27.54%), Test-value = -19.20, and P-
value = 0.000 which is smaller than the level of significance .= 0.05. The sign of the test is
negative, so the mean of this item is significantly smaller than the hypothesized value 6. The
researcher concludes that the respondents disagree to this item.

The mean of the field “Satisfaction balance" equals 4.93 (49.34%), Test-value = -7.95, and P-
value=0.000 which is smaller than the level of significance o =0.05. The sign of the test is
negative, so the mean of this field is significantly smaller than the hypothesized value 6.The
researcher concludes that the respondents disagree to field of “Satisfaction balance".

The result according to item #14 is agreed with (Abu-Shaban, 2014).Also result obtained
from the respondents’ answer to item # 8 agrees with (Banat, 2009).Results were also
supported by other studies like (Uwaida, 2008),(Mahmoud, 2014), (Al-Tatari), (Dahdouh,
2010), (El-Balbisi, 2012), (Reddy, 2013), (EI-Saqqga, 2009)and (Muheisin, 2004).

This result disagrees with (Abu Mousa, 2004), who revealed that employees in UNRWA are
unsatisfied. The study aims at identifying the level of satisfaction among UNRWA's
employees in regard to performance appraisal and its incentives. Furthermore, the study was
held in 2004 where many job aspects of work environment, conditions and modifications of
salary and job grades were done. This might be the reason behind the difference between
results. Results also inconsistent with (Ramadan, 2009) that using the information technology
in the administrative work leading to decrease in employees’ satisfaction. The results of the
study (Gupta & Parul, 2010) that was held in India for employees at telecommunication
companies disagree with the above results; where a justification for this may be due to the
differences between the two researches in the population and the country.

d. In General (Work-life balance)

Table (5.20): Means and Test values for ""Work-life balance"

c [}
< £§ 2| 8=
I D t o) (] — - X
Item g & SESX z 2e | B
° h a 24
o -
Time balance 4.97 1.92 49.74 7.06 0.000* 2
Involvement balance 5.09 1.71 50.92 -7.03 0.000* 1
Satisfaction balance 4.93 1.77 49.34 -7.95 0.000* 3
All Items of Work-life balance 4.99 1.52 49.94 -8.76 0.000*

*The mean is significantly different from 6

Table (5.20) shows the mean of all items equals 4.99 (49.94%), Test-value =-8.76 and P-
value =0.000 which is smaller than the level of significance o =0.05. The mean of all items
is significantly different from the hypothesized value 6. The researcher concludes that the
respondents disagree to all items of Work-life balance. This means that the results revealed a
low level of work-life balance among administrative employees at UNRWA- Gaza Field
Office.
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To get better understanding on the obtained results, an order-ranking question was
incorporated at the end of the questionnaire; asking each respondent to rank his/her existing
work-life balance from 1 to 10; where 1 indicates the highest focus on non-work life and 10
indicates the highest focus on work. The mean value for this question equals 5.75, which
supports the above obtained results; as well as reflects that most of UNRWA administrative
employees think that they have balance between their work and non-work lives.

This study agrees with (Balbisi, 2012), (EI-Hinnawi, 2011) that aims at identifying the role of
Information Technology in time management of UNRWA Schools Principals in Gaza
Governorates. Results are also consistent with studies like (Ammar, 2009), (Anila, 2014) and
(Nassar, 2013).

This research results doesn’t agree with (Currie and Eveline, 2010) study which held in an
Australian university for academics with young children; and results conflicted with studies
(Dayyoub, 2014) and (Almalki at el., 2012) that aimed at identifying the quality of work-life
for employees in the telecommunications sector in Syria and to improve the retention of
primary healthcare (PHC) nurses through exploring and assessing their quality of life in
Saudi Arabia in respectively.

Hypothesis Testing

1. Hypothesis (1): There is a significant correlation at a < 0.05 between the use of
Software (email and web-based applications) and Work-life balance.

Table (5.21): Correlation coefficient between the use of Software (email and web-based applications) and
Work-life balance

Pearson Correlation | P-Value
Coefficient (Sig.)
Relationship between the use of software (e-mail and web-based
L . 579 0.000*
applications) and the time balance
Relationship between the use of software (e-mail and web-based -
L . .656 0.000
applications) and the involvement balance
Relationship between the use of software (e-mail and web-based -
L . . .393 0.000
applications) and the satisfaction balance
Relationship between the use of Software (email and web-based -
L ) 621 0.000
applications) and Work-life balance

* Correlation is statistically significant at 0.05 level

Table (5.21) shows that the correlation coefficient between the use of Software (email and
web-based applications) and Work-life balance equals 0.621 and the p-value (Sig.) equals
0.000. The p-value (Sig.) is less than 0.05, so the correlation coefficient is statistically
significant at o = 0.05. It could be concluded there exist a significant relationship between the
use of Software (email and web-based applications) and employees’ Work-life balance.

The result comes in line with (Haeger & Lingham, 2014)and (Maruyama at. el, 2009). Where
it is not in line with (Kotecha at. el, 2014) that investigated the implications of technology

assisted supplemental work (TASW) on the work-life conflict (WLC) of academics in South
Africa; and result also is conflicted with (Williamsand at. el, 2014) that conducted in

85|Page

www.manaraa.com



Australia to examine the effects of email intrusion on work-life balance. This difference can
be justified as both studies held in different countries and they were applied for academic
employees.

2. Hypothesis (2): There is a significant correlation at a < 0.05 between the use of
Hardware(smart phone, tablet, and Laptop) and Work-life balance.

Table (5.22): Correlation coefficient between merger of the use of Hardware (smart phone, tablet, and
Laptop) and Work-life balance

Pearson Correlation | P-Value
Coefficient (Sig.)
Relationship between the use of Hardware (smart phone, tablet, and -
. .708 0.000
Laptop) and the time balance
Relationship between the use of Hardware(smart phone, tablet, and
. .611 0.000*
Laptop) and the involvement balance
Relationship between the use of Hardware(smart phone, tablet, and
) ; 344 0.000*
Laptop) and the satisfaction balance
Relationship between the use of Hardware(smart phone, tablet, 632 0.000%
and Laptop) and Work-life balance ' '

* Correlation is statistically significant at 0.05 level

Table (5.22) shows that the correlation coefficient between the use of Hardware (smart
phone, tablet, and Laptop) and Work-life balance equals 0.632 and the p-value (Sig.) equals
0.000. The p-value (Sig.) is less than 0.05, so the correlation coefficient is statistically
significant at oo = 0.05. The researcher concludes there exist a significant relationship
between the use of Hardware (smart phone, tablet, and Laptop) and Work-life balance.

