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Abstract

The study is focused on impact of work life cortflan job performance of female school teachers evkdeping
organization policy as a moderating variable. Datess collected from 200 female school teachers tiéreint
schools using questionnaires. Result showed thak \life conflict has a negative impact on job penfi@ance of
female employees and Organization policies do noterate this relationship. The results are analyssdg
Regression and other statistical tests to check wiether organization policies contribute to rezlweork life
pressure and stress or not. The research provedmpeovement is desired in improving organizatjpolicies to
enhance female teachers’ performance and increasenotivation reducing work life pressure ancistr

Keywords: Work Life conflict, Job performance, OrganizatioaliBy, Education sector, Pakistan, female teachers,
private schools

1. Introduction

Work related stress heavily influences various etspef one’s career and in this regard most imporark related
stress is work life conflict (Bedeian, Burke&Moffet988).Strains due to participation and workingtao roles
result in work life conflict (Greenhaus&Beutell,8%). Job and parental stresses are positivelyecttat work family
conflicts and this conflict can badly affect heal{iinokur, Pierce & Buck, 1999). Managing workelitonflict
increases the commitment of employees (Siegelnkash Post &Garden, 2005). Employees need to prpjoiedhl
with work and family transitions and define a boandbetween them because otherwise the overlapebetthem
can result in burnout (Hall & Richter, 1989).

The education and learning drives society to the paprogression and civilization. Education se¢saot explored
to the extent to measure the workers satisfactiwh raotivation. Developed country like America haidl sot
acknowledged the importance of learning especi#lly distance learning and has little rewards fer Workers.
(Wolcott, 1997) and same applies to Southeast Whiere the concept of female job satisfaction andkvetress in
education field is still not explored. The studydertaken addresses this issue of work life conflimbng Pakistani
female teachers to increase their level of motivatind improve their job performance.
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Problem Statement
"How Work Life Conflict can be managed to increasethe Job Performance of Female employees”
Significance of the Problem

In Pakistan the participation rate of female inrkforce has significantly increased in the lastefh years.
Therefore, this study will enable the organizatitmsetain their valuable employees’ especially dsmemployees
by managing work life conflict issue.

Research Objectives

The objectives of our study are separately givebedew:

1 To study and examine the reasons for work-life lbctrih females

2 ldentify those factors which can minimize work-lenflict in females and increase there performance

3 How the organization can better develop attractingloyee policies in order to decrease work-lifafiict in
female?

2 Literature review

Literature relevant to impact of work life conflion women’s job performance indicates a number asfables
which determine work life conflict. Some of thegmdfngs are given as follows:

Work Life Conflict

In the past twenty five year there has been a anbat increase in work due to information techggidntense work
environment and a performance culture in most eftfyanizations expects more and more from thepl@yees yet
offers little security in return.

Work and family lives are co-dependent. Conflictcigated because of certain reasons i.e. whem giraduced
because of performing one role makes it difficolt the person to perform another role at that tamé also when
specific behaviors are allocated to only one rolelevone has to perform two roles. Work schedulesrk
orientation, marriages, children and spouse empéoyrpatterns may all produce pressures to parteipeensively

in the work role or the family role. (Greenhaus &uell, 1985).The interaction between work and farmonflict
and Big five personality model was done and it @snd that work demand, work and family support and
neuroticism were found to be the most interferingables with work life conflict (Blanch&Aluja, 2@)

Work life conflict and stress was found to be aanagason in turn over intentions (Noor & Maad, @0GBymptoms
of stress are manifested both physiologically asgichologically. Persistent stress can result irdiogascular
diseasesexual healtlproblems, a weaker immune systand frequent headaches, stiff muscles, or backdichan
also result in poor _coping skillsrritability, jumpiness, insecurity, exhaustioand difficulty concentrating. Stress
may also lead to binge eatirgmoking and_alcohotonsumption.

More parent employee conflict is reported from wartlean men because women are still supposed tespemsible
for the child care. (Mallard & Lance, 1998) Womehb jrelated well being is negatively related witlifpemance of
family emotion work. (Wharton & Erickson, 1995) Hento work conflict and distress has stronger retesiip
among women in routine jobs (Schieman, McBrier &n@y 2003)

In Pakistan majority of women are employed as temchs it is a conservative society most of thepedstill
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consider teaching profession as most suitable ferle. But it does not mean that this profes&dinee from job
stressors. Power dynamics, religious and cultumaims, lack of support, poor communication and ieetfi’e
leadership are some of the barriers in conflict agement. To minimize the impact of work life cocffliesearchers
have also proposed methodologies and policies.|&iyisome of the studies done on female’s wafik ¢ionflict
propose that there should be reduced work hountoried female teachers at their workplaces inmt@eeduce the
impact of work life conflict and to increase thé jovolvement (Chang, 2002).

