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Abstract:

Work life balance (WLB) is an important topic of human resource management
and has become a top priority for workers everywhere. Some organisations trying to
attract and retain their valued employees by implementing and managing WLB
programs and policies.

The purpose of this study is to examine the factors related to work life balance
and job satisfaction. It will explore the impact of open office environment, telework and
work life balance on job satisfaction in the Oil and Gas organisation in the United Arab
Emirates. The main objectives of this study are: to investigate the influence of the open
office environment on employees’ satisfaction, to examine the relationship between
telecommuting and job satisfaction, to identify good work flexibility arrangements that
can lead to job satisfaction, to examine the relationship between Work Life Balance and
job satisfaction and lastly to provide a list of recommendations that could help the
organisations and employees to achieve a better work life balance and job satisfaction.
A self-administered questionnaire was distributed randomly to a sample of 195 full-time
employees used in this study and data collected accordingly.

The findings show that Work Life Balance (WLB) is significantly and positively
correlated with job satisfaction. In addition, telework and an open office environment
have a positive correlation with job satisfaction.

The importance of providing good WLB arrangements within an organisation is
highlighted in the recommendations to improve employees’ satisfaction, enhance their

performance, and collaboration and hence increase productivity.
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Chapter 1: Introduction

1.1 Introduction:

The work life balance varies from country to country. In all countries, some
people have their own business and have no requirement to go to a work organisation
and obey company policy. This does not mean that they have a balanced life between
their work and family. For example, a business owner may have a company and spend
a lot of time managing and working within it. The majority of the day may be spent on
the business, impacting negatively on relationships with family. People like to have their
own life balanced with their work. They want to find time for life outside of work to have

more time to spend with their family and on other social life activities.

Dual career couples have increased rapidly in recent years because of the growth of
market demand and the increased participation of women in the workforce. This can be
seen too in the UAE as the government supports women by providing them with high-
level education and encouragement to become involved in the work place. This effort
from the government aims to provide women with the choice to work and potentially
help their family with financial support. As a result, dual career couples not only work to
help each other financially, but are also interested in their careers and what they are
doing. This situation may lead men to share more of the home related tasks, such as
care of the elderly and childcare, which can lead to work life conflict. In many cases,
they find it a very difficult challenge to balance their work and life, and especially so for
couples who have young children. Problems within families are reflected in the behavior
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of its members. For instance, a family who suffers from a parent’s inability to achieve a
balance between work and family life could lose the ability to manage and deal with
family matters. As an example, if a father spends most of the day away from home, his
children would not be able to sit with him as they need. Children in certain age group
need a stable home environment, whether from the father or mother, and often they
need strong participation in their raising by both parents. A lack of contact affects the
feelings of children towards their parents when they feel that they are less important

than their parent’s work.

Some families hire a housemaid to take care of their children as they are busy with
work. This alternative solution can lead to many other problems in raising children. For
example, most of the housemaids in the UAE are from Asian countries where they have
different culture and language, so they are not talking with children in their mother
tongue which can have a negative effect on children’s language skills. In addition,

housemaids have different behavior and habits which may impact on kids negatively.

Organisations should play a vital role to support their employees by providing them high
level services to care for children such as a childcare center in or close to the
organisation. Some companies are trying to attract employees by implementing
programs or policies designed to help the needs of their employees such as flexi-time,
childcare, sport center, job sharing and care of the elderly. Managing people in the
organisation should be an easy task for a Human Resource Department, but the many

changes in the workplaces and employees lives have created a challenge in balancing
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work life and personal life. This also leads to a complicated relationship between
organisations and its employees. Organisations are looking for better performance and
productivity, whereas people are looking for enjoyment, pay, promotion and job
satisfaction while maintaining their personal lives. In order to have better performance
and productive employees, the organisation should apply work life balance policies to
achieve good results from their employees.

Employees view the issues of WLB from a different perspective. Recently, people come
to work not only to build, achieve and contribute, but also to gain benefits, which allow
them to enjoy life outside work. Different people have different needs from work life
balance, depending on his/her life. For example, a good work life balance for someone
who is single with no children is different than a couple with children. In addition, work
life balance is changes over time for everyone as their lives get busy and have more
responsibilities. As a result, some organisations try to create the best work life balance
for their employees, these do not fit some of the staff as they must ultimately create and
find the balance for themselves. Increases in work duties and technology have also

meant that people work longer hours.

Some studies have found that people working full time have increased their average
working hours from 43 hours to 47 hours per week. These long working hours could
cause many problems not only to the personal life of employees, but also to his/her
health resulting in stress, absenteeism and lack of job satisfaction. Sometimes people
feel very stressed at work because of workload and meeting projects deadlines. This

stress can lead to minor health problems, which can also impact on employee’s
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performance and their attendance. For example, if an employee feels very stressed and
has health issues, he/she will start taking days off from work which can add more costs
to their employers. Moreover, having ineffective WLB and working for a long time could
lead to work stress. This stress can create problems within family. For instance, an
employee who is overloaded with work and facing stress at work will take out his/her
stress and anger on their kids when they reach home. Sometimes they also reach home
very tired and fall asleep on the couch while watching Television. What is more, stress
not only affects employees’ families, but also it affects his/her focuses and health. For
example, an employee may be driving his/her car back home and is not focusing and
concentrating on the road, which is very dangerous and could lead to a car accident.
Moreover, employees who have long working hours and stress at work could end up
being late or absent from work the next day because of overtiredness. In addition,
Edwards, et al. (2009) found that dissatisfaction with jobs, careers and working
conditions created particularly high stress for employees with higher education. Higher
gualified employees may be given greater responsibilities and workload which could
add more stresses to their daily life.

Some married employees would like to have a flexible time policy in order to handle
family matters. For instance, sometimes employees would like to take few hours before
arriving to work because his/her child is sick and he/she needs to take him/her to the
hospital or doctor. Also in some cases, employee were absent for an entire day
because of an illness situation within the family In addition, a 2003 study by the Families
and Work Institute found that working fewer hours a week can make people happier and

more productive than those who worked longer hours. Moreover, some studies found
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that people who fear losing their job work longer hours and only take short vacations. In
addition, better organisations provide ample freedom to employees as far as the
flexibility of work is concerned. For example, if an employee needs leave on a particular
day, such organisations may be ready to provide it by asking the employee to
compensate by working at other times. Such flexibility might not be given by
organisations that are poorly managed.

“Part time work, job sharing and pay averaging for purchasing additional annual leave
may assist mature- employees to reduce their working time” (Work, family and lifestyle,
p.77)

As the number of organisations grow and the number of employees increases in
the United Arab Emirates (UAE), HR management should come up with an efficient and
effective WLB policy to satisfy all employees which should lead to a better performance
and job satisfaction. Some organisations implement flexible work arrangements such as
on-site childcare and telecommuting or allowing employees to work from home (Ferries,
& Weitzman, 2001). Additionally, these implementations would support the needs of

employees to have more time with their families and their personal life.

1.2 The purpose of this study:

The purpose of this study is to investigate the current status of Work-Life-
Balance policies in Oil and Gas organisations in the UAE and to provide a list of
recommendations that should help achieve a better work life balance and higher job

satisfaction.
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This study will provide the Oil and Gas organisation in the UAE with a new way of
working flexibly, which will lead to job satisfaction and better work life balance. This
study is important because no previous study has been undertaken in the area of work
life balance (WLB) and job satisfaction in the Oil and Gas organisations in Abu Dhabi,
so this study will fill the gap. The findings of this study will not only help the organisation
to implement good work flexibility arrangements, but will also help to implement them in
an effective way. In addition, the results of implementation of the recommendations of
this study will help employees have a better life balance and higher job satisfaction.
People will have more time with their families and other non-work related activities and
achieve greater job satisfaction. Moreover, this study could provide useful results which
can be used for business and government leaders when they make policy decisions
regarding the implementation of WLB programs. It can also help human resource
professionals to design a better WLB program and policy to help organisations and their

employees have a better balance between work and personal life
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1.3 Aim and objectives:

The aim of the research is to explore the relationships between work life balance,
open office, telework and job satisfaction in the Oil and Gas Organisation in the UAE

and to develop associated theories.

Objectives:
e To investigate the influence of the open office environment on employees’
satisfaction
e To examine the relationship between telecommuting and job satisfaction.
e To identify good work flexibility arrangements that can lead to job satisfaction.
e To examine the relationship between Work Life Balance and job satisfaction.
e To provide a list of recommendations that could help the organisation and

employees to achieve a better work life balance and job satisfaction.
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1.5 Problem Statement:

When people are dissatisfied with their workplace and job, it leads to a negative
impact on their work outcomes and personal life. Some employees have real problems
managing their time with work duties and family responsibilities which leads them to feel
dissatisfied with work arrangements in the workplace. What is more, stress and anxiety
are increased due to work overload. Another problem is that some employees in open
office environments are dissatisfied because of lack privacy and its distraction. The
open office environment may be an obstacle in reaching a good work life balance. In
addition, some employees can not finish their tasks at the workplace because of

workload and other work conflicts and sometimes they stay longer hours.

Organisations need to provide their employees with arrangements that help them
to finish their tasks at home such as telework technology. Furthermore, some
employees who work longer hours find that it is difficult for them to be involved with their
family activities and feel that work impact on their full participation with their family which

impacts negatively on their work life balance.
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Chapter 2: Literature Review
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Chapter 2: Literature Review:
2.1 Introduction:

Many changes in the industries and workplaces have changed and affected the
work and personal lives. These changes have risen in recent years as a result of large
numbers of working people and the entry of more women in the labor force.