The result agreed with (Fleck at. El, 2015), (Adkins and Premeaux, 2014), (Yildirim and
Ansal, 2014) and (Maruyama at. el, 2009); where result was disagreed (Boswell and
Buchanan, 2010) that investigated how the use of communication technologies beyond work
hours relates to work-to-life conflict. The difference in the work nature for the study’s
population may be a reason behind this difference.

3. Hypothesis (3): There is a statistical significant effect at ¢ < 0.05 for the advanced
technology (hardware and the software: IPad, Laptop, Smart phone, email and Web-
based applications) on Work-Life Balance.

Table (5.23):Result of Stepwise regression analysis

Variable B T Sig. R R-Square F Sig.

(Constant) 1.540 | 5.108 | 0.000*

Hardware (smart phone, IPad, and laptop) | 0.329 | 4.846 | 0.000* | 0.676 0.456 114.17 | 0.000**

Soft\_/var_e (email and  web-based 0301 | 4.248 | 0.000*
application)

* The variable is statistically significant at 0.05 level
* * The relationship is statistically significant at 0.05 level

By using a Stepwise regression, results obtained can be summarized as follows:
a) The Multiple correlation coefficient R =0.676 and R-Square = 0.456. This means

54.6% of the variation in Work-Life Balance is explained by the advanced
technology (hardware and the software: IPad, Laptop, Smart phone, email and Web-
based applications).
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b) The Analysis of Variance for the regression model. F=114.17, Sig. = 0.000, so there
is a significant relationship between the dependent variable Work-Life Balance and
the independent variables "the advanced technology (hardware and the software:
IPad, Laptop, Smart phone, email and Web-based applications)”.

c) For the variable "hardware (smart phone, IPad, and laptop", the t-test =4.846, the P-
value (Sig.) =0.000, which is smaller than 0.05, hence this variable is statistically
significant. Since the sign of the test is positive, then there is significant positive
effect of the hardware (smart phone, IPad, and laptop) on Work-Life Balance.

d) For the variable "software (email and web-based application)”, the t-test = 4.248, the
P-value (Sig.) =0.000, which is smaller than 0.05, hence this variable is statistically
significant. Since the sign of the test is positive, then there is significant positive
effect of the software (email and web-based application) on Work-Life Balance.

e) In addition, based on the P-value (Sig.), the most significant independent variable is
hardware (smart phone, IPad, and laptop), then software (email and web-based
application).

f) The regression equation is:

Work-Life Balance = 1.540+ 0.329* (Hardware) + 0.301* (Software)

The above result revealed that the 5 advanced technology items (email, web-based
applications, IPad, laptop, smart phone) together do significantly increased in WLB; however
the result indicated that hardware (smart phone, laptop and IPad) has better impact on WLB
than the software (web-based applications and email).

4. Hypothesis (4): There are statistical differences at a significant level 0.05 among the
responses’ mean of respondents regarding the impact of advanced technology on
work/life balance, attributed to the following demographic factors: gender, age, job
grade, education level, years of service, type of contract, monthly salary, number of
years in current position, living area, marital status, and number of children.

This hypothesis can be divided into the following sub-hypotheses:
a. There are statistical differences at a significant level 0.05 among the responses' mean
of respondents regarding the impact of advanced technology on work/life balance,
attributed to gender.

Table (5.24): Independent Samples T-test test of the fields and their p-values for Gender

No. | Field Means Test si
Male Female | Value 9.

1. The use of software (email and web-based application) 5.57 4.93 2.458 | 0.015*

2. The use of hardware (smart phone, IPad, and laptop) 5.94 5.44 1.870 | 0.043*
The use of advanced technology (software & 573 517 2291 | 0.023*
hardware)

1. Time balance 5.31 4.59 2.507 | 0.013*

2. Involvement balance 5.38 4.77 2.392 | 0.018*

3. Satisfaction balance 5.23 4.60 2.349 | 0.020*
Work-life balance 5.30 4.65 2.874 | 0.005*

* The mean difference is significant a 0.05 level

Table (5.24) shows that the p-value (Sig.) is smaller than the level of significance o = 0.05
for each field, then there is significant difference among the respondents toward each field
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due to gender. The researcher concludes that the personal characteristics’ gender has an
effect on each field. This result comes in line with (Anila, 2014), (El-Balbisi, 2012) and
(Yildirirm & Ansal, 2014).

b. There are statistical differences at a significant level 0.05 among the responses' mean
of respondents regarding the impact of advanced technology on work/life balance,
attributed to age.

Table (5.25): ANOVA test of the fields and their p-values for age

No. | Field Means Test
lessthan | From35- | 45and Value Sig.
35 less than 45 | above
1. The use of_soﬂware (email and web- 501 547 595 1119 | 0329
based application)
2. The use of hardware (smart phone, IPad, 534 592 577 1627 | 0.200
and laptop)
The use of advanced technology 517 568 548 1537 | 0218
(software & hardware)
1. Time balance 4.42 5.22 5.19 3.169 | 0.045*
2. Involvement balance 4.66 5.26 5.29 2.363 | 0.097
3. Satisfaction balance 4.60 5.02 5.16 1.422 | 0.244
Work-life balance 4.57 5.15 5.21 3.014 | 0.052

* The mean difference is significant a 0.05 level

Table (5.25) shows that the p-value (Sig.) is smaller than the level of significance o = 0.05
for the field “Time balance”, then there is significant difference among the respondents
toward this field due to age. The researcher concludes that the personal characteristics’ age
has an effect on this field.

