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WORK-LIFE BALANCE OF LECTURERS
(by the results of the research)

The article presents the analysis of work-life balance, as well as the influencing the balance and
conflict between work and personal life, including the classification of models of influence determinants
and negative, positive consequences.

The article presents the results of a quantitative study conducted by the Center for Sociological Re-
search and Social Engineering of al-Farabi KazNU in the spring of 2021 among the faculty of the al-Farabi
Kazakh National University. The main focus of the study is to understand and study work-life balance to
increasing employee efficiency and productivity, as well as to analyze strategies for improving work-life
balance.

The authors conclude that the negative impact of distance work on the physical well-being of the
lecturer, there is a balance between work and personal life, good involvement in changes in spheres of
life, but often it is not possible to pay due attention to them. Work responsibilities of the lecturer affects
the work-life ratio. Together with this, remote work itself is changing the character of responsibilities of
lecturer, taking into account the a violation of digital etiquette.

The most important factor of work-life balance is rather the ability of workers to choose the mecha-
nism that has the greatest impact on their work efficiency and the productivity of the entire process,
respectively.

Key words: work-life balance, teachers, online work, disbalance, efficiency.
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OKpbITYLUbIAAPAbIH, XKYMbIC XK9He XeKe OMipiHiH, TeHrepimi
(3epTTey HaTHXKeAepi O0MbIHLLA)

Makana XyMbIC MeH >Keke eMIpAIH Terne -TEeHAITH TarAayFa, COHAQM -akK, XKYMbIC MeH >Keke eMmip
apacblHAAFbl Terne -TeHAIK MeH >KaHXKaAAbIH, KaAbINTacyblHa acep eTeTiH (haKTOpAapAbl aHbIKTayFa,
COHbIH iWiHAE BCcep eTy AETMPMMHAHTTAPbl MEH TEPIC XKOHe >KaFbIMAbI CAAAAPAAPbIHbIH MOAEAbAEPIH
XikTeyre apHaaraH. Makarapa on-Papabu atbiHaarbl KasYY-HiH oAeyMeTTiK 3epTreyAep >KoHe
SAEYMETTaHYAbIK, WHXUHUPUMHI OpTaAbiFbiHbIH 2021 >KbIAAbIH, KekTeMiHae aA-(Dapabu aTbiHAAFbI
Ka3YY oKbITyLIbIAQPbIHbIH, apaCblHAQ >XKYPri3reH CaHAbIK, 3epTTey HOTUXKEAepi KOPCETIAreH. 3epTTeyAiH,
MaKCaTbl KALbIKTbIKTaH OKbITYFa KOLY Ke3eHIHAEri >KYMbIC MeH >Keke OMIPAiH Terne-TeHAIrH TYCiHy
>KOHE 3epTTey, OKbITYLIbIAAPABIH TUIMAIAIME MEH BHIMAIAIMIH apTTbIPYAbIH, kaHa GaFbITTapbiHbIH Gipi
>KOHE OAAPAbIH KaHaraTTaHybl, COHbIMEH KaTap ABCTYPAI A€, KALWbIKTbIKTAH AQ >KYMbIC MeH >Keke eMip
apacblHAAFbl TENe-TEHAIKTI )KaKCcapTy CTpaTerndAapbiH TaAAdy. ABTOPAAP KALlbIKTbIKTaH XXYMbIC icTey
OKbITYLUbIHbIH (DU3MKAAbIK, BA-ayKaTblHa TepiC acep eTKeHiHe KapamacTaH, YXYMbIC MeH >KeKke eMmip
apacblHAQ Tere-TeHAIK, eMip caAaAapbiH ©3repTyre >kakcbl acepi 6ap, 6ipak kebiHece oAapFa TMICTI
Ha3ap ayAapy MYMKiH emec Aen TyXblpbiMAaiabl. OKbITYWbl OPbIHAANTBIH (DYHKLMSAAPABIH, CaHbl
>KYMBIC MeH >XeKke eMipAiH apakaTblHacblHa, aTan alTKaHAQ XKYMbIC MeH XKeKe eMip apacbiHAAFbI Tere-
TEeHAIKKE Hemece KaKTbIFbICKa acep eTeai. ©3 Ke3eriHAe, KalWbIKTbIKTaH YKYMbIC iCTeY OKbITYLUbIHbIH
BAETTEr ASCTYPAI XKYMbICbIH ©3repTeAi, OHbIH, KYHAEAIKTI eMipiHe >XYMbIC OpTaCbIHbIH, CaHABIK,
STUKETTIH OY3bIAYbIH €Hri3eA|.

KyMbIC neH >keke emip apacblHAAFbl Terne-TeHAIKTI TabyAblH MaHbI3Abl (haKTOPbI-BYA >KYMbIC
YaKbITbIH YMbIMAQCTbIPDY MeXaHU3MiHIH 631 eMecC, KepiCiHle >XYMbICLIbIAQPAbIH 63 >XYMbICbIHbIH
TUIMAIAITiHE >kaHe BYKiA NPOLECTiH OHIMAIAIrIHE YAKEH acep eTeTiH MeXaHU3MAT TaHAQY MYMKIHAIT.

TyiiH ce3aep: XXYMbIC MeH XeKe emMip apachbiHAAFbl Tere -TEHAIK, OKbITYLIbIAAP, OHAQMH >KYMbIC,
TEHIrepiMCi3AiK, TUIMAIAIK.
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baaaHc paboTbl M AMMHOM XXM3HU MpenoAaBaTeAen
(no pe3yAbTaTtam UCCAEAOBaHUS)

Cratbsi NocesilleHa aHaAn3y 6aAaHca paboTbl M AMUHOM XKM3HK, a TaKXKE ONpeAeAeHMio (DaKTOPOE.,
BAMSIOLUMX Ha (DOpMMpOBaHMe 0GanaHCa M KOHMAMKTA pPabOTbl M AMYHOM XKM3HM, B TOM YMCAE,
KAQCCUUKALMM MOAEAE AETEPMUHAHT BAMSIHUS M HEraTMBHBIX, MO3UTUBHbIX MOCAEACTBUIA.

