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Abstract

This research applies a work-values perspective to investigate the work–life balance (WLB) of
women managers in present-day Australia. Workforce transformation and societal changes,
particularly the shift in societal expectations around the role of women over the past several
decades, necessitate a fresh investigation into the phenomenon of WLB for this particular group,
women managers.
Despite extensive literature on work values, WLB, and their potential relationship, there has been
no research directly linking these topics. This research addresses this missing connection and
proposes that WLB research should begin by exploring why women managers work and how the
work values of women managers influence their WLB experiences. The conceptual framework
for this research comprises these components: Schwartz’s four dimensions of work values,
Reiter’s typology of WLB definitions, and the two value congruence theories of person–
environment (PE) fit and self-concordance. This study explores the overarching research
question: How do work values influence women managers’ perceptions of work–life balance? To
guide the research, three specific investigative questions were developed. Q1: Why are women
managers motivated to work? Q2: How do women managers view the meaning of work–life
balance? Q3: What are the perceived influences in women managers’ work–life balance
experiences, given their individual work situations?
The research was conducted using a qualitative case study design and an abductive process,
guided by the philosophical stance of interpretivism. The research methodology focused on data
triangulation through in-depth interviews, comprising demographic data, open-ended exploratory
enquiry data and critical incident data. Twenty individual women managers participated in the
research and shared their views, perceptions and stories of WLB experiences. Several data
analysis methods and techniques were adopted to produce data variety for this case study. In this
thesis, the individual stories of participants are presented first, followed by the findings from a
cross-participant analysis and a discussion in relation to the extant literature and theories, in order
to form insights from the work-values’ perspective of the WLB phenomenon.
The research findings illustrate the value of using the work-values perspective to explore WLB.
Work values helped to provide unique insights into women managers’ work goals and
motivations, their views of the meanings of WLB, and the influence of value congruence in their
WLB experiences. This group of participants are driven strongly by intrinsic work values relating
to professional learning and development, personal satisfaction, setting a role model for their
i

children, personal interest, autonomy, challenges and self-discovery. Nine themes of WLB
meanings were identified, indicating the complexity and multiplicity of the work and life
relationship. The participants’ WLB views displayed an emphasis on a high level of idealism,
resulting in a high self-reported satisfaction regarding their WLB management. Critical incident
analysis of WLB examples provided an opportunity to get inside the women managers’ lived
experiences of WLB in order to understand the specifics of stakeholders’ views, behaviours,
perceptions and interpretations in WLB situations from the perspective of individual women
managers. “Good” WLB experiences were reported as positive critical incidents that brought
personally satisfying WLB outcomes, and “bad” WLB experiences were negative critical
incidents that brought personally unsatisfying WLB outcomes. In most circumstances, positive or
negative WLB experiences occurred when perceived value congruence or incongruence emerged
between stakeholders and participants. These stakeholders also included women managers
themselves in the sense of self-concordance between their work pursuits and WLB expectations.
This research is an original investigation to evaluate the WLB phenomenon of women managers
from the perspective of work values. Its attention to underlying values is unique and insightful,
advancing understandings of WLB both theoretically and practically. In terms of theory, this
research strengthens and extends the application of work-values dimensions, WLB typology and
value congruence theories. In terms of practice, this research provides insights into real-life WLB
situations and stakeholder influence on the experiences of women managers. The research
findings imply practical suggestions that support minimising managers’ control of WLB
practices, generalising WLB-friendly arrangements to the entire organisation and all worker
segments beyond women managers and removing the requirement to provide justification for
accessing WLB programs and benefits. Future research on other worker groups and remoteworking arrangements post the COVID-19 pandemic would further enhance the strength of this
research and provide extended understanding of the ever-evolving workplace landscape in
relation to work values and WLB.
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Chapter 1 Introduction to the Research Project

1.1 Introduction
This research reports on women managers’ perceptions and experiences of work–life balance
(WLB) in Australia from the perspective of work values. As the introduction to the report, this
chapter comprises eight sections. Section 1.2 introduces the background to the research project,
Section 1.3 outlines the research questions that guided the study, Section 1.4 outlines the research
methodology in brief, Section 1.5 explains the researcher’s context and motivation, Section 1.6
presents the significance of the research, Section 1.7 provides an overview of all other chapters,
and Section 1.8 summarises the chapter.