For the other fields, the p-value (Sig.) is greater than the level of significance a. = 0.05, then
there is insignificant difference among the respondents toward these fields due to age. The
researcher concludes that the personal characteristics’ age has no effect on the other fields.

c. There are statistical differences at a significant level 0.05 among the responses’ mean of
respondents regarding the impact of advanced technology on work/life balance, attributed
to job grade.

Table (5.26): ANOVA test of the fields and their p-values for job grade

No. | Field Means Test
5-less | from 8- less from10- | From 14- Value Sig.
than 8 than 10 lessthan 14| Above
1. The use of software (email
and web-based 5.12 5.55 5.33 5.19 0.384 | 0.765
application)
2. The wuse of hardware
(smart phone, IPad, and 5.20 6.02 5.86 6.36 3.010 | 0.032*
laptop)
The use of advanced
technology (software & | 5.16 5.77 5.58 5.67 1.227 | 0.301
hardware)
1. Time balance 4.49 4.63 5.25 5.83 3.510 | 0.017*
2. Involvement balance 4.89 5.35 5.17 5.15 0.524 | 0.666
3. Satisfaction balance 4.82 5.44 4,95 4.67 0.841 | 0.473
Work-life balance 4,74 5.18 5.10 5.16 0.865 | 0.461
* The mean difference is significant a 0.05 level
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Table (5.26) shows that the p-value (Sig.) is smaller than the level of significance o = 0.05
for the fields “The use of hardware (smart phone, [Pad, and laptop) and Time balance”, then
there is significant difference among the respondents toward this field due to job grade. The
researcher concludes that the personal characteristics’ job grade has an effect on the other
fields.

For the other fields, the p-value (Sig.) is greater than the level of significance o = 0.05, then
there is insignificant difference among the respondents toward these fields due to job grade.
The researcher concludes that the personal characteristics’ job grade has no effect on the
other fields.

d. There are statistical differences at a significant level 0.05 among the responses' mean of
respondents regarding the impact of advanced technology on work/life balance, attributed
to education level.

Table (5.27): ANOVA test of the fields and their p-values for education level

No. | Field Means Test
Diploma | Bachelor Master & Value Sig.
Degree Degree | PhD Degree
1. The use of software (email and web-
based application) 5.06 5.26 5.45 0.434 | 0.649
2. The use of hardware (smart phone, 476 578 6.19 5700 | 0.004%
IPad, and laptop)
The use of advanced technology 492 5 49 580 2477 | 0.087
(software & hardware)
1. Time balance 3.91 5.06 5.51 6.299 | 0.002*
2. Involvement balance 4.71 5.13 5.26 0.933 | 0.395
3. Satisfaction balance 4.73 5.01 4.87 0.300 | 0.741
Work-life balance 4.48 5.06 5.17 1.987 | 0.140

* The mean difference is significant a 0.05 level

Table (5.27) shows that the p-value (Sig.) is smaller than the level of significance a = 0.05
for the fields “The use of hardware (smart phone, IPad, and laptop) and Time balance”, then
there is significant difference among the respondents toward this field due to education level.
The researcher concludes that the personal characteristics’ education level has an effect on
the other fields.

For the other fields, the p-value (Sig.) is greater than the level of significance a. = 0.05, then
there is insignificant difference among the respondents toward these fields due to education
level. The researcher concludes that the personal characteristics’ education level has no effect
on the other fields.

e. There are statistical differences at a significant level 0.05 among the responses' mean of
respondents regarding the impact of advanced technology on work/life balance, attributed
to years of service.

Table (5.28): ANOVA test of the fields and their p-values for years of service

No. | Field Means
Less 2 - less 7- less 13- less 20 Test Sj
than 2 than 7 than 13 | than 20 and | Value g
years years years years above
1. | The use of software (email 527 | 476 5.10 557 | 550 | 1.275 | 0.282
and web-based application)
2. | The use of hardware (smart | g gq 5.20 5.60 588 | 594 | 0.903 | 0.463
phone, IPad, and laptop)
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The use of advanced
technology  (software & 5.55 4.97 5.33 5.72 5.67 | 1.191 | 0.317
hardware)
1. Time balance 4.64 4,55 5.00 5.07 5.27 | 0.724 | 0.577
2. Involvement balance 4.70 4.83 4.94 5.23 5.43 | 0.907 | 0.461
3. Satisfaction balance 4.77 4.36 4.89 5.19 5.16 | 1.211 | 0.308
Work-life balance 471 4.56 4,94 5.17 5.27 | 1.228 | 0.301

Table (5.28) shows that the p-value (Sig.) is greater than the level of significance o = 0.05
for each field, then there is insignificant difference among the respondents toward each field
due to years of service. The researcher concludes that the personal characteristics’ years of
service has no effect on each field.

f. There are statistical differences at a significant level 0.05 among the responses' mean of
respondents regarding the impact of advanced technology on work/life balance, attributed
to type of contract.

Table (5.29): Independent Samples T-test test of the fields and their p-values for type of contract

No. | Field Means Test Si
Fixed-Term Other | Value 9.
1. The _use_of software (email and web-based 599 519 0276 | 0.783
application)
2. The use of hardware (smart phone, IPad, and 573 556 0494 | 0.622
laptop)
The use of advanced technology (software & 5 49 537 0391 | 0.696
hardware)
1. Time balance 5.03 4,72 0.819 | 0.414
2. Involvement balance 5.14 4.85 0.885 | 0.377
3. Satisfaction balance 5.04 4.44 1.712 | 0.089
Work-life balance 5.07 4.64 1419 | 0.158

Table (5.29) shows that the p-value (Sig.) is greater than the level of significance o = 0.05
for each field, then there is insignificant difference among the respondents toward each field
due to type of contract. The researcher concludes that the personal characteristics’ type of
contract has no effect on each field.

g. There are statistical differences at a significant level 0.05 among the responses’ mean of
respondents regarding the impact of advanced technology on work/life balance, attributed
to monthly salary.