B cTtaTbe npeacTaBAeHbl pe3yAbTaTbl KOAMMECTBEHHOIO MCCAEAOBAHUS, NMPOBeAEHHOro LleHTpom
COLIMOAOTMYECKOrO MCCAEAOBAHMS M COLUMAAbHOrO MHxuHupuHra KasHY um. aab-apabu BecHoit
2021 r. cpeam npenoaasarteaeit KasHY mm. aab-Mapabu. Lieabio MCCAeAOBaHUS SIBASIETCS MOHUMAHWE
1 nsyyeHune 6araHca paboTbl M AMYHOM XXM3HW B MEPHOA MEPEXOAA HA AMCTaHUMOHHOE 0ByyeHne Kak
OAHOIO M3 HOBbIX HarnpaBAeHUI yBeAnUeH s 3(p(eKTUBHOCTU U MPOU3BOAMTEABHOCTM NPENoAaBaTeAei
M MX YAOBAETBOPEHHOCTb, a TaKXXE aHAAM3 CTPATErMi YAyULLEHUs 6araHCa MeXAY paboTom 1 AMUYHON
>KM3HbIO KaK B TPAAMLMOHHOM, TaK M B AUCTaHUMOHHOM hopmarTe.

ABTOPbI AEAQIOT BbIBOA O TOM, YTO, HECMOTPSI Ha HEraTUBHOE BAMSIHME AMCTaHLIMOHHOM PaboThbl Ha
hM3nyecKoe CaMoUyBCTBUE NMPENOAABATEAS], MPUCYTCTBYET BaAaHC paboTbl M AMUYHOM XKM3HM, XOpOoLLast
BOBAEYEHHOCTb B M3MeHeHUs cdep XKM3HU, HO 3a4aCTYIO HE YAQETCS YAEASTb MM AOAXKHOIO BHUMAHMS.
KOAMUYECTBO BbIMOAHSEMbIX MpernoAaBaTeAem (OYHKLMIA BAMSET Ha COOTHOLUEHME PabOTbl M AMYHOM
>KM3HM, @ UMEHHO Ha AMcOaraHC paboTbl M AMYHOM XU3HM. B CBOIO ouepeab, cama AMCTaHLUMOHHas
paboTa M3MEeHSIET MPMBbLIYHYIO TPAAMLIMOHHYIO PabOTy MPENOAaBaTEAs, BHOCSI B €ro MOBCEAHEBHYIO
>KM3Hb HapylleHue UMpPOBOro 3TMKETa ero pabounm OKPY>KEHMNEM.

Hanboaee BarkHbIM (DaKTOPOM MPU HAXOXAEHMM BaraHCa MEXAY PabOTOM M AMUHON >KM3HbIO
SIBASIETCS HE CaM MEeXaHM3M opraHM3aumm paboyero BpemMeHu, a, CKopee, CroCcoBHOCTb PaGOTHUKOB
BbIOMPATb MEXaHM3M, KOTOPbI OKa3blBaeT HaMbBOAbLLEE BO3AENCTBME Ha 3PMEKTUBHOCTbL MX PabOTbI M
Ha NPOU3BOAUTEABHOCTb BCErO MPOLLECCa COOTBETCTBEHHO.

KAroueBble cAoBa: 6GaraHC paboTbl M AMYHOM >KM3HM, MPENoAaBaTeAn, OHAAMH paboTa, AnsbaraHc,

3hppexTMBHOCTD.

Introduction

The current global processes taking place all
over the world consider all spheres of life of a an
individual, including their working time and labor
activity. The time that an individual spends at work
takes on different forms of employment, decentral-
izes and individualizes.

With the change in people’s needs, so have
workers’ preferences for working hours. This reality
forces people to have the ability to balance between
paid work and personal life (Yugai, 2021).

Balancing work and personal life is becoming
an urgent topic for research in the field of increasing
the efficiency and productivity of employees, one of
the main factors of which is employee satisfaction
and the ability to find a balance between the two
spheres of life. With a large workload, an increase
in the amount of working time, and dissatisfaction
with a career, workers often experience stresses that
reduce the efficiency of the employee and the orga-
nization to which they belong.

According to many researchers, the concept
of work-life balance is global and international in
nature, and programs to improve it should include
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elements of cross-cultural management. According
to OECD methodology for measuring work and per-
sonal life, the Netherlands is in 1st place, and Co-
lombia is the last. Kazakhstan does not have gov-
ernment programs aimed at maintaining a work-life
balance, but compared to OECD countries, where
overtime is measured over 50 hours per week, Ka-
zakhstan has a 40-hour work week.

The social aspects of labor, and the interdepen-
dent problems of society, always occupy one of the
central places in sociology, since it analyzes the
state of the socio-economic stages of society, pro-
fessional social progressions, with all social con-
tradictions. Changes in social relationships in the
workplace have influenced the strength and well-be-
ing of the family groups of workers. Globalization
has generated intense competition and the diverse
work requirements that many employees face today.
For example, be available within 24 hours of work
using various communication tools (Russel, Bow-
man, 2000).

The transformation of the labor market, together
with the dynamics of the demographic structure, in-
cluding the growth of education and employment of
women, which has become a global trend since the
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middle of the last century, lead to the spread and
strengthening of the principles of a modernized
model of the family that is, an egalitarian family
consisting of working couples. This model is based
on a combination of marital, parental and profes-
sional roles, where the balance of family and work
is a central issue in the life strategies of women and
men (Kaldybek, Shedenova, 2021).

It should be considered the rise in the standard
of living, the increase of a lifespan in its duration,
which also affected the labor market around the
world. For example, with the increase of old age
population, the relative number of employees has
also increased.