Women used to take care of their families and children and men used to work.
However, nowadays most women work and share their duties with men in different
organisations and at different job levels. For example, a working woman needs to both
fulfill her duties as a wife, a mother and a daughter in the family, and also take care of
her duties and responsibilities at her workplace. The UAE government encourages
women to work in different sectors and areas. Also, many women have graduated from
different universities and are holding degrees which also help them to find a job and
work in different organisations. In some cases working, especially for women who are
married and have young children, could impact negatively on children’s care as the
mother is unable to be with her kids all the time. Also the impact of a nanny or
housemaid with different language and manner could influence children negatively. The
government and organisations should find and support work life balance programs and
policies that could help employees achieve better and flexible work arrangements.
Some researchers have studied different aspects of Work-Life-Balance (WLB). For
example, Grove and Crooker, (1995) have mentioned that flexible work hour and
childcare polices could increase employees satisfaction and commitment to the
organisation. However, Manfredi and Holliday (2004) discussed the relationship

between paid work, personal life and full life. They argue that the idea of work-life
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balance is based on the fact that personal life and work should be seen separately (p.5).
The needs of the employees as well as the employer have to be fulfilled, and for that a
balance between the employee needs and the employer demands must be reached. It
is a fact that both the employee and the employer have specific needs. These needs
are often contradictory. The employer is concerned with workplace needs, whereas the
employee is working to fulfill his/her personal needs. So an employee has to consider
family needs even if he/she is a committed employee.

Good WLB is a vital reason for the organisation’s success because it leads to
higher productivity (Bloom et al. 2006). Organisations always look for higher productivity
from their employees, whereas employees always look for deriving satisfaction from
their work and family life. The interests of both the employee and the employer may
conflict quite often, which results in dissatisfaction both among employees and for the
employer. Organisations may believe that they need to exploit all the abilities of a
worker and they will normally turn a blind eye towards the personal needs of the
employee.

Bloom et al. (2006) also mentioned recent policy debates on European and
American ideas about WLB. In the below quote, former French president Jacques
Chirac has attributed the economic success of America and Britain compared to the
largest Continental European countries (France, Germany and Italy):

“This is due to the unleashing of market forces that has toughened up
competition in product markets through privatization, trade liberalization, the removal of
state subsidies for national champions, etc”. (Bloom et al 2006, p.6).

Globalization has opened the doors widely for the business community and most

of the multinational corporate companies are at present trying hard to exploit the current
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situation offered by globalization, privatization and liberalization policies. Such strong
competition among the corporate companies has resulted in employees having to work
hard and stay back for long working hours or overtime. Such long working hours are
actually causing problems in such employees’ families and social life.

It is not necessary that family and social commitments associated with the workers are
all the same. In other words, no two workers are alike as far as their social and family
commitments are concerned. For example, the family and society commitments of a
single person may be less compared to a married person. So it may not be possible for
a married person to extend his/her working hours like a bachelor and still be able to

achieve WLB.

Well managed firms have realized the importance of WLB in increasing the
productivity of an employee. They have realized that only an employee with a peaceful
mind will be able to concentrate on his/her work and to increase his/her productivity. If
an employee was worried about family commitments while working, they might not be
able to give full attention to duties and subsequently productivity would decrease. In
other words, there is no point in asking an employee to work for overtime if they are not
willing to do so due to other commitments.

Several studies have found that the implementation of good work life balance
policy leads to increased affective commitment to the organisation. (Thompson et al.,
1999). These policies could include childcare, flexible working hour and financial
assistance which not only increase affective commitment to the organisation, but also
decrease turnover among all employees. (Grover and Crooker, 1995). On the other
hand, Almidani (2008) has pointed out that

‘work life balance is not only about families and childcare, but also about working
less. It is about working “smart” (Almidani, 2008. p.13).
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With regard to Casper and Harris (2008) they found that a positive relationship
with the organisation leads to commitment for both men and women when they perceive
high support from the organisation. What is more, Pocock et al. (2009) mentioned that

about

“one third of full-time employees in 2009 are of the opinion that their work

frequently restricts time with family and friends. This is a more common

perception for full-time women than men” (Pocock et al. 2009, p.25).
As per role theory, employees have multiple roles in their home, society and workplace.
Traditional full time employment always creates some barriers to the family and social
needs of the employee. The roles of men and women are different in the family and the
society and full time employment affects men and women differently. For example, a
woman with an infant should concentrate more on the well being of the infant and
lengthy working hours would not help her in fulfilling her commitments to her infant.
What is more, Asadullah and Fernandez (2008) examined the role of work-life balance
practices and jobs satisfaction in Gender Gap in the UK and they found that WLB
practice has a positive relationship with job satisfaction as the females reported higher

level of job satisfaction than men. Also, their results prove that having good WLB

practice increase job satisfaction.
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2.2 Job satisfaction:

Job satisfaction is defined as the employee’s attitudes, feelings and behavior
towards his/her organisation (Chen, 2008). Over a decade several researchers in
different countries have studied and examined job satisfaction in some way. Also, they
linked it with different factors. For example, Elton Mayo of Harvard Business School
found strong evidence that people work for purposes other than pay. However,
Maslow’s hierarchy of need’s theory linked motivation to job satisfaction. His theory
explains the main five needs of people’s lives needs to be satisfied which are
physiological, safety, social, self-esteem and self-actualization. With regard to Edwin. of
Affat Theory (1976) he found that people are different in their job satisfaction. What
makes an employee very satisfied? Maybe he/she is less satisfied than another
employee, it depends on their interest and position. In this particular study, the
discussion will be mainly in the following five factors which influence job satisfaction:
pay, promotion, supervisor style, co-workers and tasks. Differently, Frederick Herzberg
described two main factors related to job satisfaction: motivation and hygiene. He also
mentioned that Hygiene factors include pay, supervisory practices, aspects of company
policy, and work conditions.

When employees are unclear about the tasks given to them and do not receive
enough input on the job they become unhappy and dissatisfied with their work. As a
result, this situation leads to a low level of job satisfaction. Furthermore, the relationship
between the subordinate and their supervisor is a vital aspect in the work place. The
employees can be happy and satisfied if their supervisor has a good relationship with

them. Also, a very friendly, helpful and willing to communicate supervisor has high job
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satisfaction themselves in addition to his/her subordinate. In addition, employees will
feel more satisfied when they feel that their supervisor is taking into consideration their
opinion and suggestion about work. Whereas other employees feel dissatisfied because
their supervisor is not willing to communicate with them and is not listening to their
suggestions.

In some cases, implementing a WLB program does not mean that all employees
will have a good and satisfactory work and job, because the program might be not
covering the full employees’ needs, and their responsibilities towards family and work
are different from others. Additionally, Todd (2004) has found that unsupportive
managers, heavy workloads and corporate cultures that promote long hours of work are
all contributors to the prevalence of work-life conflict (Todd, p.11). Most managers follow
autocratic approaches in the workplace which prevent employees from enjoying their
work life. These managers and the working conditions are mostly aimed at the wellbeing
of the organisation alone. The basic needs of the employees are quite often overlooked
because of the needs of the organisation. As a result, the employees feel that they are
not well supported by their managers which can affect an employee’s attitudes. In
contrast, Allen. (2001) explained how the components of a family supportive work
environment can impact employee job behaviors and attitudes.

Job satisfaction has different factors and one of the key factors is job promotion.
Promotion is the progress of moving an employee from his/her current position to
another higher position in the organisation hierarchy level. Employees get promoted not
only because of their experience, but also because of their skills and performance. By

contrast, bad attendance, exceeding vacation balance, absenteeism and poor
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performance are the main limiters against promoting employees. For example, an
employee who is absent most of the time and does not finish his/her tasks on time will
not be promoted by their supervisors. When the employees move to a new position as
they get promoted they will have new responsibilities. In some cases, the organisation
sends employees to training to obtain the new skills needed for new position. In
addition, promotion varies from one organisation to another with regards to benefits and
privileges. For example, in some organisations a promotion is only an increase the
salary and a change in the job title, whereas in other organisations it has many benefits
such as car loan, house loan, flight tickets and bonus pay.

Moreover, the work tasks and responsibilities carried with promotion are different from
one organisation to another. For instance, in some organisations the promoted
employees will maintain the same job and responsibilities, whilst in other organisations
new responsibilities and new tasks will be involved with promotion. Furthermore, in UAE
organisations some of UAE nationals prefer promotion to a managerial position more
than getting a salary increment, whereas expatriates tend to prefer to get promotion
benefits while working in technical positions. In addition, promotion procedures and
requirements are different from one organisation to another. For example, in some
organisations people need to go through an interview, a technical appraisal, take an
exam and find a free slot within the organisation structure. By contrast, other
organisations promote employees without going through many procedures. If the
employees complete a specific number of years of service in certain positions with good

performance they will be promoted to the next level. As a result, job promotion will lead
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to job satisfaction and when employees are satisfied about their new position, they will

be more proactive and have a higher performance.

An empirical study that discussed job satisfaction and emotions (Weiss and
Cropanzanos, 1996) found that a good mood is related to overall job satisfaction. In
addition, positive and negative emotion was found to be related to overall job
satisfaction. Similarly, Brief and Roberson (1989) found that people’s mood at work was
significantly related to job satisfaction.