Table (5.30): ANOVA test of the fields and their p-values for monthly salary

No. | Field Means
Less 1,000 - 1,300 — Test si
than less than and Value 9.
$1000 $1,300 above
1. The _use_of software (email and web-based 592 598 536 0081 | 0.922
application)
2. The use of hardware (smart phone, IPad, 532 591 6.16 3390 | 0.036*
and laptop)
The use of advanced technology 597 558 570 1089 | 0339
(software & hardware)
1. Time balance 4.45 5.27 5.56 5.604 | 0.004*
2. Involvement balance 4.92 5.31 5.10 0.899 | 0.409
3. Satisfaction balance 5.04 4.88 4.82 0.247 | 0.781
Work-life balance 4.83 5.12 5.12 0.777 | 0.462
* The mean difference is significant a 0.05 level
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Table (5.30) shows that the p-value (Sig.) is smaller than the level of significance o = 0.05
for the fields “The use of hardware (smart phone, [Pad, and laptop) and Time balance”, then
there is significant difference among the respondents toward this field due to monthly salary.
The researcher concludes that the personal characteristics’ monthly salary has an effect on
this field.

For the other fields, the p-value (Sig.) is greater than the level of significance o = 0.05, then
there is insignificant difference among the respondents toward these fields due to monthly
salary. The researcher concludes that the personal characteristics’ monthly salary has no
effect on the other fields.

h. There are statistical differences at a significant level 0.05 among the responses' mean of
respondents regarding the impact of advanced technology on work/life balance, attributed
to number of years in current position.

Table (5.31): ANOVA test of the fields and their p-values for number of years in current position

No. | Field Means Test
lessthan | 4-less | 6and Value Sig.
4 years than 6 | above

1. The .use-of software (email and web-based 508 508 541 0.790 | 0.455
application)

2. ;I;giog)se of hardware (smart phone, IPad, and 555 592 570 0368 | 0.693
The use of advanced technology (software & 528 548 554 0399 | 0.672
hardware)

1. | Time balance 4.71 4.87 5.11 | 0.704 | 0.496

2. Involvement balance 4.84 4.80 5.29 1.592 | 0.207

3. Satisfaction balance 4.41 4.85 5.17 2.817 | 0.063
Work-life balance 4.63 4.84 5.19 2.255 | 0.108

* The mean difference is significant a 0.05 level

Table (5.31) shows that the p-value (Sig.) is greater than the level of significance o = 0.05
for each field, then there is insignificant difference among the respondents toward each field
due to number of years in current position. We conclude that the personal characteristics’
number of years in current position has no effect on each field.

i. There are statistical differences at a significant level 0.05 among the responses' mean of
respondents regarding the impact of advanced technology on work/life balance, attributed
to living area.

Table (5.32): ANOVA test of the fields and their p-values for living area
No. | Field Means Test
North | Gaza | Middle | South | Value

5.07 5.22 5.30 5.64 | 0.505 | 0.680

Sig.

1. The use of software (email and web-based
application)

2. The use of hardware (smart phone, IPad,
and laptop)

The wuse of advanced technology
(software & hardware)

5.60 5.90 5.30 577 | 1.074 | 0.362

5.32 5.54 5.27 570 | 0.478 | 0.698

1. Time balance 4.69 5.15 4.68 5.15 0.815 | 0.487
2. Involvement balance 5.05 5.03 5.03 5.48 0.449 | 0.718
3. Satisfaction balance 5.24 4.60 5.01 5.70 2.811 | 0.041*

Work-life balance 5.03 4.89 4,92 5.47 0.929 | 0.428

* The mean difference is significant a 0.05 level

91| Page

www.manaraa.com



Table (5.32) shows that the p-value (Sig.) is smaller than the level of significance o = 0.05
for the field “Satisfaction balance”, then there is significant difference among the
respondents toward this field due to living area. The researcher concludes that the personal
characteristics’ living area has an effect on this field.

For the other fields, the p-value (Sig.) is greater than the level of significance o = 0.05, then
there is insignificant difference among the respondents toward these fields due to living area.
The researcher concludes that the personal characteristics’ living area has no effect on the
other fields.

J. There are statistical differences at a significant level 0.05 among the responses’ mean of
respondents regarding the impact of advanced technology on work/life balance, attributed
to marital status.

Table (5.33): Independent Samples T-test test of the fields and their p-values for marital status

No. | Field Means Test Sig
Married | Other | Value '
1. The use of software (email and web-based application) 5.27 5.28 -0.019 | 0.985
2. The use of hardware (smart phone, IPad, and laptop) 5.71 5.65 0.136 | 0.892
The use of advanced technology (software & hardware) 5.47 5.45 0.042 | 0.967
1. Time balance 5.02 4.55 0.994 | 0.322
2. Involvement balance 5.12 4.83 0.676 | 0.500
3. Satisfaction balance 4.95 4.77 0.403 | 0.687
Work-life balance 5.02 4.73 0.785 | 0.433

Table (5.33) shows that the p-value (Sig.) is greater than the level of significance o = 0.05
for each field, then there is insignificant difference among the respondents toward each field
due to marital status. The researcher concludes that the personal characteristics’ marital
status has no effect on each field.

k. There are statistical differences at a significant level 0.05 among the responses' mean of
respondents regarding the impact of advanced technology on work/life balance, attributed
to number of children.

Table (5.34): ANOVA test of the fields and their p-values for number of children
No. | Field Means
Test
1-less | 4-less | 6and Value
than4 | than 6 | above

511 5.49 5.19 5.13 | 0.499 | 0.684

None Sig.

1. The use of software (email and web-based
application)

2. The use of hardware (smart phone, IPad,
and laptop)

The wuse of advanced technology
(software & hardware)

5.42 5.80 5.69 574 | 0.270 | 0.847

5.25 5.64 5.43 539 | 0.389 | 0.761

1. Time balance 4.38 499 5.01 5.31 1.129 | 0.339
2. Involvement balance 4.60 5.13 5.31 5.00 1.019 | 0.386
3. Satisfaction balance 4,53 5.07 5.19 457 | 1.389 | 0.248

Work-life balance 451 5.06 5.17 492 1.154 | 0.329

* The mean difference is significant a 0.05 level
Table (5.34) shows that the p-value (Sig.) is greater than the level of significance o = 0.05
for each field, then there is insignificant difference among the respondents toward each field

due to number of children. It was concluded that the personal characteristics’ number of
children has no effect on each field.
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Chapter Six
Conclusions and Recommendations
Introduction
The aim of this research was to explore the impact of advanced technology on work-life

balance for the administrative employees at UNRWA-Gaza Field Office. This chapter
discusses the key findings and recommendations that the researcher suggests to enhance and
promote the work-life balance for employees within the existence advanced technology. This
chapter is divided into three main sections: Conclusion, Recommendations and Proposed
further studies.