An indirect factor of influence on the work of
modern society is the development of innovative
technologies that form the digital labor market, dis-
tance, online employment. It is necessary to note the
impact of the COVID-19 pandemic, which has re-
versed social and labor relations around the world.

Literature review

To date, the problem of the influence of the rela-
tionship between work and personal life on the be-
havior of employees, and their attitude to the prob-
lem, have not been fully studied and require more
in-depth research. In the Republic of Kazakhstan,
no analysis of the problem of the relationship be-
tween work and personal life has been carried out.
Most research on work and life balance is concen-
trated in European countries and the United States
of America.

Many scholars assert the existence of the phe-
nomenon of work-life balance not only in the United
States, but throughout the world, proving the global
nature of the studied socio-economic phenomenon.
Modern studies were carried out in Europe, Great
Britain, in particular, Australia, East and South Asia
(South Korea, Sri Lanka, China, India, Pakistan,
etc.) (Khan, Agha, 2013).

Demographic changes impacted the structure of
labor force, and thus impacted the issue of work-life
balance (Crosbie, Moore, 2004).

The study of the work and personal life ratio
in most literature reviews is built on the concept of
work and personal life balance and the concept of
the conflict between work and life (family) that pre-
ceded it. Work-life balance theory tries to explain
the ration of two spheres of life of an individual.

The work-life balance considers aspects of sat-
isfaction with life and its spheres, as well as the
subjective well-being of a person. Work-life bal-
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ance is a broad concept and has various definitions
in foreign literature. In most cases, scholars share
the point of view about the addition of two spheres
of life as the influence of one on the other (Stroo,
Koltsova, 2012).

The very term “work-life balance” in its cur-
rent understanding first appeared in 1986. But direct
work-life programs existed as far back as the 1930s.

Carey L. Cooper and Susan Lewis, in The Inte-
gration Between Work and Personal Life: Examples
of Organizational Change, point to an increase in re-
search on the work and family roles ration since the
1960s. Most of the research focused on women and
the stress they experienced at work and in family
relationships. In psychology, the emergence of the
concept of balance between personal life and work
in the 1970s is associated with the description of
the problems of mixing roles in women who want
to have employment, earnings and who, at the same
time, should not have abandoned their marital and
maternal responsibilities (Mospan, 2014).

The history of the development of the defini-
tion of this social phenomenon includes the works
of scholars, when the term was used as a form of
inter-role conflict, in particular among women,
whose spheres of life were under pressure and were
incompatible. Later, the work-life ratio began to be
understood in terms of the degree of satisfaction and
involvement in work and family roles.

Scholars stress the importance of work and fam-
ily responsibilities’ ration when studying the bal-
ance of work and personal life. Hill views work-life
balance as the degree to which an individual can
simultaneously balance the emotional, behavioral,
and temporary needs of work and family life. Nete-
meyer defines balance as the absence of role conflict
when job demands interfere with family responsi-
bilities (Sarker et al., 2012: 144).

Duxbury, on the other hand, believed that work-
life balance was based on a combination of fam-
ily role-overload interventions to work and work-
related role overload interventions into the family.
In other words, a situation where a large amount of
interference in one or another area of activity limits
or hinders the performance of responsibilities in an-
other area. In most cases, the balance of work and
personal life should be considered directly under the
balance, maintaining a general sense of harmony in
life (Shobitha, Sudarsan, 2014).

The term “balance” itself, as suggested by
Burke and Lewis, is a compromise between two
areas, since work is not an integral part of life. In
other cases — Crompton and Brockman, Lewis and
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Cooper — indicate that balance is considered to be
a harmonization of the two spheres. Together with
this, the unification of two spheres can lead to the
situation where the dominance of one sphere is pos-
sible (Abigail, Susan, 2009).

Sue K. Clark defines work-life balance as bal-
anced functioning at work and at home, without role
conflicts (Emislie, Hunt, 2009).

Parkes and Langford define work-family bal-
ance as a person’s ability to fulfill their work and
family responsibilities, including other non-work-
related activities (Parkes, Langford, 2008). The
work-life balance can be defined as balance on one
hand, and as a conflict on the other.

Work-life balance is defined as the ability to to
perform other activities. It is important to take into
account that the concept of personal life includes
not only family functions and housework, but also
leisure, hobbies, and other roles in various spheres
of a person’s life. Icahn and his colleagues have put
forward the concept of balance in life, defining it
as satisfactory fulfillment of requirements in three
main areas of life: work, family and personal. Work
requires labor time, labor intensity, labor pressure.
Family requirements include people’s roles (i.e.
father, mother, etc.), family responsibilities (i.e.
childcare, housework, etc.), caring for elderly fam-
ily members, children. In turn, personal ones can
include recreation, sports, or personal development
programs (Delecta, 2011). It is necessary therefore
to determine the spheres of life that need to be stud-
ied within the framework of the work-life balance
concept.

As a global assessment of the adequacy of avail-
able resources to meet work and family responsibili-
ties, the effectiveness of human participation in the
work and family spheres of life, the balance between
work and personal life is considered by Voydanoff.
Likewise, Kirchmeyer argues about a balanced life,
as the achievement of satisfaction in all areas of life,
which requires personal resources: energy, time
and commitment, which must be well distributed in
all areas of human life. Paula J. Caproni also ad-
dresses the resource issue of using the language of
“passion and spirituality” in the workplace, which
fosters greater commitment, time and energy. With
an increase in the cost of work, and the receipt of
psychological and material reward, there is a need
(incentive) to invest more resources in oneself and
work. Time and energy are limited resources, which
causes reduced satisfaction and stress at home, mak-
ing the workplace more attractive, forming a kind
of closed loop (Caproni, 2004). E.Yu. Rozhdest-

158

venskaya believes that the concept is a promising
managerial and institutional tool that contributes to
increasing the level of satisfaction with life and the
quality of life in the long term.