The frame of mind of employees has an important role in controlling their
performances. For instance, an employee could have had a bad night because his/her
son had a car accident. As a result, this would impact on the employee’s mind and keep
his/her mind busy thinking of his son. On the next working day, he/she may go to work
in a bad mood which could impact performance negatively. Another example of having
a bad mood is when an employee has a very tough supervisor who is always shouting
at them, so the employee feels insecure which causes them to perform unsatisfactorily
and thus be in a bad mood. As the employee is a human with feelings and emotions,
whatever the feelings or emotions he/she develops from the family or the society will be
carried to the workplace as well. For example, if a husband has some problems with his
wife, he will carry the negative consequences of such conflicts to the workplace as well
and he may not be able to concentrate on his work properly.

“Workers in poorer quality jobs (with poor job security, work overloads, low levels

of time and task autonomy, low flexibility and low job satisfaction) have worse
work-life interference than those in better quality jobs” (Pocock et al, 2009, p.7).
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Fisher (2000) studied several hypothesized relationships between standard
measures of job satisfaction and real time effect while working. She found that there are
significant correlations between affect measure and job satisfaction. Additionally, she
suggests that the organisation should try to improve the emotions and moods of their

employees at work which may pay off in better job attitudes.

26



2.3 Open Office:

Nowadays, many organisations in the UAE have changed their office design and
layout to increase employees’ communication and improve team work between
employees by having open office environment. However, there are some negative
impacts of open office such as lack of privacy, noise and distractions. ome researches
report some negative impacts of open office such as low privacy and low level of
confidentiality of conversation (Marquradt et al. 2002 ; Sundstrom et al. 1982). These
problems lead employees to feel that they have lost privacy in their telephone
communication with their family which results in a poor balance between the work and
family. Disturbance is the primary cause of the lack of focus which impacts negatively
on productivity. Additionally, loud conversations on the telephone, conference calls and
ringing phones would disturb employees from their tasks which impacts on their

performance (Smith and Klein. 2008).

In addition, the number of employee involved in office work has increased.
Therefore, organisations should pay more attention to the working environment and try
to provide their employees with good working conditions. In addition, the number of
employee involved in office work has increases organisations should pay more attention
to the working environment and try to provide their employees with good working
conditions. Changing the work environment to an open office environment can help in
accommodating a large number of employees and offering more space. For instance,

the same square footage used for one employee in a closed office, can be occupied by
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four employees with office partitions. This change can create at times an unsatisfactory
working environment therefore become an obstacle in achieving a work life balance.

On the other hand, open office environment makes employees to have very easy
communication within the workstations and departments which accordingly assists in
knowledge sharing and team work. This also will shorten the wasted time of distributing
information as everyone is in the same area. For example, when an employee wants to
tell his/her colleagues about very useful information to helps finishing tasks more
easily, he/she just can standup and tell him/her instead of booking a conference room or
going to the colleagues’ office. Furthermore, managers and supervisors find it very easy
to be in constant contact with employees and to track them as everyone is in a visible
area. This helps in solving problems much faster as employees feel that they are able
to reach their supervisor or manager quickly without having to make an appointment,
enabling them to deal with problems effectively which leads to more productivity and
high performance. In addition, employees gain a better understanding and involvement
with the managers’ work as they can get information directly by overhearing

conversations, which leads to improve overall departmental targets.

Furthermore, open office plans have economical benefits to an organisation as it
saves through the square footage, real estate costs and in  energy to have one
centralized area to be lit, cooled or heated. In addition, it is cost effective in furniture
costs as it requires fewer furnishings, such as a chair, a desk and filing cabinet.

What is more, an open office environment helps employees to be more creative

as they can easily bounce ideas off each other and brain storming. Once a new idea is
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brought up by an employee other colleagues will develop it, until it has been produced
and put into practice.

Maher and Hippel, (2005) found that communication and team work between
employees increased as an indication of positive outcome of office change. Likewise,
the open office plan has a positive impact on employees’ satisfaction which is supported
by (Brill et .al, 2001; Wineman, 1986). Moreover, employees have great coordination
and sharing knowledge which has positive effects on productivity.( Reagans and
Zuckerman, 2001; Rulke and Galaskiewicz, 2000;). What is more, O'Nill (2007)
examined human resource, finance and procurement and found that workspace design
could help to promote team work, which has a positive impact on business process cost
and time. He also found a 5.5% decrease in business process time and cost for
employees who moved from an enclosed office environment into an open plan office
environment. This could be because relations between team members and social
communication were increased, and they felt they could talk and communicate to
anyone very easily resulting in a shorter business process. Additionally, open office
helps in solving problems faster as people get together for brain storming and think of
effective solutions.

In addition, the design itself of the open office workstation partition may have an
impact on employee’s satisfaction. For example, Yildirim, et al. (2007) found that office
design and layout could impact on employees’ satisfaction. They reported that
employees who have higher panel workstations were more satisfied than who have
lower panels. As a result, employees who were more satisfied with their jobs were also

more satisfied with their office environment. (Vietch et al. 2007)
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2.4 Telework /Telecommuting:

Technology has changed work life and it has so many features that can make our
lives easier. Telecommuting or telework is a work arrangement that uses technology to
provide people with the flexibility to work anywhere and at anytime as long as you have
a computer and internet connection Asadullah and Fernandez, (2008) say that flexibility
in timing and being allowed to work from home has large correlations with satisfaction.
Part time work, freelance work and work at home are job concepts which are rapidly
establishing their importance in many societies in order to achieve better WLB. Such
work systems provide immense freedom and flexibility to workers. For example, a
software professional can opt for the work at home option if he/she needs more
flexibility with WLB. In the current world of advanced technology, it is easy for software
professionals to take work from America and complete, it staying at his home in India or
China.

Implementation of telecommuting in an organisation has many advantages not
only to the employees, but also the employer. For example, lower absenteeism, better
moral, less stress and more schedule flexibility for the employees. On the employer
side, this implementation can be attractive to many employees and lead to more
productive and better employee retention. Additionally, telecommuting can save travel
time and cost for meetings and conference. For example, with the high cost of gas
people not only will save costs by not driving back and forth to a job every day, but also
save the frustration of sitting in traffic jams.

On the other hand, telecommuting has some disadvantages. For instance,

isolation of telecommuters can keep them away from the daily activities of the company
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and not fully aware of the things happening in the company. In addition, employees fear
that being off-site and out-of-sight will limit opportunities for organisational rewards and
promotions. Also, they will lack social communication with other colleagues and friends
in the company (Copper and Kurland, 2002). What is more, some home based
distractions affect telecommuters when they are sitting at home with their family, like
kids playing, guests visiting and other activities of the family. Furthermore, employers
can see telecommuting as a negative to the company because managers find it difficult
to monitor the work done by employees when they are working from home.
Management recognizes that monitoring the level of work done by employees is much
easier when they are in the office.

There are some companies in the world that have implemented teleworking
programs to take the advantage of technology in remote locations. For example, Cisco
Systems is the world’s largest provider of network systems for the internet. The
company believes that teleworking improves the quality of life for its workers. Hill et al.
(2003) examined the influence of work venue on aspects of work and personal/family
life. They found that telework enhanced business performance and enabled employees
to better balance work and family life. Kossek et al. (2006) examined the use of
telecommuting, job control and boundary management. They found that employees who
perceived greater job control had lower turnover intentions, family-work conflict and
depression.

Some researchers found that telework has positive effects on both job
satisfaction and satisfaction with the work schedule. Gajendran and Harrison (2007)

found that telework was connected with increased job satisfaction. In addition, Hill et al.
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(1998) studied and measured the productivity of employees using telework and found a
positive association between telework and performance among employees. Similarly,
Kossek et al. (2006) found in their review of telework programs that supervisors’ ratings
of performance had improved. In addition, telework not only increased performance, but
also reduced turnover. (Dex et al. 2001; Mcdonald et al. 2005). Telework is also
increasing profits of companies because it encourages employees to work longer hours
and achieve good results. (Meyer et al. 2001). For example, the recent Volcano chaos
impacted airlines and cost millions of US Dollars because of the shutdown of the
airports and cancellation of flights. However, on other hand, it has created huge profits
for the video conferencing market and teleworking. People could not travel to attend
meetings overseas and handle their work in person, but they could do it by using
telework technology solutions. Many organisations are studying the implementation of
video conferencing equipment and allowing employees to telework so that they can use

the technology any time and whenever there is unpredicted future chaos.
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2.5 Concluding Remark:

There are several things that could impact on the employees’ satisfaction either
from work or from his/her personal life. For example, good flexible working
arrangements such as telecommute, flextime and job benefits can enable employees to
enjoy the work and his/her personal life. What is more, females are reported to prefer to
work in an organisation or workplace where they are offered work life balance benefits
and when provided these benefits report a higher level of job satisfaction (Asadullah
and Fernandez, 2008). As it was discussed in the literature review, job satisfaction can
be influenced by many things such as open offices, telecommuting and work life
balance policies. In addition, some studies have found that telecommuting increased job
satisfaction (Golden and Veiga, 2005; Gajendran and Harrison, 2007).

Furthermore, people with a private office arrangement that allows them to have
privacy show higher job satisfaction. Additionally, pay, promotion, supervisor style, co-
workers and the job itself have a significant impact on employees’ satisfaction towards
their organisation. Finally, flexible time, childcare, financial support, work from home
and employees retreat can not only improve and provide a better work life balance, but

also increase employees commitment to the organisation.