Conclusions

As discussed in the literature, technology has a nature to remove boundaries of work-
place. This research investigates the impact of the software technology (email and web-based
applications) and the hardware technology (IPad, tablet, and laptop) on employees' time,
involvement and satisfaction balance in work and family roles (work-life balance) through an
empirical study of the employees at UNRWA- Gaza Field Office.

This study is conducted through survey of 175 employees of UNRWA; where the
adoption of the advanced technology continues at an increasing through introducing new
software applications and new mobile devices. Three hypotheses include other sub-
hypotheses were empirically examined. In the light of the findings which were presented in
the previous chapter the most important findings are:

1. Advanced technology (software & hardware)

a. Results revealed that there is a significant relationship between the use of
Software (email and web-based applications) and Work-life balance. More than
half of the respondents agree that using email and web-based applications offer
flexibility that encourage them to work from home, this causes increasing in the
workload, extend the working hours, and reducing time for the social life.
However, this wasn’t associated with work-family conflict. The more adoption of
the software applications, the more ability to obtain the desired balance among
employees. Reason behind this is most of the UNRWA’s administrative tasks
depend on the web-applications and the email, employees will find it more
flexible, comfortable and more confident when they know that they have the
ability to do their job from anywhere at any time; plus, this may avail more time
for family or personal issues.

b. Results show that UNRWA’s employees agree that using the advanced
technology for work contributed to the interference between work and personal
life. However, it doesn't lead to family conflicts.

c. There is significant relationship between the use of Hardware (smart phone,
tablet, and Laptop) and employees’ Work-life balance. Although mobile devices
providing employees with 24/7 connection to their office causing increase in
working hours. Employees agreed that this issue has no negative effect toward
their family responsibilities. Explanation may be provided for this, the majority of
the respondents are youth professionals; they have the interest on how to integrate
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new technology in their work tasks; as well as they have positive attitude toward
any new technology that facilitate their work or/and non-work duties. So, they
feel mobile devices have a positive impact and support achieving the balance
between employees’ work and non-work lives.

d. The study shows that employees believe that the hardware plays higher positive
effective role than the software in creating the desired employee's work-life
balance.

e. The respondents believe that mobile devices (IPad, laptop and tablet) can
streamline work processes and communication.

f.  Most of the respondents believe in the positive impact of using the mobile devices
in keeping them updated on work related issues.

g. The use of advanced technology (hardware and software) will lead to improve
employee's ability to manage his/her time and involvement balance between work
and family or personal demands; as well as enhance employee's satisfaction
balance but at a lower level; because this item depends on many other factors like
financial, demographic and organizational factors.

h. Technology is a double-edged sword. While innovations such as smart phones,
laptop, tablet, and wireless networks allow employees to work anywhere, they
also allow work to follow them anywhere. As an overall evaluation for this
dimension, results show that there is a low level of agreement from the
respondents on the positive role of the advanced technology (software &
hardware) in supporting employees’ work-life balance.

2. Work-Life balance (time balance, satisfaction balance, involvement balance)

a. The research results revealed that there is a low level of work life balance exists
among administrative employees at UNRWA; Employees are not able to manage
their work life balance and personal obligations properly; this may be because of
the nature of their job that required them to handle work related issues beyond
official working hours.

b. Results show that employees seem to experience different levels on the three
WLB’s components. results found that employees are better able to balance their
involvement and time; while the satisfaction balance was found as the most
challenging component to achieve as it depends on many factors. According to
the results obtained, the following reasons may contribute to have low level of
satisfaction among UNRWA's employees:

e The long distance between employees’ houses and work stations.

e In addition, employees believe that UNRWA is not supporting its staff
members as they need; such as providing more training courses, creating
creative environment by encouraging new ideas and providing psychological
support through activities to reduce work stressors.

e Results show that employees are handling additional work tasks without any
type of recognition or appreciation, as well as they are not rewarded for their
better performance.
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o Employees feel that they are not valued for their high commitment toward the
work as they expected.

e More than half of the respondents believe that the grievances presented to the
administration by employees are not treated fairly and transparently.

e Also respondents are not completely satisfied with UNRWA's programs to
support social and family activities.

c. The results show that employees can achieve low level of time balance; this can
be explained as all employees now own mobile devices where they frequently use
it when not at work to access work emails and other applications; further, the
mobile devices that enable work applications encourage employees to be
connected to the work at times outside of the normal work schedule, away from
the office, leads to spend more time for work related issues and generated a sense
of being work all the day. Also results show that about half of the respondents
feel it is not easy for employees to take any kind of the official leave that offered
by UNRWA, when they needed; this gives employees the feeling of being stuck
at office when they should not be.

d. The study revealed that one of the challenges that face the employees in
balancing their work and non-work lives is because employees are giving the
work high priority and the full attention; trying not to reject any additional work
task even if it requires more time, effort and commitment to additional hours.
This can be seen either a positive side in the work environment that motivate
employees to perform more tasks in addition to their normal duties; or it may
reflects a negative work environment where employees cannot express their
feelings or opinion in rejecting or apologizing for performing additional tasks.

€. As a result of the high employees’ commitment to the work. Results show that
approximately half of the respondents were often benefited from UNRWA's
work-life programs; and more than half of the respondents are usually, spending
additional hours in work during their off days and they are ready to cancel or
postpone any social activity for being at work when needed. This impacts
employees’ role toward family responsibilities and lead to increase working
hours.

f.  About half of the employees found that they have the ability to manage their
work and personal or family demands (involvement balance) at low level.

g. Most employees expressed that they are happy with their work environment and
colleagues and their relations are good in the organization.

h. Most employees are happy with the communication systems they had with the
management and their direct supervisors. So it can be said that communication
systems in UNRWA is good and effective.