It is important to keep in mind that WLB is a
subjective phenomenon that differs from person to
person. For different groups of people, the concept
has its own meaning, which depends on the context
of the conversation or the point of view of the in-
dividual. Today, work-life balance is not only used
as the work/family ratio, but the broader definition
includes the quality of life, flexible work hours and
many other factors. Nancy R. Lockwood defines
work-life balance as a state of balance, where the
requirements for the workplace and personal life are
equal.

Lockwood provided own classification of differ-
ent definitions of work-life balance (Table 1) (Lock-
wood, 2003).

Table 1 — Classification of definitions of WLB

Definition type The idea

The contradiction between work and
family responsibilities

Conflict between two
aspects

From the point of
view of the employee

The dilemma of managing work and
personal responsibilities

The task of creating a favorable
corporate culture to improve
employee performance

From an employer’s
point of view

Ability to fulfill family and personal
obligations, without the threat of job
loss and non-performance of duties

As a family benefit

As an employer
program

Resolving work and personal
responsibilities

The degree where the organization
recognizes and respects family
obligations by encouraging staff to
work together to meet needs

As an organizational
culture

Mendis and Weerakkody support the definition
in the field of organizational culture and programs of
the company, the employer. In their study of the im-
pact of WLB on employee productivity, the authors
note that work-life balance does not mean an equal
balance, since they consider WLB to be an adjust-
ment of the organizational work model, to be able
to combine work with other responsibilities, such
as caring for children or elderly relatives (Mendis,
Weerakkody, 2017).

The perspectives of the concept are also studied
considering external macro-factors. For example,
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the problem of equality in labor markets, social re-
sponsibility of business, government assistance to
families, individual responsibility (Rozhdetsvens-
kaya, 2019). Research and debate on WLB has been
characterized by proposing strategies and method-
ologies for improving organizational performance,
balance itself, and the role of balance as part of or-
ganizational strategy. Brad Harrington and Jamie J.
Ladge argue that balancing the perspective should
be more than just a part of the workforce, but a cul-
tural change to transform the way we think about
careers and jobs.

Gambles, Lewis, Rapoport, in their book “The
Myth of Work-Life Balance: The Challenge of Our
Time for Men, Women and Society”, examined sev-
en countries with in-depth interviews, suggesting
that the difficulties in combining work with other
life spheres cannot be viewed as individual-per-
sonal, family, organizational or even national prob-
lems, since they already have a global character. All
workers face the WLB problem, regardless of gen-
der, age, profession, field of work, social status, etc.
(Gambles, Lewis, Rapoport, 2006).

Work is a purposeful human activity, limited by
the framework of free choice and right, consisting
in the production of material or non-material values.
Also, work can be understood as the result of the
work performed, which as a result can be assessed.

The most powerful and persistent factor affect-
ing the work-life ratio is the amount of time spent at
work. Researchers focus on the processes of linking
the structures of working time, professional space
with family tasks and responsibilities, health status,
educational activities, free time and consumption.
Most of the work focuses on time, which is the main
fundamental element. At the present time, there are
many modes and models of employment, but often
the concept of an 8-hour working day with a five-
day working week is valid for most employed indi-
viduals. In the sociology of labor, time constraints
are the center of the problem under consideration,
directly the time budget is a classic sociological
measuring instrument for the possibility of quantita-
tive description.

Summarizing the above, it can be noted that in
a broad sense, the work life balance should be un-
derstood as a combination of interactions between
different spheres of an individual’s life, which, as
a result, can affect both the organization and sev-
eral levels of society. A narrow understanding of
WLB only encompasses the amount of time an
individual spends at work versus the amount of
family time.
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Materials and methods

Measuring work-life balance is still problematic
(Greenhaus, Collins, Shaw 2003). Some researchers
distinguish two types of measurement: subjective
and objective, where satisfaction is attributed to the
first, and health, career stage and the integrity of per-
sonal life to the second (Rozhdestvenskaya, 2011).
In turn, some scholars are asking about the need to
use objective indicators. They argue that in empiri-
cism, balance is more easily determined by its ab-
sence, since usually people perceive their own state
in the presence of a certain problem, in this case a
conflict (imbalance).

Poelmans argues that the measurement of bal-
ance has 2 problems. The first is intercultural dif-
ferences and interpersonal differences. The second
problem concerns the fragmentation of research in
the field of this topic; there is a need for large-scale
research and a uniform, proven set of measures for
comparison (Skoraya, 2019).

In turn, the international Organization for Eco-
nomic Cooperation and Development actively mea-
sures the balance between work and personal life,
which uses its own measurement method. The or-
ganization includes 37 countries. In developing
“best policies for a better life,” the organization
began ranking countries for the best work-life bal-
ance (OECD, 2019). Information for analysis at the
OECD comes through official sources such as the
United Nations Statistics Office and the National
Statistics Office. Some information is derived from
the Gallup World Poll, an organization that conducts
public opinion polls in over 140 countries.

In the Republic of Kazakhstan, according to the
data of 2019-2020 academic year, there are 433403
lecturers (5% of the employed population of the
country). Lecturers play a great social significance
in the state, as it has a direct impact on the formation
of the future workforce. In addition to teaching, an
important task of the lecturer is to educate the spiri-
tual, moral, cultural and healthy youth — the engine
and the future adult generation of the state. During
the period of mass digitalization and the transition
to a remote format of work, lecturers were one of
the social groups that was greatly influenced by the
pandemic. Distance, online learning has required a
great deal of digital competence from lecturers, in-
cluding the implementation of the usual work duties
of teaching, thereby affecting the balance of work
and personal life of lecturers.

Based on the goal of studying the work-life bal-
ance in the distance learning mode caused by the
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COVID-19 pandemic, a quantitative assessment
was made of the understanding of the time budget
and the balance of work and personal life among
lecturers of al-Farabi KazNU. There are total 3098
lecturers, excluding the Faculty of pre-higher educa-
tion (college, specialized school) (faculty of al-Fara-
bi KazNU, 2021). The sample totals 345 lecturers of
the al-Farabi KazNU. The sample is random (every
8th person) and is based on the selection of lecturers
from the faculty system (pps.kaznu.kz).