33
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Chapter 3: The Study Methodology:

3.1 Introduction:

This chapter explains the different research options that were used in this study
such as the design of the research, sample characteristics, the variables of hypotheses
which will be tested, data collection and analysis. In addition this study intends to
investigate the relationship between work life balance (WLB) and job satisfaction (pay,
promotion, supervisor style, co-worker, job itself). Telecommuting and open office
environment will be studied in regard to WLB and will be considered in term of their
relationship with job satisfaction (pay, promotion, supervisor style, co-worker, job itself).
Also, this study will research the relationship between different demographic and career
variables. Furthermore, the study intends to examine the potential impact of the WLB,
telecommuting and open office environment on job satisfaction. Job satisfaction will be
considered as a dependent variable because it depends on multiple factors such as
employee’s salary, promotion, supervisor style, co-workers and tasks. On the other
hand, WLB, telecommuting and open office will be considered as independent
variables. Regression and Correlation Analysis techniques will be used to examine the
relationship between the independent and dependent variables. Therefore, the
guestionnaires method was considered to be one appropriate method for this study in
order to scan the following:-

e The employees’ knowledge and thoughts about the issue
e The employees’ general view of the subject
e How strongly the employees hold their views

e Degree of influence of certain factors/ elements that related to this question.
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3.2 Study Sample:

Meeting, discussions and a survey were used as the main methods to collect
information and analyze the problem. The data was collected from full time employees
in the Oil and Gas Company based in Abu Dhabi, capital of the United Arab Emirates
(U.A.E). A total number of 300 employees — from middle and bottom management — in
different departments were randomly selected using emails and self-administered
guestionnaires. The questionnaire was attached with a letter explaining the purpose,
anonymity and the confidentiality of all the information filled, and stated that the results
would be strictly used for the study purposes. The participating employees were
instructed to indicate the level to which they agreed with each of the statement in the
survey. Nonetheless, only 65 per cent of the participants’ responded, which is 195
employees and the study was based on those. The survey items were adapted from
Suliman (2002) with a minor revision. The 195 collected questionnaires proceeded to
the data analysis stage and were analyzed using the SPSS (Statistical Package for the
Social Sciences) program. The study was focused on essential points related to work

life balance and job satisfaction.
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3.3 Description of the study sample

a) Demographic Characteristics:

The total sample size of 195 employees from three managerial levels (top, middle and

bottom) was 118 (60.5%) males and 77(39.5%) females. A total number of 108 (55.4%)

of the sample were UAE nationals, while the rest 85(43.6%) were non-nationals. The

sample comprises 137(70.3%) married and 58(29.7%) unmarried.

(Refer to Table (1) and figure (1)).

Table 1: Gender, Marital Status and Nationality of the sample

Demographic Characteristics Count Percent (%) Total
Male 118 60.5
Gender Female 77 395 195
Married 137 70.3
Marital Status Unmarried 58 297 | 105
UAE National 108 55.4
Nationality Non UAE National 87 44.6 195

Figure 1: Gender, Marital Status and Nationality of the sample
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Table 2 followed by figure 2 shows the academic background for the 195 participants in
the sample. The distribution of the participants’ academic degrees shows almost a
normal distribution with a majority 82 (42.1%) having a graduate degree followed by

master or above holders (22.1%).

Table 2: Educational background of the sample

Education

Count | Percent (%)
High School 4 2.10
College Degree 39 20.0
Graduate Degree 82 42.1
High Diploma 27 13.8
Masters or Above 43 221
Total 195 100

Figure 2: Educational background of the sample
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Table 3 presents the age distribution of the sample which shows that the majority of the

employees in the sample are in the age of 25 — 35 years who represent 59.5% of the

total respondents.

Table 3: Age Distribution of the sample

Age Percent
Count (%)
Less Than 25 11 5.6
25-35 116 59.5
36 - 46 40 20.5
47 - 57 21 10.8
58 or Above 7 3.6
Total 195 100.0
Figure 3: Age Distribution of the sample
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b) Career Characteristics:
As shown in Table (4), the three levels of the job status are distributed as First Level 20
(10.3%), Middle Level 140 (71.8%) and the Lower Level 35 (17.9%). Figure 4 below

illustrates that the Middle level represent the majority of the sample

Table 4: Job Status of the sample

Job Status of Respondent Percent
Count (%)

First Level 20 10.3

Middle Level 140 71.8

Lower Level 35 17.9

Total 195 100.0

Figure 4: Job Status of the sample
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Table 5 shows the distributions of years worked in the organisation and in the current

position. The table represents that the majority of the respondents (45.1%) have been

working in the current organisation for 2 — 7 years while 48.7% have been working in

the same position for the same time interval.

Table 5: Distributions of years worked in the organisation and in the current position

Years Worked in Current Organisation Years in the Same Position

Count Percent (%) Count Percent (%)
One Year or Less 52 26.7 47 241
2-7 88 45.1 95 48.7
8-13 29 14.9 24 12.3
14 - 19 14 7.2 13 6.7
20 years of Above 12 6.2 16 8.2
Total 195 100.0 195 100.0

Figure 5: Distributions of years worked in the organisation and in the current position
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3.4 Study Variables:

The study model as presented in figure 6, assumes the following:
e The Work Life Balance (WLB), Telework/Telecommuting, Open Office
Environment and Job Satisfaction are linearly correlated.
e The three independent (explanatory) variables; Work Life Balance (WLB),
Telework/Telecommuting and Open Office Environment have a significant impact

on job Satisfaction as a dependent variable.

Figure 6: Dependent and Independent Variables
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3.5 Study Measures:

The questionnaire used in this study includes 44 items which measure the four main
variables included in this study. The scale using Liker’'s five point format. The highest
scale is 5 which represent “strongly agrees” and the lowest is 1 which represents

“strongly disagree”. The followings represent the main variables:

Demographic and career variables: eight different scales were used to measure
Gender, marital status, education, age, organisational tenure, job tenure, job status and
nationality. These scales were developed by the researcher and ranged between two-

point (e.g. Gender) to five-point (e.g. organisational tenure)

Work Life Balance (WLB) is how to manage your time to have enough time for your
personal life and work life. This variable was measured using 11 items scale using

Liker’s five point format. The scale included items of work life balance.

Telework/Telecommuting is a way of communication through a computer network which
can help people to work from home. This variable was measured through 5 items scale

developed by the researcher and using Liker’s five point format.

Open offices Environment This is a workplace arrangement to have a shared place to
work with partitions that divided the place to small offices. Some of the survey items
were adapted from the Longitudinal Field Study, Brennan et al. (2002) with a minor

revision. It was measured using a scale of 7 items using Liker’s five point format.

Job Satisfaction: This variable was measured using 21 items scale developed by
Suliman (2002) using Liker's five point format. The scale included items of job
satisfaction and was sub-scaled into five formats as the following:

% Pay (e.g. “chances for salary increases”)
% Promotion (e.g. “chances for promotion”)

% Supervisory style (e.g. “ My supervisor is unfair to me”)
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% Co-worker (e.g. ‘I like the people | work with”)

s Job itself (e.g. ‘I like doing the things | do at work”)
3.6 Study Hypotheses:

This study aims to explore the relationship between work life balance, telework, open
office and job satisfaction. As a result and in order to reach this aim, a variety of
hypotheses have been developed. These hypotheses have been set to investigate the
negative and positive relationship between work life balance and job satisfaction. The

followings show the lists of the hypotheses:

H1: There is a positive relationship between work life balance and job satisfaction
H2: There is a significant relationship between telework and job satisfaction

H3: Open office environment has a positive impact on job satisfaction

H4: Open office environment significantly influences promotion.

H5: Work life balance positively correlates with telework

3.7 Study limitation:

While the current study makes important contributions to the WLB and job satisfaction
findings should also be considered with regard to limitation. First, the number of
participations was only 195, which represent the organisation as a whole. This small
sample is not preferred when running analyses such as the one used in this study which
may reduces the power of statistical analyses. The reason for the few participants’
responses to the questionnaires, could be because most of the employees were busy
with career performance appraisal and many work projects. The participants would
have been more if the management supported this study and had sent an email to staff

informing them of the study and encouraging voluntary participation.

44



This study included different employees from different departments; some employees
who work in the Information Technology (IT) have the ability to telework while other
does not. IT employees are working full time job and using telework to deal with
troubleshooting calls after working hours, so it was not very accurate picture about how
people want to telework.

The other limitation of this study is that it does not include employees who work in the
oil off shore fields and the results might vary as their work has to be done physically in
the field. As a result they will not be able to have the same work arrangements as those
at Headquarter and they will have more difficulty in reaching better WLB.

The third limitation of this study could be the collection of data by using the
guestionnaire method. Some employees will have their own opinions and suggestions

about Work Life Balance and this could be considered by using an interview method.
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Chapter 4: Data analysis and results
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Chapter 4: Data analysis and results

4.1 Introduction:

This chapter explains the results which were concluded from the survey using SPSS
(Statistical Package for the Social Sciences). The survey is intended to help in gathering
information about employees’ feedback towards the organisation in terms of WLB,
telecommuting, open office and job satisfaction. The results were used to examine and
to provide analysis of the reliability, correlation and regressions of the collected data.
Table 6 displays that some of the demographic variables have a significant relationship

with the study variables.