I. Most employees were accepting the pay which is paid for them. They are neither
satisfied nor dissatisfied with their monthly salary.
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The Sample Characteristics

Results show that the male staff members are using the technology more than the
female staff members, thus the male employees were found better able to balance
their work and personal life.

There is significant difference among the respondents toward time balance only due
to age; where the mean value for the age group (35 to 45) found to have highest
value. The results showed insignificant difference due to age toward involvement or
satisfaction balance, and the use or hardware or software technology. This may be
interpreted as employees at moderate ages (35 - 45) — which represent the majority of
the respondents - are more likely to focus on their career life and how to improve
their living situation by enhance their professional skills and experience, plus
showing their supervisors their high commitment in the work. They are willing to
work for additional hours even if this will negatively impact their other non-work
responsibilities. Furthermore, people at different ages use the mobile devices for work
differently; so the schedule time is also different.

Respondents' job grade has an effect on the fields "Time balance and the use of
hardware". This result may be explained as employees at different job grades have
different responsibilities and duties to perform; they are also provided with different
mobile devices. Within the current advanced communication techniques, employees
are able to handle their work responsibilities outside the office, employees are more
likely to use technological facilities in carrying out their daily work anywhere and
anytime, which lead to create time imbalance.

In making a comparison in the results between the two groups of job grades (8-less
than 10, and 14- and above), it is noticed that employees at grades (8-less than 10) is
using software applications more than the mobile devices, whilst employees at the
grades (14 and above), which represent employees at supervisory level, are more
using the mobile devices than the software applications for the work; this result
reflect the nature of employees' jobs as supervisors are not supposed to use the
UNRWA's software applications as much as employees at lower grades do.

There is significant difference among the respondents toward “The use of hardware
(smart phone, IPad, and laptop) and Time balance” due to respondents' educational
level. This difference may be result due to the different in the usage pattern of the
mobile devices by different educational level, for example employees at a higher
educational level are using intensively the mobile communication devices after the
workday for the work that make them unable to manage their time schedule. Most of
the respondents are high educated employees, in addition to exclude the operational
level from the target sample with less than secondary school education, so more
accurate results were concluded to all the fields.

Results found that the respondents’ opinion on the field (satisfaction balance) affected
by the living area. The mean value for the southern area reported the highest value,
which means that employees who live in the south are less satisfied compared to other
staff members; as they are more likely to spend longer time in the way between their
houses and their work station in the field office — Gaza; that require them to leave
their home earlier and to reach their home late by an hour compared to employees
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who live in Gaza which may be exhausted. In addition, it is not easy to take a leave
the office for an hour, as an example, in emergency cases similar to other employees.
There is significant difference among the respondents toward “The use of hardware
(smart phone, IPad, and laptop) and Time balance” due to monthly salary.

There are no significant differences of the population’s individual’s perceptions
according to their personal and professional characteristic (years of experience, type
of contract, number of years in current position, marital status, and number of
children).

The majority of the respondents are fixed-term married employees, being in their
current position for 6 years or more, with monthly salary between $700 and $1,000,
have bachelor degree at job grade between 10 and 14, their age group (35 — 45), live
in Gaza area.

. Hypotheses Testing

. There is a significant statistical relation between the use of email and software
applications and employees’ Work-life balance. From the researcher's point of view,
this could be attributed to the nature of the administration profession; where they may
need to check their emails continuously, many times during the non-working time, for
example the clerk who work in the travel office must check his/her email; because
she/he supposes to follow up all issues related to the travel for the local and
international staff, in order to take the necessary arrangements on time. Other
employees feel that they must check their emails for possible urgent matters; they feel
that they will be asked for a respond regardless the time of receiving the email.
Managers, for example are more likely to check their emails more than the other staff,
as they want to be updated about the important decisions; in addition they have higher
possibility for receiving urgent emails or urgent calling for meetings. On other hands,
other employees who are concern to improve their career choose to check and send
emails during the non-working time, in order to draw the attention of their supervisors
on their hard efforts and high commitment, responsible and care about the work for a
possible promotion in future. Following the same analogy and explanation provided
for this paragraph, the result is logical for the employees' use of the web applications
beyond the official working hours. As UNRWA concerns to facilitate the work
process and to improve the internal communication among staff, it adopts many web-
applications such as the HR applications; and the remote applications that enable
users to access their work PCs remotely when they are at home.

. There exist a statistically significant relationship between the Hardware (smart phone,
tablet, and Laptop) and Work-life balance. This relationship depends on how the
hardware is being used by the employees. An explanation for this result may be
supported by the absence of clear rules regarding the use of the UNRWA's mobile
communication devices. For example, some employees, who have UNRWA's smart
phones with SIM, believe that they cannot shutdown the phone after the working
hours; further, they belief that they must answer any call in off days or after the
working hours. This gives the employees the sense that they are overloaded and
connected to the office all the time. On other side, according to the sample
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demographic characteristics (50% of the respondents are high educated employees,
with more than 6 years in their current position and at age group between 35 and 45
years), they will be satisfied when integrate new technology for performing job-
related functions regardless its impact on their WLB. Moreover, results indicate that
those employees may consider the work role to be an important component of them,
and they are seeking to be involved in the important decision and tasks, thus they are
internally motivated to extend their workday through technological tools because they
consider their work central to their existence. Specifically, employees who feel
affective attachment toward an organization or employees with high ambition; they
are likely to put in extra effort to contribute to that organization and thus report
greater use of the mobile communication devices after normal working hours in work
issues.

c. The result indicated that hardware (smart phone, laptop and IPad) has more positive
impact on WLB than the software (web-based applications and email). In addition,
results show that about half of the variation in employees’ Work-Life Balance is
explained by the advanced technology (hardware and the software: IPad, Laptop,
Smart phone, email and Web-based applications).

d. There are statistical differences of the population’s individual’s perceptions according
to their personal and professional characteristic (gender, age, job grade, education
level, monthly salary, and living area).