The analysis and processing of the obtained re-
sults were carried out using Microsoft Excel and
SPSS Statistics programs.

Results and discussion

The main contingent of respondents are lectur-
ers aged 31 to 40 years (39%) and from 41 to 50
years (26%). Most of the respondents are married
(63%). 22% of the respondents are unmarried.

Questions “Do you have children?” and “Do you
live with someone you care about?” aims to identify
respondents who have dependents — a dependent
social group, for example, children, the elderly, the
disabled, etc. Having people to take care of greatly
affects the structure of an individual’s entire time al-
location.

The respondents’ pedagogical work experience
ranges from 15 to 20 years (28%) and more than
20 years (22%). The above labor characteristics of
the respondents make it possible to reveal the de-
pendence of work experience and the presence of

WLB. Russian researchers have found that the ca-
reer cycle, as well as the life cycle of a person and a
family, has an impact on the ratio of work and life.

As for the financial situation of the respondents,
most of the respondents (59%) have an average
salary ranging from 170 thousand to 270 thousand
tenge, which is confirmed by the data of the Bureau
of National Statistics of the Republic of Kazakhstan.
But despite the presence of an average level of earn-
ings, respondents have financial obligations such as
loan and mortgage.

Thus, the portrait of the respondent based on the
averaged data obtained looks like this: A married
woman of 31-40 years old with a master’s degree
and with children or other people who need to be
taken care of, working only in KazNU as a senior
lecturer from 15 to 20 years old with an average in-
come and a loan.

Analysis of remote (online) work.

The respondents spend more than 8 hours of
daytime on work (57%). The minimum amount of
time is 2 hours a day. 22% of lecturers are busy
working within normal limits, in the amount of 6-8
hours a day. After the work, according to the lectur-
ers’ estimates, the average amount of free time re-
mains, but which is sufficient to complete the tasks
planned before. Majority of respondents believe that
there is little time left and they do not have time to
complete some tasks.

But it is important to note that none of the re-
spondents has an exceptionally large amount of free
time to be completely free from work (Figure 1).

Figure 1 — Time spent by respondents
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Depending on the number of functions per-
formed, the ratio of work and personal life may
vary. Therefore, it is important to identify the struc-
ture and number of functions of lecturers. The dis-
tribution of work functions is as follows (table 2):

Table 2 — Work functions of respondents

Function %
Teaching 96
Grading 76
Advisor 39
Administrative 65
Organizational 52
Bureaucratic 50
Research 70
Creativity 26

In most cases, the lecturer performs their main
functions of teaching and grading students assign-
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ments. After that, they carry out work in the field
of science and research, administrative functions,
carrying out orders from higher management, as
well as organizational and bureaucratic functions,
participation in meetings, documentation for the
management or for teaching process. At the same
time, the share of respondents who considered that
DL is flexible, tense and harmful is 54%, 50% and
37% of respondents, respectively. Fewer respon-
dents considered DL as good, interesting and calm,
while the most irrelevant characteristics were dan-
gerous, fair and bad. Ranking of factors influencing
the productivity of current DL made it possible to
identify that the basis is, despite the flexible char-
acter of DL, the workplace in which the employee
carries out their work duties. This can include the
presence of an appropriate working infrastructure
and working conditions — a separate physical place
for work at home, a work desk, etc. Thus, an illus-
tration of all the characteristics of working remote-
ly, including the ranking of influencing factors, can
be seen in Figure 2.
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Figure 2 — Remote work characteristics and determinants of its productivity
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The second factor of influence is the family and
the environment in it, partners, children, other fam-
ily members, their health, the presence or absence
of conflicts with them, the psychological climate in
the family, and more. On the 3rd place of the factor
influence are digital technologies — the Internet con-
nection, its speed and efficiency; convenience and
inconvenience of digital technology (computer, lap-
top, smartphone); special programs for conducting
work activities and teaching students. Mood, intrin-
sic motivation and stress least of all affect the pro-
cess of distant learning for lecturers, which confirms
the above statement about the absence of an emo-
tional context in the implementation of work activi-
ties. In other words, it can be assumed that lecturers
have high emotional intelligence, as they try not to
consider individual and personal psychological fac-
tors. But it can also indicate that employees are forc-
ing themselves to work and do not pay attention to
personal well-being.

According to the results of the study, remote
work violates the time boundaries of the relationship
between work and personal life. This can be traced
from the answers of the respondents who indicat-
ed that they had no cases when no one would have
contacted them later than 20.00 pm and earlier than
08.00 am. As a result, 80% and 74% of respondents
indicated that students and colleagues are the main
troublemakers. In this case, the management also
interferes, but only sometimes, according to the an-
swers of 37% of the respondents. This may indicate
that students and colleagues do not follow digital
etiquette, while management violates it depending
on the period of the academic year and the amount
of work that characterizes the teaching activity.

The frequency of encountering cases of violation
of time boundaries is 37% — often, 26% — sometimes,
22% — constantly and 15% rarely. At the same time,
among lecturers there is an average level of cases
of sleep disturbances. 33% of respondents indicated
that DL sometimes disrupts their sleep, while 28%
and 30% answered about rare cases and the absence
of such cases in their practice. None of the lecturers
constantly encounters such cases, which confirms
the seasonal character of the lecturer’s work.

The influence of remote work (positive or nega-
tive) was identified with the question “Do calls
/ messages at work distract you from your daily
life?”, The answer “yes, you have to be online all the
time” to which 54% of the respondents answered.
None of the respondents chose the answer about the
existence of a strict regulation of working hours.
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This may confirm that the private life of lecturers
very rarely interferes with the work sphere, while
the inverse effect of remote work on personal life
is quite high. Thus, all lecturers agree that there is a
violation of their personal boundaries by work. But
17.4% of respondents answered that calls and mes-
sages at work do not distract them, as they answer
when they have free time. 4% of respondents did not
experience the impact of remote work and accompa-
nying calls, messages that would distract them from
their daily life.