4.2 Findings:

Data analysis was undertaken with SPSS to examine the construct validities of the
scale items. Table (6) presents the characteristics of the study sample. As can be seen
from this table, the majority of employees who participated in this study were males,
married, educated to graduate degree and their age was from 25-35. The rate of this
result represents (60.5%, 70.3%, 42.1%, and 59.5%) respectively. Furthermore, the
majority of study participants had worked in the organisation for seven years or less,

had two to five years’ job tenure and were based in the middle level of management
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Table 6: Study sample

Gender Marital Education Age Organisation Job Job  Nationality
Status tenure tenure level

Male

Female

Married
Unmarried

High School
College Degree
Graduate Degree
High Diploma
Masters or Above
Less Than 25
25-35

36 - 46

47 -57

58 or Above

One Year or Less
2-7

8-13

14-19

20 years or Above
One Year or Less
2-7

8-13

14-19

20 Years and Above
First Level

Middle Level
Lower Level

UAE National
Non UAE National
Total

118
77

137
58

39
82
27
43

11
116
40
21

52
88
29
14
12

47
95
24
13
16

20
140
35
110
85

195 195 195 195 195 195 195 195

In addition, the data was checked with reliability analysis .A reliability test was

conducted in order to decide acceptable alpha values and these were estimated using

Cronbach alpha coefficient. Table (7) presents the results of the reliability test and it

show the alpha values for study measure which are ranged between 0.63 and 0.83.

Some elements in factors which are not reliable were deleted and deselected in order to

provide alpha values over .60. It can be seen from the Table (6) that the scales used in
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this study are highly reliable. In addition, the Cronbach’s alpha was found to be work life
balance 0.67, telecommute 0.86, open office .063 , promotion factor 0.63, supervisor
style factor 0.76, co-workers factor 0.71 and job factor 0.83

The final result was 9 on the item work-life-balance scale, 5 telework, 6 open office, 8

job satisfaction.

Table 7. Result of reliability test.

Reliability Work. life.balance |Telecommute |Open.office |Promotion |SStyle CoWorkers Job
Cronbach’s alpha |67 .86 .63 .63 .76 71 .83
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4.3 Data Analysis:

A detailed analysis of the outcomes of the regression and correlation analysis yielded
from SPSS will be discussed below. Table (8) shows the correlation coefficient between
the main study variables. As can be seen, the relationship between the Work Life
Balance (WLB) and Job Satisfaction was found to be (r=0.161) which means they are
positively correlated. However, the most significant relationship is the one that indicates
work life balance has influence on job satisfaction. The relationship between work life
balance and job satisfaction was also examined using multiple regression as can be
seen from Table (9).

Regression analysis has been used in order to make statistical decisions regarding the
study hypothesis. The SPSS outcome includes F test that measures the overall
significance of the regression model and the coefficient of determination (R2) that
measures the suitability of the model. The change in R2 is to isolate the impact of each
independent variable in the analysis and the regression coefficients. As it can be seen
in Table 9 the r-value is 0.161 and it can be seen that t-Value for work life balance is
2.273 which is very significant. Given these findings from correlation and multiple
regression it can be suggested that employees have high job satisfaction when they
have good work life balance and thus it can be concluded that the Hypothesis 1 is

accepted.
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Table8: correlation coefficient between all variables

JOBSATISFACT Work.Life.
ION Promotion Open.Office Telework | Balance

Work.Life.Balance Pearson Correlation 161 162’ 107 295" 1
Sig. (2-tailed) 024 024 138 .000

N 195 195 195 195 195

Telework Pearson Correlation 157 .025 .045 1 295"

Sig. (2-tailed) 028 732 532 000

N 195 195 195 195 195

Open.Office Pearson Correlation 206" 322" 1 .045 107

Sig. (2-tailed) 004 000 532 138

N 195 195 195 195 195

Promotion Pearson Correlation 680" 1 3227 .025 162

Sig. (2-tailed) 000 000 732 024

N 195 195 195 195 195

JOBSATISFACTION  Pearson Correlation 1 680" 206" 157 161

Sig. (2-tailed) .000 004 028 024

N 195 195 195 195 195
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Table 9: Regression Analysis between Job Satisfaction and Work Life Balance

Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate

1 .161° .026 .021 7.87644

a. Predictors: (Constant), Work.Life.Balance

ANOVA®
Model Sum of Squares | df Mean Square F Sig.
1 Regression 320.582 1 320.582 5.167 .0243
Residual 11973.397| 193 62.038
Total 12293.979| 194
a. Predictors: (Constant), Work.Life.Balance
b. Dependent Variable: JOBSATISFACTION
Coefficients®
Model Standardized
Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
1 (Constant) 58.451 4.388 13.320 .000
Work.Life.Balance .288 127 161 2.273 .024
a. Dependent Variable: JOBSATISFACTION

In addition, Table (8) shows the relationship between telework and job satisfaction. This
relationship was examined using correlation and multi regression. It can be seen from
the Table the correlation r-Value is 0.157, meaning that the relationship is positive. It
can be assumed that the more positive the perception of telework the stronger the
perception of job satisfaction. This relationship was also examined using multiple

regression as seen in the Table (10) the r-value is 0.157 and adjusted R2 is .020. Given
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the findings for the multiple regression and correlation it can be concluded that the

relationships between telework and job satisfaction is positively established.

Table 10: Regression Analysis between Telework and Job Satisfaction.

Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate

1 1572 .025 .020 7.88234

a. Predictors: (Constant), Telework

ANOVA"®
Model Sum of Squares df Mean Square F Sig.
1 Regression 302.648 1 302.648 4871 .028°
Residual 11991.331 193 62.131
Total 12293.979 194
a. Predictors: (Constant), Telework
b. Dependent Variable: JOBSATISFACTION

Coefficients®
Model Standardized
Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
1 (Constant) 64.440 1.857 34.706 .000
Telework 241 .109 157 2.207 .028
a. Dependent Variable: JOBSATISFACTION

In order to test the hypothesis that the open office environment has a significant

influence on job satisfaction it was regressed against job satisfaction and the results are
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presented in Table (11). The coefficient shows that open office explained 43 percent of

all variation existing in the job satisfaction. The regression coefficient of open office is

0.373 with a standard error of 0.127 and p-value of 0.004 which reflects that this

variable has an impact on job satisfaction and is highly significant (p-value < 0001).

Given these results, it can be concluded that open office environment influences job

satisfaction and have a positive relationship which supports Hypothesis 3.

Table 11 Regression Analysis between Open Office and Job Satisfaction

Model Summary
Model R Square Adjusted R Square Std. Error of the Estimate
1 .206° .043 .038 7.80936
a. Predictors: (Constant), Open.Office
ANOVA®
Model Sum of Squares df Mean Square F Sig.
1 Regression 523.670 1 523.670 8.587 .004%
Residual 11770.310 193 60.986
Total 12293.979 194
a. Predictors: (Constant), Open.Office
b. Dependent Variable: JOBSATISFACTION
Coefficients®
Model Standardized
Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
1 (Constant) 59.850 2.952 20.274 .000
Open.Office .373 127 .206 2.930 .004
a. Dependent Variable: JOBSATISFACTION
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In order to examine the potential impact of open office on promotion, the formal variable
was regressed against the promotion. The summary of regression results is showed in
Table (12). The R2 value shows al10.4% of variation in promotion. The significant (p-
value= .000) indicates that promotion is significantly influenced by the open office
environment. In addition, the Analysis of variance (ANOVA) results showed that the
regression model with open office and promotion were significant with F-value = 0.000.
The amount of change in the value of R2 (.099) indicates that an open office has an
influence on the promotion. Considering this results, it can be proposed that Hypothesis

4 is supported.
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Table 12 Regression Analysis between Open Office and Job Promotion

Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate

1 .322° .104 .099 2.96253

a. Predictors: (Constant), Open.Office

ANOVA"®
Model Sum of Squares df Mean Square F Sig.
1 Regression 196.035 1 196.035 22.336 .000°
Residual 1693.883 193 8.777
Total 1889.918 194
a. Predictors: (Constant), Open.Office
b. Dependent Variable: Promotion

Coefficients®
Model Standardized
Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
1 (Constant) 6.516 1.120 5.818 .000}
Open.Office .228 .048 .322 4.726 .000
a. Dependent Variable: Promotion

Furthermore, the relationship between telework and work life balance was examined
using correlation and multi regression. It can be seen from Table (8) the correlation r-
value is .295 which is significant at 0.05. Given this it is established that the relationship
is positive. It can be assumed therefore that the more positive a perception of telework
the more positive a perception of Work life balance. This relationship was also
examined using multiple regression as can be seen in the Table (13). The F test
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showed a significant model (p-value <0.001) and the coefficient of R2 is .087. This
finding indicates that there is a significant influence by telework on work life balance.
The conclusion is that employees have a better work life balance when they use

telework. This results support the Hypothesis 5.