Recommendations
In light of the aforementioned results the researcher recommends the following:
1. Advanced technology (software & hardware)

a. Results show that using the advanced technology helps employees to balance their
life. So, the researcher recommends increasing the adopting of the software
applications that facilitate employees’ daily work.

b. Moreover, the researcher recommends integrating more mobile communication
devices in work; plus issuing technical and administration instruction to manage and
clarify this area; the top management must consider the demographics of the
employees.

. The results found that hardware devices have the higher impact on WLB than the
software, so UNRWA may use laptops for its administrative employees instead of
using the desktop PCs; morever it should encourage its staff members to use their
smart phones applications through targeting the employees in various professional
and advanced training courses about how to integrate technology in work in order to
ease work duties and make it more enjoyable and about the available advanced
features in the mobile devices that support their work-life balance.

2. Work Life Balance (time balance, satisfaction balance, involvement balance)
a. Most of the respondents feel that they are not able to balance work and personal

obligations. So, UNRWA should develop more supportive work-life balance
culture; consider work-life as part of the organization strategy that provides a
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solid return on investment for the employee and the employer. This can be

implemented through the following recommendations:

e Increasing employees’ entitlement to make use of existing WLB programes;
through encouraging more flexible working arrangements such as part-time,
telecommuting work, strict maximum hours and strengthening less hour work
culture; as well as Assign time limits for scheduling and announcement of
important meetings and overtime.

e Empowering senior staff to play more effective role in supporting employees'
personal liabilities, by organizing special trainings designed for supervisors
and managers to discuss their roles in WLB policies.

e In order to provide support work environment, UNRWA should identify areas
of policy development and implementation where change may be required;
plus issuing administrative and technical instructions about working during
holidays and assigning specific additional tasks to employees not related to
their normal duties. This should be implemented in coordination with the
departments’ heads to be accepted and achievable.

e In order to help employees to achieve time balance and decrease the
interference between work and non-work, managers should clarify
expectations regarding after-hours communication and encourage teams to
develop daily routines that respect work and personal boundaries.

e To better achieving employees’ WLB, the management should ensure fairness
and consistency in the way than policies that support work life balance are
implemented.

e Employees need to be more aware of their work-life priorities and strive for its
attainment. So it is important to invite employees to participate / attend
meetings and workshops to discuss issues like staff entitlements, policies, e-
mail file management, and expectations; to help employees to understand that
Work-life balance initiatives are not only an option, but also a necessity for
many employers today.

e Work-life balance initiatives should be designed to be sensitive to employees’
needs. Responding to the changing needs of employees and employer and
ensuring employees are aware of existing and changed policies.

e Adopting Work-life balance initiatives of different strategies; such as time-
based initiatives (alternative work schedule,compressed workweek,
telecommuting), Information-based strategies (relocation assistance, work-life
brochure and intranet), Direct services (childcare and dependent care), and
Culture-change strategies (trainings or focus on employees’ performance).

e Develop monitoring and evaluation tools to measure the effectiveness and the
impact of the work-life balance programmes has on staff (survey, structured or
unstructured meetings, workshop, ..etc).

Satisfaction balance was shown as the most challenging component for the

employees. In order to increase the satisfaction among employees, UNRWA can

implement the followings:
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A good starting point for this is by encouraging employees to attend
Personality Development programmes, stress management, and self-care
sessions on regular basis, to improve their personality as well as enhancing
their knowledge on how to deal with work stressors, type of stressors and how
to avoid anger.

e Conduct regular recreation facilities/ activities targeting employees with their
families outside UNRWA installations;

e Promote the counseling services through organizing sessions in topics based
on employees' work life balance problems or needs.

e UNRWA may implement some activities; such as fitness center, no response
to email during weekends, schedule breaks in the workday, social events to
strengthen at work friendships, employees family events to strengthen family-
work connections and the understanding, family day, competitions games for
employees and/or their children, employee of the year competition, sharing
success stories, grandparent's day off, free transportation services for social
events, compulsory vacation and discount from some stores.

e UNRWA should encourage staff to participate in trainings and education, by
arranging for scholarship with external partners, as well as conduct seminars
or workshop for knowledge sharing.

c. Employees believe that they are not valued for their better performance. So,
UNRWA should improve the incentive system it has to be more effective. Provide
rewards or recognition for creative approached to support work-life balance and
for other work related proposals. This will motivate the employees to work with
more commitment and involvement.

d. In order to increase the effectiveness of the trainings, UNRWA should implement
comprehensive training programmes that response to employees needs and help
them in improving their daily work; such as time management and competencies
(problem  solving, teamwork, professionalism, computer skills, and
communication skills).

e. In order to increase the employees’ awareness regarding the existing WLB
programmes, UNRWA should provide a manual book for employees’
entitlements to serve as a guidance on WLB programmes; it should includes
detailed description for all the available WLB programmes.

f. Increase the work-life balance options for men and employees without children.

Suggested Topics for Future Studies
Future studies may need to consider:

1.
2.

The impact of employees' work-life imbalance on performance and productivity.

How the organization can effectively change their cultures to become more family-
friendly.

Comparative study on work-life balance policies, programs and impacts between the
NGOs and non-NGOs organizations in Gaza.

Factors influence Work-Life Balance.