The penultimate and last question of the ques-
tionnaire had complex grading scales. In the first
case, the question was to assess agreement or dis-
agreement with positive and negative statements
(6 to 6) about the impact of remote work on per-
sonal life, where the results reflected the following
(Table 3).

The data obtained show that most of the respon-
dents agree with the statements about the deterio-
ration of physical well-being and physical activity
— 61% (alternative was the disagreement of 70% of
respondents with two statements about the improve-
ment in physical activity and physical condition, as
well as freeing up time for their improvement) as a
result of the influence remote work.

Regarding the harmonious combination of per-
sonal, family and household affairs with remote
work, the respondents’ answers have conflicting
data. The same answer applies to respondents’ at-
titudes towards continued availability as a result
of online work. Respondents agree with the state-
ment that they have to constantly be online on the
phone under the influence of remote work (67%).
As a result of online work, there is a tendency that
lecturers feel that they are working constantly, even
on weekends, they have to constantly keep abreast
of events and monitor organizational changes. The
data is confirmed by the respondents’ answers to the
alternative statement “I clearly know the time of my
work and try not to read the work chat on weekends”
in the amount of 57% of respondents.

The controversial data also suggests judging the
positive traits of remote work, allowing the flexibili-
ty to be online whenever and wherever, and the abil-
ity to keep abreast of changes. Most of the respon-
dents both agree and disagree with the statements,
which allows us to conclude that remote work is
flexible, but still depends on external infrastructural
conditions, which confirms the ranking by respon-
dents of the determinants of the impact of DL on
productivity.
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Table 3 — Respondents’ responses to positive and negative statements

Statement Answer of respondents (%)
Agree Yes and No | Do not agree

Thanks to online work, you can combine several household and personal errands 48 39 13
Online work frees. up a lot of time to improve your physical condition (playing 15 33 57
sports, walking, visiting doctors, etc.)
I have become more physically active with the transition to online work 6 24 70
Online work facilitates work process — you can be online anywhere, anytime 39 48 13
Distance learning helps to keep abreast of all changes 26 50 24
I clearly know the time of my work and try not to read the work chat on weekends 6 37 57
Frequent messaging makes me feel like I’m working all the time, even on weekends 67 20 13
Due to online work, I have to constantly monitor changes at work 61 33
As a result of distance education, I am on the phone all the time 65 26
Working online lowered my physical activity 61 33
Due. tg online work, my physical well-being has deteriorated (vision, posture, 61 2% 13
nutrition, etc.)
Online work does not allow you to combine several personal affairs at once 33 39 28

So, remote work of lecturers is characterized by
positive and negative features. Complementing the
portrait of the average teacher at al-Farabi KazNU,
one can describe the following:

In the distance learning mode, lecturers quickly
got used to changes in the format of teaching, stu-
dents and colleagues often contact them outside of
working hours, because of which they have to be
constantly online, which sometimes even disrupts
lecturers’ sleep. As a result of remote work, physical
activity, as well as the well-being of lecturers wors-
ened, there was a feeling that they were working all
the time, even on weekends, and were constantly on
the phone.

According to the data obtained, lecturers assess
their involvement in their life spheres positively
(28% fully agree and 32% agree with the statement),
while the attention paid to the spheres of life, on the
contrary, is assessed positively in its absence. 52%
of the lecturers surveyed believe that they do not pay
attention to all areas of their life. With the correla-
tion of the first two subscales (-0.22), it is possible
to reveal the absence of a relationship between the
answers of the respondents, due to the proximity to
zero. This casts doubt on the assessment of the bal-
ance by the given alternative subscales.

Most of the answers on the interference sub-
scale have a negative assessment, where 35% of
respondents disagree with the statement that work
interferes with life, and 30% completely disagree
with the alternative statement “life interferes with
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work” and 30% disagree. The relationship between
the subscales is 0.42 — which also reflects the weak
correlation between them. So, lecturers believe that
neither personal life nor work is an obstacle to the
normal functioning of another. 30% of respondents
think about work problems even in their free time.
At the same time, 26% of respondents took the bor-
derline value of negative emotional transfer from
work to personal life. So, it can be argued that direct
decisions and tasks, thoughts about work are often
transferred to the personal life of the studied teach-
ers without emotional influence.

Conclusion

The choice of an individual in favor of a par-
ticular field of activity is due to the coincidence of a
person’s reproductive development with a favorable
age for professional and career growth, as a result
of which a person is required to be maximally in-
volved in these areas at the same time. The gener-
ally accepted concept for determining the relation-
ship between the two spheres of life is the theory of
“work-life balance”.

The work-life balance is defined as ration of
work and personal life. Work-life balance leads to a
positive, balanced and compensated life and results
in an increased quality of life and satisfaction.

During the period of mass digitalization and the
transition to a remote format of work, teachers were
one of the social groups that were greatly influenced
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by the pandemic. Distance learning, online learning
has required a great deal of digital competence from
lecturers, including carrying out the usual teaching
duties.

As a result, lecturers’ time balance is character-
ized by a positive work-life balance. Remote work
of teachers has reduced the physical condition and
physical activity of teachers and has an overall im-
pact on traditional work. The WLB level depends on
the number of work functions.

Despite the negative impact of distance work on
the lecturers physical well-being, they have a bal-
ance between work and personal life, good involve-
ment in changes in areas of life, but she often fails
to pay due attention to them. Work and life for the
lecturer are not hindrances or compensation for each
other. Work is not a motivating factor in everyday
life for a lecturer and transfers only objective tasks
without emotional stress to their personal life, while
personal life affects work only with positive experi-
ence and positive emotions.