Table 13: Regression Analysis between Telework and Work Life Balance

Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate

1 .295% .087 .082 4.27563

a. Predictors: (Constant), Telework

ANOVA®
Model Sum of Squares df Mean Square F Sig.
1 Regression 335.748 1 335.748 18.366 .000°
Residual 3528.232 193 18.281
Total 3863.979 194
a. Predictors: (Constant), Telework
b. Dependent Variable: Work.Life.Balance

Coefficients®
Model Standardized
Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
1 (Constant) 30.232 1.007 30.017 .000
Telework .253 .059 .295 4.286 .000
a. Dependent Variable: Work.Life.Balance
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Chapter 5: Discussion of the findings
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Chapter 5: Discussion of the findings:

5.1 Introduction:

The aim of the research is to explore the relationships between work life balance,
open office, telework and job satisfaction in the Oil and Gas Organisation in the UAE
and to develop associated theories. As can be seen in Table (8) the figures show the
overall correlation of job satisfaction with work life balance, telework, open office and
promotion for the complete sample. It is clear from the results that there is a significant
correlation between the main variables. This shows that the more work life balance
arrangements are instituted the more productive employees are the more they are able
to achieve job satisfaction. Findings support the study’s hypothesis 1 “There is a
positive relationship between work life balance and job satisfaction”. The organisation
should have work arrangements that help employees have flexible in timing and the
ability to spend more time with their families. As a result, these arrangements lead to
higher level of job satisfaction. For example, a WLB policy could include flexible time,
childcare, care of the elderly and the ability to work from home. These arrangements
have a significant positive relationship with job satisfaction. The more flexibility
employees have, the more satisfied they are. Men and women seek for jobs that offer
better WLB policies which make them happier and they report high job satisfaction
(Pezzini, 2005; Bender et al. 2005). Similarly, Booth and Van Ours (2008) found that
WLB practices such as part time jobs for those with family responsibilities make
employees happier and satisfied as they can handle family matters as well as their
working life. Moreover, shorter working hours are preferred by employees as associated
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with good work life balance. On the other hand, most people in different organisations
are working longer than they prefer and this is associated with poorer work life interface.
As a result, this could have a negative impact on job satisfaction. People want flexibility
for a variety of reasons. For example, women may want to stay with their child while
they are in the office, so have needs for childcare arrangements.

What is more, Siemens one of the largest engineering companies in Europe found that
when employees have good WLB arrangements, they are encouraged to perform better
which in turn increases the company’s profits. Siemens provide their staff with services
that support them to have time with their families such as flexi-time, healthcare, a sports
canter and entertainment center for kids that makes them feel at home. This WLB
program is not only in Europe, but also in Siemens’s offices around the world.

On the other hand, employees in the UAE are seeking for different kind of flexibility,
while part time work is more commonly sought in other foreign countries. Sometimes
people think of their family when they are at work and this keeps their mind busy which
could impact on their performance. This can be seen more for married employees and
those who have children. In some organisations they implement childcare programs
where kids are in a place close to the organisation and when the employees wants to
see them they can reach them very easily. This implementation of WLB policy provides

employees with high levels of job satisfaction and leads to high performance.
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Telework and job satisfaction:

Table 10 shows the regression analysis of telework against job satisfaction. The results
indicate a positive and significant correlation between telework and job satisfaction, as
the Hypothesis 2 predicted “There is a significant relationship between Telework and job
satisfaction”. When employees telecommute feel more satisfied with their job. This
arrangement provides employees more flexibility with their time which impacts positively
on job satisfaction. In addition, a low level of telework has a low level of satisfaction as
well.

So employees prefer to use telework as a work arrangement provided by their
organisation to let them have the freedom of working from home or anywhere else
instead of being at the office all the time. People feel that using telework will give them
more time with their family and other social activities. Furthermore, the use of telework
will not only save their time on driving to the organisation, but also will save cost of fuel
and transportation. For instance, an employee living 80 KM away from their organisation
might take around 1 hour to reach work and sometimes longer because of traffic jams,
which impacts on stress levels. Alternatively, by using telework this employee will save
a lot of time and stress. In addition, research found that telework increases job
satisfaction, because of reducing the wasted time (Hill et al. 1998; Bailey et al., 2002).

In addition, some studies support the premise that the more employees use telework or
telecommute, the more satisfied they are ( Pinsonneault and Boisverts, 2001; Virick et
al. 2010). Differently, other research shows that telework has no significant relationship

with job satisfaction ( Kruat, 1989)
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The use of telework/telecommute should not be a daily basis arrangement, or full-time
solution because employees should also have to be at work where they can have face
to face meetings and discussions about the work and projects. The telework flexibility
arrangement could be very successful if implemented on a basis of a short week. For
example, in each division and team the employees should discuss with their managers
about agreeing one day a week in which to telework or they can arrange between them
how many employees telecommute each week. By having a proper plan and work
distribution between the employees, they will not only have a better WLB, but also a

high level of job satisfaction.

Open office and job satisfaction:

Table 12 shows the regression analysis of open office against job satisfaction. The
results indicate a positive and significant correlation between open office and job
satisfaction, as the Hypothesis 3 predicted “Open office environment has a positive
impact on job satisfaction”. The data from this study shows that an open office
environment leads to job satisfaction. The explanation of this might be because of the
increases in collaboration and communication between the employees which helps
them in achieving higher job satisfaction. This is also supported by (Allen and
Gerstberger, 1973; Ives and Ferdinands , 1974). In addition, an open office environment
helps reduce absenteeism which has an impact on production and performance. When
employees are working in open office they feel that they are satisfied with their job and
this lead them to have higher performance. By contrast, employees feel stressed

because of the open office which could impact on their job satisfaction. This was
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supported by Veitch et al. (2007) who wrote the stress of open office this leading to an
unsatisfactory work place which affects on job satisfaction negatively. On the other hand
Crouch and Nimran (1989) found that friendliness of senior managers with their
subordinates is increased in the open office environment. This relationship between the
senior managers and employees could have an effective influence on employees’
satisfaction. Moreover, friendliness encourage gathering and meeting with employees
which helps improve information exchange and knowledge sharing including task-
related cases. This interaction could have direct influence on employees in a positive
way and help them handle tasks more easily. As a result an open office leads to a

friendly and more collaborative environment which positively impacts job satisfaction.

Open office and promotion:

The correlation and regression results from Tables (9) and (13) show a surprising and
interesting relationship. This study explores the relation between open office and
promotion. The results show that an open office environment leads employees to get
promoted. A possible explanation for this relationship could be because of the
cooperation, collaboration and communication between all employees. Furthermore, the
open offices encourage employees to have high drive, high enjoyment, be proactive and
have high performance which more likely leads to get promotion. As a result, this makes
a friendly environment in the organisation which helps people to have good co-workers
sharing the place together and encourage team work. In addition, people exchange and
share information about work. This could help them to understand others work and

know what is going on cutting edge technology. For example, in the Information
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Technology (IT) Department, an employee found very useful software that can do
automatic deployment of any PC’s application. This software helped him to do a multi
and automat installation for each user in the organisation for different applications
instead of doing it manually. He shared this software and information with other
colleagues and through that adds value not only to the organisation, but also to
everyone in his department. As a result, this solution saved time and money for the
organisation and the employee may be promoted because of achieving a proactive task
in a short time. Furthermore, in some departments the setup of the open space office is
different, for example where they have different sections sharing the same floor. This
setup helps employees to have a chance to know and learn about others jobs and may
be some employees are more interested in others work than their work. This could lead
them to ask for the job which they want. As a result, if someone is interested in other
work and has good experience, he/she can ask for promotion to get that job and
position. In addition, the open office environment helps managers and supervisors to
see his/her subordinates sitting in the office and being visible. This could help
employees who are most of the time visible and doing good work at their office be
promoted. Moreover, an open office encourage the organisation to have transparency to
keep up employees moral and help the organisation to present have a good image to
other organisations. In addition, the open office environment encourages conversation
about creative ideas and it becomes easy share ideas with each other. This helps
employees to be creative and potentially introduce something new to the organisation

and get promotion for that.
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Telework and Work Life Balance (WLB):

This study shows that there is a positive influence on WLB by telework as shown in
Table (13), but Hill et al. (2003) found that telework had a neutral influence on WLB.
Similarly, Kuralnd and Bailey (1999) found that people who are telework have more
difficulty in having work life balance than who do not telework.

The results of this study shows that employees would like to use telework and believe
this has a positive impact on their work life balance. These results are consistent with
those of other studies and supported by (Hill et al, 1998; Kurland and Bailey, 1999).
What is more, the data from this study has shown that telework associated with greater
WLB. This results also supported by Hill et al. (2003) as they found the same
relationship. In addition, using telework as a work arrangement will provide more
flexibility for the employees and to stay with their families. This helps them to reach
greater work and personal/family life balance and enhance their home relationship. (
Kossek, 2001; Sullivan and Lewis, 2001; Hill et al. 1996; Hill et al. 2003). One
explanation may be because of saving time and money on transportation or traveling
going and back from the work place. All this enables employees to do multiple different
things at the same time for both home and work. The organisation will benefit from
implementing telework policy and related technology because this arrangement could
reduce expenses. In some instances, it will save the cost of hiring new employees
which would require interviews, and add cost to the organisation during the period of the
learning of the new employees (Apgar, 1998; Kossek, 2001). For example, one
expatriate employee had an emergency matter that required her to travel back home

with her husband and was away for six months. She was handling and working on a
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critical project which required that she finish and achieve the target within five months.
The organisation understood her situation and instead of hiring new employee or
consultant which would have cost a lot and maybe risk the project not being handled.
The organisation decided to give her a laptop with all configurations and let her work

remotely as a telework arrangement from her home country.

5.2 Concluding Remarks

The results from this chapter clearly shows the relationship between the main study
hypotheses that Work Life Balance is significantly and strongly correlated with telework,
open office and job satisfaction. In addition, the results support all hypotheses with a

minor different in demographic and career variables of the sample.
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Chapter 6: Conclusions and Recommendations

67



Chapter 6: Conclusions and Recommendations

Many changes in the life and organisation have led to rapid increase in the work
and responsibilities. Work Life Balance (WLB) has become one of the most important
policies to employees and to organisations. It includes different arrangements that

assist employees to have better life and help the organisations to be more competitive.