1.2 Background to WLB
Work is a major human social activity – for the majority of people, a central part of their life –
which occupies a significant proportion of one’s time (De Neve & Ward 2017; Rice et al. 1980),
second only to sleep (Roberts 2007). Work and family form two of the fundamental life domains
for the majority of adults (Begum & Osmany 2019; French & Allen 2020). Everyone desires to
live their own version of a balanced life (Greenhaus et al. 2003), and WLB matters to all types of
workers: men and women, working mothers and fathers, single and nonparent employees, and
others (Allen, French, et al. 2015; Casper et al. 2017; Gragnano et al. 2020). However, different
worker groups have different needs and interests that influence their WLB expectations and
experiences (Gragnano et al. 2020; Ravenswood & Harris 2016; Ravenswood et al. 2017).
This research seeks to add new insights to the accumulated knowledge of WLB by focusing on a
specific worker group and from a specific perspective: women managers in Australia from the
perspective of work values. For the purpose of this research, women managers are considered to
be those women who are employed full-time and have advanced in their occupation or profession
(Lirio et al. 2007) to managerial positions. They are usually highly skilled professionals, whose
work is complex, requiring them to process information in order to make decisions (Duxbury &
Higgins 2008, p. 4).
With increased education for women, more women are entering professional and managerial
positions (Calinaud et al. 2021; Lirio et al. 2007). This is associated with other fundamental social
changes. For example, Australian women’s fertility rates have dropped from 3.6 in 1961 to around
15

1.66 in 2019, which is far below the needed replacement rate of 2.1 (ABS 2019; Duxbury &
Higgins 2008, p. 93; Kelsey-Sugg & Docherty 2021). Factors contributing to this decrease have
been identified as the older age of mothers (delaying childbirth), smaller family size, childlessness
and, most notably, “inability to balance work and family” (Duxbury & Higgins 2008, p. 94).
Therefore, WLB of women managers remains a special concern because of the persistent dual
and simultaneous challenges they face: from work because of their career and gender inequality
in the workplace, and from their personal life because of the social roles and expectations they
fulfil in families (Ezzeddeen & Ritchey 2009, p. 404; Fujimoto et al. 2013). As Duxbury and
Higgins (2008, p. 39) assert, “Caring for elder parents, children or both is not new. Combining it
with a career is.”
At home, women managers continue to carry the primary responsibilities of caregiving and
domestic work, meeting greater home demands than men (Adame et al. 2016; Allen et al. 2016;
Begum & Osmany 2019; Brown & Yates 2018; Lakkoju & Jeyalakshmi 2015; Ravenswood et al.
2017; Uppalury & Racherla 2014). In the workplace, gender equality remains a major issue at
senior levels for women managers who want to continue climbing the career ladder (ABS 2012b;
Acker 1990, 2006, 2012; Adame et al. 2016; Allen et al. 2016; Begum & Osmany 2019; Brue
2019; Uppalury & Racherla 2014). In Australia, women take on a disproportionately high share
of household responsibilities, regardless of their working hours (Dinh et al. 2020). For instance,
full-time working women spend twice as much time taking care of children as do their male
counterparts (ABS 2012b), and furthermore, those women in managerial and professional
positions tend to typically work long hours (Burke 2001; Chapman et al. 2014; Ravenswood et
al. 2017; Uppalury & Racherla 2014).
Continuous developments in understanding and enhancing WLB are essential to keep up with the
needs of an ever-changing labour population. Modern workplaces are being transformed by
several factors, such as increased participation of women (Bardoel et al. 2008; Elloy & Smith
2004; Foley et al. 2020; Goodman & Kaplan 2019; Gragnano et al. 2020; Nakazato 2007; Powell
& Greenhaus 2010; Ravenswood & Markey 2011; Siham Lekchiri et al. 2019; Streich et al. 2008),
changes in household structures and increasing numbers of dual-income families (Bardoel et al.
2008; Elloy & Smith 2004; Pandolfini 2012; Powell & Greenhaus 2010; Ravenswood 2008;
Ravenswood & Markey 2011; Shanmugam 2017; Streich et al. 2008; Wright et al. 2016), longer
working hours (Fein & Skinner 2015; Fein et al. 2017), increase of flexible work arrangements
(Bardoel et al. 2008; Grant et al. 2013; Skinner et al. 2016; Timsal & Awais 2016), ageing of the
working population (Bardoel et al. 2008; Gragnano et al. 2020; Maritz 2015; Massingham &
Chandrakumara 2019; Skinner et al. 2012, p. 6), technological advancements (Adisa et al. 2017;
Bardoel & Drago 2016; Bhatia & Ulshrestha 2018; Guest 2001; Guest 2017; Minehan 1997; Reiss
16