Job Performance

With the ongoing changes within the organizatidhe,performance concepts and performance requitsnaea also
undergoing change. Female workers’ participatiowank force is the requirement of new age.

Level of stress experienced by female school teachhile performing their jobs remained the intéraflsseveral
researchers and an extensive research work is olortieis regard. It was found that female schoolchesas
experience different types of stress during thaneer. The sources of stress are different. Sontleeotress types
are Work-related and Profession related stressilélynage, marital status, joint/nuclear familysggm and school
system (government or private) also influencessstrperformance level and self efficacy of femaleos| teachers
in Pakistan (Hanif, 2004). Those teachers who r@ghfy appointed as teachers are more enthuskhestelow stress
and perform much better. On the contrary thosehexacwho are more experienced and are older, nhativation
becomes low, performance level becomes poor ardsstevel increases. Married teachers experience shess as
they have increased responsibilities. Similarlyntitamily system provides more support to a fenmabgchers thus
significantly reducing stress level and elevatihg performance. Government and private school &xachave
different level of stress. Incentives, regularitscipline and teaching skills provided to a prevatchool teacher
make them more equipped to deal with pressure mpae to government school teacher who are depnfe¢lde
above mentioned facilities. The finding of thiseasch also suggests the role of our belief systetedcher stress
and job performance. Teaching is interrelated tmilfa socialization settings and educational envinemt. If
teachers have positive belief system then theyaxifierience less stressful situation at work. Tiloeee our belief
system needs to reconstruct.

The wages of teachers have fallen steadily sind®.Bmilarly the working conditions of the schoalg getting bad
which in turn increases the turnover rate of teexidanushek&Rivkin, 2007). It means that qualifyeachers can
largely be enhanced with the help of incentives r@neards offered to them by their respective orggation.

Organization Policy

In all industrialized countries the family policiggve changed significantly since 1970. Immediateher
World War 1l the policies introduced mainly based the male breadwinner. Since 1970 the family pegdic
witnessed change as more and more female empletemtsd participation in jobs (Gauthier, 2002). Térmale
breadwinner (FBW) is a common role of a woman iment arena. It greatly impacts the familial redas,
individual identities and the policies of the orgation which address several issues addressingethe
breadwinners. Among several things identified by\;Bvorry and pressure was one of the

aspects experienced by females (Meisenbach, 2088j)efore since 1980 there has been increased éoctie

well being of family. Five states of America wepesifically active in proposing family oriented fmiés which
include California, Lllinious, Connecticut ,Massatéss and New York (Wisensale, 1990). Europe hss al
developed different policies to support dual eagrfamilies. Both work family conflict (hours workezbr week)
and family work conflict (childcare responsibility)ere associated with use of family friendly pagi(Frye &
Breaugh, 2004). Employees who are satisfied anteaded with their work show more customer focuisuale.
Another main factor for satisfaction is the fairmesf judgment shown by the supervisors and managers
regarding employee’s ability and performance.

3 Methodology

The methodological approach used in this researauantitative approach where data was collectexligih two
different scientific methods. First was literatussiew which was a secondary source of informatlarliterature
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review an in depth assessment of previous resesashdone, which was basically a limestone for thesent
research. On the other hand, primary data wasatetewith the help of a questionnaire. The teaclrens the
private schools were taken as the unit of samplifige sampling technique used in the study to gatlata is
Convenience sampling. A total of 200 questionnaivese distributed among the teachers of privateaish

Hypothesis

H1: Work life conflict negatively impact on job performance.