As discussed in this research along with the findings and the situation of the
organisation environment, some conclusions and recommendations can be mentions as

follows.

6.1 Conclusion:

The aim of the research is to explore the relationships between work life balance,
open office, telework and job satisfaction in the Oil and Gas Organisation in the UAE
and to develop associated theories. In order to achieve this aim different methods were
used to gather the information and later on to analysis them and get results. The results
of this study show that all main study variables were positively related to each other. As
the results show the work life balance has many benefits for an organisation such as the
fact that when employees are be more satisfied with their job, they will have more
commitment and higher productivity. The more an organisation provides and supports
their employees in having good WLB the more satisfied they are which leads the
organisation to provide good services or products to the public. People will be able to
deal effectively with commitments not only at work , but also at home, because
implementing good WLB policy will lead them to have time to balance work and home

matters effectively. In addition, employees should have the right to choose the work or
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the job in which they are interested. This will lead and help them to achieve the
organisation’s goal as well as their own career path. The organisation could help their
employees in finding their interest, skills and experience in the field which would allow
the organisation to provide better services or products. This will help the employees to
be more proactive, have high performance and job satisfaction. Furthermore, people
should think positively and have good attitude to the working arrangements that lead

them gain good balance.

In some cases, few employees feel that open office environment leads them to be
unsatisfied about the working environment, because of the lack of privacy and
distractions. Privacy should be considered in the open office environment as it has a
bad influence on the employees and they feel unsatisfied about it. In addition,
employees have a need for privacy when they are talking to their families by phone.
Therefore, home life has a major influence on employees’ work and performance. When
the employees feel that the organisation does not offer them a place to have privacy in
conversations with their families they will be unsatisfied and not concentrating at work.
The study results will help other organisations to implement the open office environment
and help employees to be more collaborative and effective when they exchange
information which will in turn lead them to satisfy and get promotion. What is more,
while people in other organisations may prefer to work in closed office as they feel that
they have more privacy, this may be lead them to be isolated from other colleagues and

not have a very friendly environment.
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Moreover, in some organisation individuals quit their job because of the organisation
WLB issues. Health care solutions and a sport center can help employees to be
procreative and keep workplace healthier.

The implementation of new WLB polices or programs could add more initial costs to the
organisation, but there will be financial benefits in the long term as the arrangements

will increase productively and performance.

6.2 Recommendations:

Based on the findings and discussions, some recommendations could be mentioned
here.

Organisations in the UAE should develop new kinds of WLB programs that involve the
benefits for the employees and employer to have a more satisfying job and to help
employees to reduce work-life conflict. The new programs or policies must be consistent
with the business goal of the organisation to create high standard organisation in
productivity and outcomes to be more competitive with other organisations. Other
organisations should implement the open office and encourage communication and
collaboration to create more proactive employees to encourage them to share
knowledge, have high performance and be creative in solving the problems all of which
help them to gain promotion. In addition, WLB policies should be known by all
employees in the organisation and should be published somewhere that can be reached
very easily. What is more, regular gatherings with employees and managers or going
somewhere for the team building activities would help employees to have a very
positive relationship with each other and this could lead to a friendly environment which

will increase employees’ commitment.
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Furthermore, the organisation should have a family day gathering when all employees
with their families share some activities together. What is more, organisation could
consider giving employees a half working day on Thursday, so employees can leave to
go home earlier to have more time if they want to go somewhere or travel with their
families at the weekend.

In addition, telework would be a very useful arrangement as it shows in the results it has
positive impact on WLB and job satisfaction. As a result, the organisation should offer
their employees not only the IT staff, telework arrangement once a week. So if some
employees have something urgent and important to do with their family, he/she can

continue their work later from home using telework.

In addition, telework would be a very useful arrangement as it shows in the results it has
positive impact on WLB and job satisfaction. As a result, the organisation should offer
their employees not only the IT staff, telework arrangement once a week. So if some
employees have something urgent and important to do with their family, he/she can
continue their work later from home using telework. In addition, telework arrangement
could be provided for those employees who are looking for part time job or who would
like to work a broad from his/her country or those who are family committed and needs
to work at home sometimes. By telework arrangement the organisation can achieve its
goals and objectives and have economical benefits as it saves in office space. In
addition, providing telework will not only raise productivity but also save fuel, decrease

transportation pollution, reduce traffic jams and cut household expenses.
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What is more, employees should know how to manage their time. They should find out
how many hours they spend at work and at home with their children and family. In
addition, they should outline their daily life activities from the morning till night so that
they can track the time effectively. This exercise will help them to find out if they are
working more than they should, or spending too little time with their families. Once
employees come up with results, they should set goals in their daily life and try to be
focused on that which needs to be done at wok before leave to home and therefore
have a better relationship with the family. By achieving a better WLB, employees as well
as organisations will benefit from this. As a result, it leads to have more value in life,
increase performance, improve relationships with family and friends, increase
productivity, improve morale, increase commitment and reduces stress. Furthermore,
organisations should understand that employees’ performance is likely to be influenced
by their personal life and family life which in turn impacts on their productivity.
Organisations need to understand the employees’ needs in order to offer them valuable
work arrangements that help them to reduce conflict and its negative influence on their
work and life.

In some cases where employees have work and they are required to stay longer for
overtime, the organisation should offer them lunch or takeout meals, or if they do not
have car, the organisation should offer free transportation for them.

What is more, the organisation could launch an open kids’ center where the employees’
kids can go and play. Furthermore, the organisation could coordinate with different
facilities that help employees to fulfill their normal life needs in the workplace such as

bank, grocery store, training center and car wash. Additionally, the organisation could
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delegate someone to take care of employees’ requirements with other governmental
responsibilities such as Traffic Department, Ministry of Labor and Workers and
Immigration Department These facilities will help employees to finish their other
responsibilities outside the workplace instead of going himself/herself to that place
which could take a lot of time. In addition, a sports center for fithess to keep the
employees healthy could be an important arrangement to keep them in a good shape.
Moreover, the organisation could have a psychologist in the healthcare center who can

help employees with family’s issues, stress or anxiety to overcome these problems.

6.3 Future Research:

This research will serve as a base for future research and throws up different questions
in need of more investigation. This study examined and investigated the effects of Work
Life Balance (WLB) on job satisfaction, as well as explored the relationship between the
Telework, Open Office and job satisfaction.

Some suggestions could be done to explore and investigate interesting related topics.
For example, further research could extend the findings from this study by examining
more variables that could have influence on the relationship between work life balance
and job satisfaction, such as trust and honest. What is more, continued the study about
the impact of housemaids or nannies on child rearing and how it influence on family’s
life would be valuable. In addition, an interesting topic could be about the boundaries of
WLB and where they could impact negatively on job satisfaction and how it influences

with job satisfaction.
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Additional research should study the influence of office economics on the employee
satisfaction and how the new technology of computers can influence reaching better
WLB. For instance, a new technology is to have virtualized working environments which
help to make work more effective, easier and accurate.

In addition, research should examine and investigate employees’ attitude and behavior
with technology and telework. What is more, investigate the difficulties associated with
implementing of telework technology. For example, sometimes management resists and
prevents implementing such arrangements because they feel that they lose control over
their employees. In addition, a new perspective is to study the -cultural and
environmental variables that could have influence on WLB such as the life-style and
behaviors in different cultures and nationals. The results might be different towards
WLB for the UAE nationals and Non-UAE nationals. This might be because for the most
of the UAE nationals are living with their families and have many responsibilities
towards them. Whereas for non-UAE nationals, many are sharing the living space with
others and have left their families back in their home country. It would be interesting to
assess the effects of different nationalities and how they relate with WLB.

Moreover, a research is needed to study the implementation of WLB policies and
telework overtime. Also, compare the results before and after implementation towards
job satisfaction. In addition, more research is needed to measure the performance of
teleworkers/telecommuters and how to evaluate their work.

What is more, married women who are not working and who are currently staying at

home with their children could be considered in the future research as it might have
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influence on their spouses in reaching balance. A future study investigating the

influence of WLB to recruitment and retention would be very interesting.
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Appendix A: The Questionnaire

QUESTIONNAIRE

Dear Sir/ Madam,

This questionnaire gives you the opportunity to
express your views on a wide range of issues
related to the work conditions. Please note that

there is no right or wrong answer.

The questionnaire will be used to collect the
primary data needed for a research study.
Therefore, we seek your assistance to be as open,
fair, honest as possible as you can in your

responses.

The researcher assures you that no individuals will
be identified from their responses and there are
no requests for confidential information included
in the questionnaire. The results of the analysis
will be strictly used by the researcher for study

purposes only.