The number of fulfilling functions of the lecturer
influences their relationship between work and per-
sonal life, namely the balance or conflict between
work and personal life. In turn, remote work itself
changes the usual traditional work of a lecturer, in-

troducing into their daily life a violation of digital
etiquette by their working environment.

The most important factor in finding a balance
between work and personal life is not the mecha-
nism for organizing working time itself, but rather
the ability of workers to choose the mechanism that
has the greatest impact on their work efficiency and
on the productivity of enterprises, respectively.

In turn, for academics, work stress at universi-
ties around the world has increased over the past
few decades and has important implications for aca-
demic staff and student performance. Despite its im-
portance, there has been no scientific research in this
area. Because lecturers influence the lives of many
students and other faculty members, monitoring and
managing stress at work in universities is extremely
important. Even with employee assistance programs
at universities, such as stress management and flex-
ible working hours, the complex nature of stress
continues to negatively impact scientists’ health and
work-life balance.

In this area, further research on work-life bal-
ance is required to better understand the relationship
between these variables and to help universities on
how to effectively improve academic work life in
both traditional and distance settings.

References

Abigail G., Susan M. (2009). ‘Editorial: work-life balance: a matter of choice?’. Gender, Work & Organization, vol. 16, nol,

pp. 1-13.

Caproni P.J. (2004). ‘Work/life balance: You can’t get there from here’. The Journal of Applied Behavioral Science, vol. 40,

no2, pp.208-218.

Crosbie T., Moore J. (2004). ‘Work-life balance and working from home.’ Social Policy and Society, vol.3, no3, pp. 223-230.

Delecta P. (2011). “Work life balance.’ International Journal of Current Research, vol.3, no4, pp.186-189.

Emslie C., Hunt K. (2009). ‘Live to work’or ‘work to live’? A qualitative study of gender and work-life balance among men
and women in mid-life. Gender, Work & Organization, vol. 16, nol, pp. 151-172.

Faculty of al-Farabi KazNU. URL: https://pps.kaznu.kz/ (date of reference: 04.03.2021).

Gambles R., Lewis S., Rapoport R. (2006). ‘The myth of work-life balance: The challenge of our time for men, women and

societies.” John Wiley & Sons. -134p.

Greenhaus J. H., Collins K. M., Shaw J. D. (2003). ‘The relation between work—family balance and quality of life’. Journal of

vocational behavior, vol. 63, no3, pp. 510-531.

Kaldybek S.T., Shedenova N.U. (2021) Zhumis pen otbasylyk mindetterdin garmonialyk uilesimi: otbasylyk mindetteri bar zhu-
mishilarga arnalgan keshendi sayasat [Harmony of work and family responsibilities: comprehensive policy for workers with family
responsibilities]. Bulletin of al-Farabi KazNU. Series of psychology and sociology, vol.72, nol, pp.157-164.

Khan S.A., Agha K. (2013). ‘Dynamics of the work life balance at the firm level: issues and challenges.” Journal of management

policy and practice, vol.14, no4, pp.103-114.

Lockwood N.R. (2003). ‘Work/life balance: Challenges and Solutions’, SHRM Research Quarterly, no2. 10 p.

Mendis M., Weerakkody W. (2017). ‘“The impact of work life balance on employee performance with reference to telecom-
munication industry in Sri Lanka: a mediation model’. Kelaniya Journal of Human Resource Management, vol. 12, nol, pp. 72-100.

Mospan A.N. (2014). Vzaimosvyaz balansa mezhdu rabotoi i lichnoi zhizn’u s demograficheskimi i trudovimi harakteristikami
lichnosti i ee sub’ektivnim blagopoluchiem [Correlation of work life balance with demographical and labor characteristics and its
subjective well-being]. Organizational psychology, no3, pp. 95-107.

Organization for Economic Cooperation and Development Better Life Index — Work-Life Balance. URL: https://www.oecdbet-
terlifeindex.org/topics/work-life-balance/ (date of reference: 11.04.2021).

Parkes L.P., Langford P.H. (2008). ‘Work-life balance or work-life alignment? A test of the importance of work-life balance for
employee engagement and intention to stay in organizations.” Journal of Management and Organization, vol.14, no3, pp.267-280.

Rozhdestvenskaya E.U. (2019). Balans zhizni i raboty: semya, svobodnoe vremya, trudovaya deyatelnost [Work life balance:
family, leisure and work]. Monitoring of public opinion: economic and social changes, vol. 151, no3, pp.3-7.

164


https://www.oecdbetterlifeindex.org/topics/work-life-balance/
https://www.oecdbetterlifeindex.org/topics/work-life-balance/

Work-life balance of lecturers

Rozhdestvenskaya, E.U. (2011). Koncepcia balansa zhizni i truda: uroki evropeiskoi sotsialnoi politiki i rossiyskie perspektivi
[Concept of work life balance: lessons of European social policy and Russian perspective]. The journal of social policy studies, no4,
pp-439-454.

Russell G., Bowman L. (2000). ‘Work and Family: Current thinking, research and practice’. Canberra: Department of Family
and Community Services. — 54p.

Sarker S. et al. (2012). ‘Managing employees’ use of mobile technologies to minimize work-life balance impacts’. MIS Quar-
terly Executive, vol.4, noll, pp. 143-157.

Shtroo V., Kolcova E. (2012). Work life balance, ili est li zhizn posle raboty? [Work life balance, or is there life after work?].
Psychology in economy and management, no2, pp.30-37.

Shobitha P., Sudarsan N. (2014) “Work life balance: A conceptual review’. International Journal of Advances in Management
and Economics, vol.3, no2, pp.1-17.

Skoraya I.G. (2019). Struktura svobodnogo vremeni: teoreticheskiy aspect. [Structure of free time: theoretical aspect]. Socio-
logical almanac, 1010, pp. 91-97.