H2: OrganizationaPolicy moderates the relationship between work life confind job performance.
Variables

Our study is focused on the different variable®. derformance is the dependent variable. The inuigre variable is work
life conflict and organizational policy is the modtng variable

4 Analysis and discussion

The results show the correlation between dependgigble (job performance) and independent vargabhork life
conflict). The correlation between work life corfland job performance is -.403**. Between job perfance and
organization policy is .521** The (**) means thatreelation is significant at 99% confidence intdrva

The regression analysis for job performance thexéent variable indicate
N=150

R Square=.162

Adjusted R Square=.155

F Value= 24.746

The value 0.162 (R square) shows that the amouvairidition brought in the dependent variable byititependent
variables. This shows that the change brought fiedéent variable by independent variable is 16%.

It means there is a significant change broughtoim derformance of female school teachers by Wdekdonflict
which is depicted with the value of 15% which isignificant value.

The moderating regression analysis results revehbtdnteraction term was highly insignificant(pt> .001 withg

= -4.24,R2 = .285,f =.584 and 4R2 = .002) thus rejecting the second hypothesis. Tisns that moderating
variable i.e., organization policy do not moderdtes relationship between work life conflict and jperformance.
Therefore H2 is rejected.

Teachers are essential for the effective functigroh education systems and for improving the quaiit learning

process. In Pakistan teachers share many probkemsmber of factors can be underlined: high popairagrowth

rate, poverty, widespread illiteracy, deep-rooteddgr inequality, persistent rural-urban gap, Eehitapacity and
capability in matters relating to the formulaticexecution and evaluation of public policy and miabiion of

effective use of available resources etc.

1. Impact of Work life Conflict on Job performancefdmale teachers

Oneof the major challenges faced by a female teaahé&akistan is Work life conflict. Socio-culturalctars are
mainly causing work life conflict among female teacs. As a result teachers’ performance is lows Thievident
from the finding of the study conducted. The Catieh study conducted shows that there is a negativrelation
between Work life conflict and Job performance. Vakie (-.403**) clearly shows this aspect. Therefthe result
that work life conflict is negativity associatedtivjob performance is in favor with another studye by (Eckman,
2002).

2. Organization Policy Does Not Moderates the relatiom
Organizatiorpolicies do not moderate the relationship betweenkWfe conflict and job performance. The value of
Interaction term (-.424) clearly shoes that itrisignificant. This means to reduce work life cartftind to increase
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job performance of female school teacher the doutivn of organization policy is not that significa
5 Conclusion

The results clearly suggest that work life confliels a negative relationship with job performaride moderating
variable selected i.e., Organization policies do moderate the relationship between work life dehfand job

performance because there is lack of policies ldas which can give relief to the female schoakteers to cope
up with the issue of work life conflict or maybeetk is no awareness regarding welfare policieseafales.

Therefore the need of the hour is that policiesntnimize work life conflict should be implemented $chools to
encourage more and more teachers in this profesgitmat is offered to teachers has a significantachpn the
teaching force and the quality of teaching andirglrun on high-quality education.

6 Recommendation

1. Teachers are the building block of society. Theptdbute a lot towards the prosperity and growth of
society in particular and a country in general. Loevwformance of teachers need to be addressedisigrio
for the sake of welfare and betterment of wholéetgc

2. Teacher training can play a vital role in givingokviedge to the female teachers to deal with thdexges
of work life conflict. Work life conflict managemeskills should be made a part of both pre-sereicd
in-service training.

3. Similarly change of the social status of teachem@niother area which needs to be addressed. Tig be
the most complicated, difficult, and hard to imptarh In Pakistan, education system is still basedhe
traditions of British colonial rule, where sociaghsis was attached to being a civil servant ndieimg a
teacher.

Teachers’ salary should be enhanced and changishmbrought in the system.

5. The decision to make rewards and compensation miagle and competent is challenging for the
government but it is the need of the time and ésrttost desired by the workers and researchersnaditio
as well as internationally.
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Table 1. Table 1 (Correlation Analysis)

Work Life Conflict Job Performance Organization Policy

Work Life Conflict 1 -.403** -.091
Job Performance -.403** 1 521**
Organization Policy -.086 521 1

** Correlation is significant at the 0.01 level {@ied).

Regression Analysis
Table 2 (Regression Analysis)

Beta T value Significance
Work Life Conflict -.403 -4.975 .000

Table 3(Moderating Regression Analysis)

STEP1 BETA R SQUARE CHANGE IN R SQUARE
.079 .079

Control variables

Step 2

Work life conflict -.396 .284 .205

Organization Policy

Step 3

WL.OP -.424 .285 .002

Value of t of the interaction term WLOP is (-.549)
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