The questionnaire comprises five parts:

General information
work-life-balance
Telecommuting

Open Offices Environment

vk WMo

Job Satisfaction

Thank you

Researcher

g:ld...u.n/éégm

O Ao ganal &l dga 5 (i yad dua ) dlidany (liuY) 13 )

bl Ala) @lia (g a5l Aaadle el ) Jaad) o) saly Blai ppual sall
Aapma

el Adiny Al Jand A Y1 L) aad Glasia¥) 138 aladin) S
Guas iy as g sy IS ALY e LY oSl Gllai 4o
il 8 2l

A e oY) 5 LEYT S Cay el ) sy ) oS0 S
Lty 4 pudl i i a4 i ()5S (s el sy
Al il e bl U8 (e dalaill il aladia Qi cladin)
s

sl dad (e iV () S

Aale Alaglza

sladly Jaadl (o 55153
2 e Jlaty)

da gital) (il day
il sl L)
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PART ONE: GENERAL INFORMATION
Please tick one box for each question:

dale clagla  Jg¥) s 5ad)
:d\}u JSH.&; @'AJ ;\;\)&\

A. Sex sosial)
(1) Male ()| () A
(2) Female () () < (2)
B. Marital Status: glaiay) dlal)
(1) Married () () Aa g /7 5 e (1)
(2) Unmarried () () Aa e ne/z s e e (2)
C. Education: sdaylatl) a-‘AJA‘S‘ -z
(1) Less than high school () () 45 salgll (e Bl (1)
(2) High school () () ) :‘-:')ﬂ‘ salegdll (2)
(3) College degree E ; E ; ‘*—*i@)?/@ﬁ 233
(4) Graduate degree O
(5) High Diploma () () i@iw‘*ﬁhd: (5)
(6) Masters or above () () Sel sl siualdl (6)
D. Age: ) Jwidt -3
(1) Lessthan25 () () Lle 25 g 81 (1)
(2) 25 - 35 () () 35-25(2)
(3) 36 - 46 () () 46 —36 (3)
(4) 47 - 57 () () 57-47 (4)
(5) 58 or above () () 81558 (5)
E. No. of years worked in current organisation: lialiia B gl A @l giaad) 205 - 2
(1) Oneyearor less ) “4.)31;1\
(2) 2-7 () () Jal ol 4 (1)
(3) 8- 13 ()| () 7-2(2)
(4) 14 - 19 ()| () 1;3—1i 8;
(5) 20 years or above E ; E ; 81 51520 (5)
F. No. of years worked in the position or job: 9 AR 5l (a8 daad)) ) gl 230 -
(1) One year or less I
(2) 2 -7 () () il s 4w (1)
(3) 8 - 13 ()| () 7-2(2)
(4) 14 - 19 () () 1913'1 i 8;
(5) 20 years or above E ; E ; 81 51520 (5)
G. Job Status: 1l gl s gheal) —
(1) First level () () e 5000 (1)
(2) Middle level () () b5l (2)
(3) Lower level () () Lias il (3)
H. Nationality: Ll
(1) UAE National () () Basiall &y pall o jlaYl Al g0 ikl 54(1)

A el @l eyl A Skl se ye (2)
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(2) Non UAE National

Aatal)
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PART Three: work-life-balance
Please tick one box for each item:

Blall g Jand) ¢ ¢35 1 AU 5 30
t g J9 (V)Aadle lag sla )

SA-Strongly agree; A-Agree;
N-Neither agree nor disagree;
D-Disagree; SD-Strongly Disagree

1. I always think of my family while I am & S8l 1
working Ll ke
Jeel Uil g
2. It is often difficult to tell where my oS kUle 2
work life ends and my family life begins. O ‘.—‘\’-»AS‘ O
O (e 22l
e el
Jagi gl g Adlaall
FEPO g PPN
3. In my life, there is a clear boundary (s 43
between work and family. gualyaa ddd
danll (e Juald
'E)uY\j
4. My current job allows me to get sk 4
involved in my family as | should be ) e Al
e bl AL
e LS ilile
oSl e
5. | feel that making a balance between ol =il 5
my work, my family and Gp OV Jae
other social responsibilities is difficult ¢ ml s lae
il g 5usall
e laiayl
Sl a A
Sroa
6. The time | spend in my job is negatively MRS IS
affecting my social loe (b il
responsibilities, e.g., visiting relatives and & Ll i
friends (s pase
e Loy
5L e 4a
PN
c«Gﬁmm}
7. My job is enabling me to spare a SSar Jae 7
suitable time for my family g yd 55 (e
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8. There are major differences in my work
tasks

dis 8
5 S Bl
e plee S

9. Because of my current job | do not have
a time to care for any thing else, e.g., co-
operating with social clubs

e e 9
@3 Ll ¢ Jal
plaia Sl il
Ao lish
Olia e
) il
Aaelaiayl

10. There are differences in the roles |
play in the work groups

<ua 10
R
S s

& L)

Gle gana

el

11. I tend to integrate my work and family
duties.

SV dal 11

s
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PART Three: Telework/Telecommuting
Working flexibility from home
Please tick one box for each item:

s e Jlady); G ¢ 5al)
el o Jarll L

t Jlp JS (V)Aadle auzag sla )

SA-Strongly agree; A-Agree;
N-Neither agree nor disagree; SA
D-Disagree; SD-Strongly Disagree

SD

Gill

Gl

Al

8

8
oy

12. 1 like to have a remote access to
my PC at work, so that | can work
from home

@ S ol asl 12
e G o e sl
i daall sl
Jonal) (e Jeel ol @Lﬁui

13.1 like to work from home
remotely after/before working hours

Jaall e Jaal) o 25113
, 20 o Jaadl By e
Jeall el Jad\ans

14. | hope to have a flexitime policy
so | can also work from home

Al g2l (S a1 14
Sy Cmy ) yall 2 )
Jall (e Jeel of Lagl

15. 1 like to have a smart phone (ex
Blackberry) to keep me connected to
work.

cals J oS ol 250115
(om &l Jia) SO

16. Working from home will help
me to establish a better work-life
balance

Cosas J il e Jandl (16
OV 5 Al e el
slall 5 Janll (il
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PART FOUR: Open Offices Environment
Please tick one box for each item:

ia giadl) ¢M|3§ﬁ;@\}\ ¢ yall
:d\}udﬁ:\-ﬂl{: @'AJ;\;)&\

SA-Strongly Agree; A-Agree; SA |A|N
N-Neither agree nor disagree;
D-Disagree; SD-Strongly Disagree

SD

Gise
K]

Gilse

Alaa

Gilse

s B k)
laa

17.1 am able to stay focused
and “on task” at work.

Se el e pnaul 17
agiah 1 dlgall 3 58 5

18.There are places for me
to go to have privacy.

o dsia (Sl dlia 18

19. I have easy access to
information that I need to do
my work.

A dsasll A s 51 19
Alill Lealiad ) il sladll
e

20. | am easily distracted by
others’ conversations
(reverse coded).

e 4l sgass e 3 U120
(OS2 5y G AV clislae

21.1 am located close to
people I need to talk with in

ol (ge B a8 ge 8T 21

my job. il
22.1 have enough storage dalie (e AL Lﬁu.ﬂ 22
space at my workspace. < b ol
23.Confidential and/or il glaall 51 Ayl 23

sensitive information is
handled well in the present
office layout

IS Lo Bliaty) wy Aol
Sl A apaaill 2
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PART FIVE: JOB SATISFACTION

Please tick one box for each item:

ol gl Ll el ¢ 3l
e S Adle g g sl

VS-Very Satisfied; S-Satisfied;
N-Neither satisfied nor dissatisfied;
DS-Dissatisfied; VDS-Very Dissatisfied

Vs

DS

VDS

o)
1l

Alae

=l

@al
laa

B k)

24.1 feel | am being paid
a fair amount for the
work | do

1al sl ol il 24
dae e 4s a8 Ll Yale

25.1 am not satisfied
with the benefits |
receive.

o dpal /ol ) il 25
lalialisf i) ailial)

26.1 am unappreciated
by the organisation
when | think about what
they pay me

oLalsil Lad <4l Laric 26
deel il Azl by el
(55> )Jsf\y\-@—l

27. | feel satisfied with
my chances for salary
increases

c¥laal e Lea i el 27
B EEE

28.There are few
rewards for those who
work here

Gl e (B dae Slia 28
La Jazy (gl

29.There is really too

& A8 G a4 29

little chance for las Alia s
promotion on my job

30.Those who do well on alac (535 (.30
the job stand a fair BB by sy
chance of being SAldle da

promoted

31.People get ahead as
fast here as they do in

oy L i) a3
OSLaYl 8 LS e )

other places sAY
32.1 am satisfied with my Oe Azl y/ pal 5 U 32
chances for promotion Al ajh
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PART FIVE: JOB SATISFACTION
(contd.)

sl sl La i) : Gualall ¢ 5l

VS-Very Satisfied; S-Satisfied;
N-Neither satisfied nor dissatisfied;
DS-Dissatisfied; VDS-Very Dissatisfied

'S

DS

VDS

Alaa

=l
laa

'&_)L,\sd\

33.My supervisor is quite
competent in doing

oo Jal & a5 33
Lelee/alee (8 3oLl e da )

his/her job
34.My supervisor is Jile e Jaall A 8 50a 34
unfair to me P

35.My supervisor shows
too little interest in the
feelings of subordinates

M\@@)ﬁmr‘u@_w\‘ﬂ .35
A gy e yelia

36.1 like my supervisor

daall & 8 yde aal 36

37.1 like the people |
work with

38.I find | have to work
harder at my job than |
should because of the
incompetence of people
| work with

e Jandl (e @il jeil 38
Ol s 3eUS aaal S|
agra Jec

39.1 enjoy my co-workers

e Jaally iaidl 39

Jendl ¢
40.There is too much 5 glaall (e SH cllia 40
bickering and fighting at Jeally jlaillg

work

41.1 sometimes feel
my job is meaningless

Y e oL Ulal j2al 41

42.1 like doing the
things | do at work

dee e s p bl e aal 42

43.| feel a sense of
pride in doing my job

el aally il 43
Jee (e

44.My job is enjoyable
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