Pros and Cons of the mobile communication devices.
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Al -Azhar University
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Al -Azhar University
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Al -Azhar University
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Appendix 11
Questionnaire in English
First dimension: Personal information

1. Gender L] Male 1 Female
2. Age L1 less than 25 LI From 25 -less than 35
[J From 35 - less than 45 [ From 45 — less than 55
(155 and above
3. Job Grade [15-lessthan 08  [J from 08- less  [J from 10- less 1 From 14-
than 10 than 14 Above
4. Educational Level (1 Diploma [J Bachelor 1 Master & PhD
Degree Degree Degree
5. Years of Experience [ Less than 2 (02 -lessthan7 [ 7-lessthan12 [112 and
years years years above
6. Type of Contract (] Fixed-Term L] Daily Paid L1 OD29 (SSA) LI LDC
7. Monthly salary [CJLess than $700  [1$700 — less [J$1,000 — less [1$1,300 —
than $1,000 than $1,300 and above
7. Number of yearsin  [lless than 2 [] 2-lessthan4 [ 4- less than 6 [J6 and
current position years above
8. Living Area [J North [] Gaza L] Middle [ South
9. Marital Status 1 Single ] Marred 1 Divorce O Widow
10. No. of Children 1 None (1 1- less than4  [14- less than 6 16 and
above

11. Which of the followings does UNRWA provide you? (Check the box with “X”)

UNRWA SIMwithMobile

UNRWA Tablet

UNRWA Laptop
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Second group: the questionnaire sentences

Please evaluate the impact of the Advanced technology on Work-Life balance for the
administrative staff at UNRWA- Gaza Field Office; by writing the number between 1 and 10
to evaluate your agreement to the following sentences, where number 10 indicates that you
agree and it decreases in progress.

Second dimension: the use of advanced technology (software & hardware)

First: the use of software (email and web-based application)

# | Item (1-10)

1 | Web-based applications contributed to the interference between work and special
life

2 | Email and web-based applications led the work to be done inside house and as a
result reduced the time allocated forfamily and friends in the social and
entertaining activities

3 | Email and web-based applications increased the load of work outside working
hours

4 | Email and web-based applications increased working hours

5 | Email and web-based applications limited my professional ability

6 | Email and web-based applications decreased my professional ambition since the
only beneficiary of these applications are those who have technological
background

7 | Email and web-based applications increased the acute competition between work
colleges

8 | My use for email and web-based applications negatively affects my family
liabilities

9 | My use for email and web-based applications decreased my social visits and
meeting friends outside work

10 | My use for email and web-based applications caused many family conflicts

Second: the use of hardware (smart phone, 1Pad, and laptop)

# Item (1-10)

11 | Smart phones and tablets caused me to be stuck to work all the day specially
outside work

12 | Smart phones and tablets increased the load of work

13 | Smart phones, tablets and mobile phones negatively affected me to do my
responsibilities toward my family

14 | Smart phones and tablets increased working hours

15 | The use of smart phones, tablets and mobile phones for work stands an obstacle to
create a separator between work and special life

16 | The use of smart phones, tablets and mobile phones for work causes me many
family problems

17 | The use of smart phones, tablets and mobile phones for work decreases the time
allocated for social and entertaining activities

18 | The use of smart phones, tablets and mobile phones allows me to be continuously
updated with work developments

19 | Granting me a mobile phone, a tablet or a laptop by UNRWA increases my

responsibilities after the formal working hours
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Third dimension: Work-life balance

First: Time balance

# | ltem (1-10)

20 | Work administration calls me to a meeting after working hours or during my
holidays what may cause me to cancel some special social activities

21 | I cannot easily get any kind of holidays which the organization gives to its
employees

22 | My official working hours do not suffice me to end all my work tasks

23 | lusually work during weekends, official holidays and feasts

24 | My work does not allow me to find time for my family

25 | I rarely benefit from the programs presented by UNRWA to help employees in
their family obligations like ( Paternity, Maternity, flexibility in working hours etc.

26 | Work arrangements contribute to increasing working hours what may form an
obstacle for workers to do their family obligations in a betterway

27 | My work includes many tasks and responsibilities which demand me to follow
work even after the end of working hours

28 | I never apologize to do any additional work responsibilities even if it requires me
more time, effort and commitment to additional hours

29 | Sometimes I find it hard to distinguish between when to end my professional life
and when to start my special life

Second: Involvement balance

# Item (1-10)

30 | Additional working hours during weekends and official holidays cause me to
neglect my family responsibilities and obligations

31 | lalways care to be at work when needed even if it requires me to cancel or delay
an obligation for my family

32 | I rarely participate with my family in the social and entertaining activities and
those provided by the organizations to its employees

33 | My current job does not allow me to be involved with my family as | am supposed
to be

34 | I sometimes ask for the help of my family members to do, on behalf of me, some
activities which require my existence like school, health, social and family-related
activities and that is because of my being busy in work affairs

35 | I rarely participate with the family in any entertaining activity

36 | I always think of my family during work, therefore I find it difficult to focus on my
work

37 | The time I spend outside official working hours negatively affects my social life
like visiting relatives or friends

38 | Organizations do not grant sufficient facilities to achieve harmony between work
and personal life conditions

39 | I always seek to find a way to keep connected to work during entertaining
activities like making sure | stay connected to the internet to check email and keep
connected with work colleges

Third: Satisfaction balance

# Item (1-10)

40 | The nature of my current work does not meet my skills and educational
qualifications

41 | | do tasks additional to my main tasks without being appreciated or rewarded for
this additional work

42 | |1 do not allocate time for activities which make me feel satisfied and happy
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43

My choice to do additional tasks is optional and not obligatory

44

Employees do not always know their responsibilities and they are not supported
with their needs on time

45

I am surrounded with a negative work environment whether from work colleges or
from the direct supervisor where everyone avoids sharing information, experiences
and knowledge to help each other

46 | I always have much accumulated and unachieved work

47 | 1 have many family conflicts because of my work since my family does not
understand the nature of my job

48 | There is no job description for all the tasks | do

49

The salary | get from my work does not suffice me to fulfill my special
requirements and needs

50

The grievances presented to the administration by employees are not treated fairly
and transparently

51

UNRWA does not support any entertaining activities to the employees with their
families as it does not provide any facilities or programs to reduce the daily work
pressures

52

Administrations rarely encourage or pay attention to the proposals presented to the
interest of work

53

Employees are not supported with necessary training. Workers qualifications are
not used in the optimal way for the interest of work and increasing productivity

54. Please draw a circle on the number that describes exactly the current balance in your
work and your personal life, so that if you choose, for example, the number 3, this means that
you give attention and focus to work equivalent to 3 degrees and 7 degrees for your own life.

Personal

Work 1 2 3 4 5 6 7 8 9 10 .
Life
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Appendix 11

Questionnaire in Arabic
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