Yugai N.G. (2021) Balans raboty i lichnoi zhizni v sovremennih relaiah. [Work life balance in modern reality]. Proceedings of
international conference of students and young scholars «Farabi alemi», vol. 2, pp. 221-225.

Jluteparypa

Abigail G., Susan M. Editorial: work-life balance: a matter of choice? //Gender, Work & Organization. — 2009. — T. 16. — Nel.
—P. 1-13.

Caproni P. J. Work/life balance: You can’t get there from here //The Journal of Applied Behavioral Science. — 2004. — T. 40. —
Ne. 2. —C. 208-218.

Crosbie T., Moore J. Work-life balance and working from home //Social Policy and Society. — 2004. — T. 3. — Ne. 3. — C. 223~
230.

Delecta P. Work life balance // International Journal of Current Research. —2011. — T. 3. — Ne. 4. — C. 186-189.

Emslie C., Hunt K. ‘Live to work’or ‘work to live’? A qualitative study of gender and work-life balance among men and women
in mid-life //Gender, Work & Organization. — 2009. — T. 16. — Ne. 1. — C. 151-172.

IIIIC KasHY [Onexrponnslii pecypc] // Kazaxckuit HarmoHaIBHEIH yHUBepcHTeT UM. anb-Dapabu. — URL: https:/pps.kaznu.
kz/ (nata o6pamenus: 04.06.2021).

Gambles R., Lewis S., Rapoport R. The myth of work-life balance: The challenge of our time for men, women and societies. —
John Wiley & Sons, 2006. — 134 c.

Greenhaus J. H., Collins K. M., Shaw J. D. The relation between work—family balance and quality of life //Journal of vocational
behavior. —2003. — T. 63. — Ne. 3. — C. 510-531.

Kanneioek, C.T., llenenora, H.Y. XXymbIc ieH 0TOACBUIBIK MIHACTTEPAIH TAPMOHHSIIBIK YiIeciMi: 0TOACBUIBIK MiHAETTEpPl
Oap KyMBICIIBIIapFa apHAIFaH KemeHai cascat. Bectauk KasHY. Cepus ncuxonorun u commonoruu. — 2021. — T. 72, — Ne.1. —
C. 157-164.

Khan S. A., Agha K. Dynamics of the work life balance at the firm level: Issues and challenges //Journal of management policy
and practice. —2013. — T. 14. — Ne. 4. — C. 103-114.

Lockwood N. R. Work/life balance: Challenges and Solutions //SHRM Research Quarterly. —2003. — Ne2. — 10 c.

Mendis M., Weerakkody W. A. S. The impact of work life balance on employee performance with reference to telecommu-
nication industry in Sri Lanka: a mediation model //Kelaniya Journal of Human Resource Management. —2017. — T. 12. — Ne. 1. —
C. 72-100.

Mocnan A. H., Ocun E. H., Banosa T. 0., Pacckazosa E. 1., bo6pos B.B. bananc paGoTs! 1 TMYHON >KU3HU y COTPYIHUKOB
POCCHIICKOTO POU3BOACTBEHHOTO pennpusaTus // Oprannzanuonnas ncuxonorus. — 2016. — Ne2. — C.95-107.

OpraHu3anys 3KOHOMHUECKOTO COTPYAHMYECTBA ¥ Pa3BUTHS — HHJCKCHI JIydIlel )KU3HU. — banaHc paboThl U IMYHOMH KU3HH.
https://www.oecdbetterlifeindex.org/topics/work-life-balance/ (nara obpamenus: 11.04.2021).

Parkes L. P., Langford P. H. Work-life balance or work-life alignment? A test of the importance of work-life balance for
employee engagement and intention to stay in organisations //Journal of Management and Organization. — 2008. — T. 14. — Ne. 3. —
C. 267-280.

PoxxnectBenckas, E. 10. bananc sxu3nu u paboThl: ceMbsi, cBOOOIHOE BpeMs, TPYIOBas AATEIbHOCTb / MOHUTOpUHT 00111e-
CTBEHHOI'O MHEHHS: SKOHOMUYECKHE U colpaibHble epeMensbl. — 2019, — T. 151. — Ne 3. — C. 3-7.

Poxnecrsenckas E.JO. Konnenmms 6ananca »XH3HU U TPyAa: YPOKH €BPONEHCKOH COIHANBEHO MOMATHKN M POCCHUICKHE Tep-
crektusbl // JKUCII. — 2011. — Ned.- C. 439-454.

Russell G., Bowman L. Work and Family: Current thinking, research and practice. — Canberra : Department of Family and
Community Services, 2000. — 54 p.

Sarker S. et al. Managing employees’ use of mobile technologies to minimize work-life balance impacts / MIS Quarterly Ex-
ecutive. —2012. — T.4. — Nell. — C. 143-157.

Tpoo B. A., Konemosa E. A. Work life balance, i ectb 1 sxu3Hb mocie paboTsi? // Ilcuxoorusi B 5)KOHOMHUKE U yIpaBiie-
Huu. — 2012. — Ne2. — C. 30-37.

Shobitha P., Sudarsan N. Work life balance: A conceptual review //International Journal of Advances in Management and Eco-
nomics. —2014. - T. 3. —= Ne. 2. - C. 1-17.

Ckopas I.I'. CtpykTypa cBoO0OJHOTO BpeMeHH: TeopeTideckuii actiekT // Couponornyueckuii anpmanax. —2019. — Nel0. — C.91-97.

IOraii H.I'. bananc paGoThl 1 IMYHOW KM3HU B COBPEMEHHBIX pealusix // Matepuaibsl MexIyHapoIHOI Hay4HOU KOH(DEepeHIN
CTYAEHTOB M MOJIOABIX YUEHBIX «Dapadu onemi». — Tom 2. — Anmartsr: Kaszak yauepcureri, 2021. — C. 221-225.

165


https://www.oecdbetterlifeindex.org/topics/work-life-balance/