& Costello 2007), blurring gender roles and shifting social values (Greenhaus & Powell 2006;
Powell et al. 2019).
However, theoretical analysis and interpretations of WLB are lagging behind the rapidly
transforming workplace (Bardoel et al. 2008; Carlson et al. 2009; Gragnano et al. 2020; Powell
et al. 2019). Fresh WLB research is needed to generate new insights into these fast-changing
employee populations and workplace contexts, and to examine people’s current attitudes, beliefs
and expectations of work and life. This will ensure our understandings of WLB remain current.
Studying the WLB of women managers can provide insights into the complexity and ambiguity
of the WLB phenomenon. First, WLB originated as a gendered topic; WLB was initially viewed
as a woman’s problem to be solved (Adame et al. 2016; Bardoel et al. 2008; Bhatia & Ulshrestha
2018; Zimmerman et al. 2003). Second, women managers do face unique challenges in balancing
their work and life domains in ways that men have not traditionally experienced (Begum &
Osmany 2019; Duxbury & Higgins 2008, p. 39; Ezzeddeen & Ritchey 2009; Uppalury & Racherla
2014). Third, women managers demonstrate distinctive career paths characterised by
discontinuity and shifts in identities (Pringle et al. 2017; Weick 2001, p. 207). Fourth, women
managers desire to succeed equally in both their career and their relationships, and this requires
effective management of WLB (Brown & Yates 2018; O'Neil & Bilimoria 2005; Uppalury &
Racherla 2014). Therefore, women managers are a unique cohort for the investigation of WLB.

1.3 Research questions
Current WLB studies of women managers exhibit some gaps and biases, resulting in ambiguity
and confusion. These gaps and biases can be summarised into three areas. First, there is a dearth
of WLB research into why women managers work and what motivates them to work. Therefore,
WLB investigation into this group would need to first explore the work values of women
managers in order to begin to understand their WLB expectations. However, empirical research
on the influence of values on WLB remains scarce (Cardoș & Mone 2016; Eby et al. 2005; Guest
2001; Lyness & Judiesch 2014). Second, many WLB studies fail to explicitly define the features
of WLB that they address – that is, WLB is not well defined (Casper et al. 2017; Valcour 2007).
Those studies that do clearly define WLB usually apply a narrow interpretation of WLB in their
investigation, thus failing to accommodate the multiple meanings that people give to WLB. Third,
in the available research, the circumstances that contribute to WLB experiences are not
explained – that is, what makes a WLB experience positive or negative (Guest 2001). Often in
the exploration of WLB experiences, the focus is on negative rather than positive WLB
17

experiences (Bardoel et al. 2008; Skinner & Chapman 2013). These gaps and biases in the
research present an unbalanced view of the WLB phenomenon of women managers that warrants
urgent attention.
To begin to address these gaps and biases, this study aims to investigate the WLB phenomenon
of women managers in Australia, using work values as a research perspective. Extant literature
suggests that an examination of work values within the cultural and organisational contexts could
help to unlock meanings and understandings of WLB (Abdelmoteleb 2020; Bardoel 2016; Cohen
2009a; Dylag et al. 2013; Edwards & Cable 2009). Based on the literature review, a conceptual
framework applicable to this research was proposed, including Schwartz’s four dimensions of
work values (Schwartz 1999), Reiter’s typology of WLB definitions (Reiter 2007), and value
congruence theories of self-concordance and PE fit.
The overarching research question to be explored by this study is: How do work values influence
women managers’ perceptions of work–life balance? To guide this research, three specific
investigative questions were developed:
Q1: Why are women managers motivated to work?
Q2: How do women managers view the meaning of work–life balance?
Q3: What are the perceived influences in women managers’ work–life balance experiences, given
their individual work situations?
These three questions direct the enquiry towards the underlying values and motivations around
work and life relationships. The research focus is the WLB phenomenon through the selfperceptions of individual women managers, with work values explored as an investigative
perspective. The purpose of this research is to give voice to the real-life views and experiences of
women managers in an attempt to improve understandings of the phenomenon under study.

1.4 Research methodology in brief
To serve the exploratory nature of the research questions, a qualitative case study design was
adopted following “an interpretive and naturalistic approach” (Halkias & Neubert 2020, p. 48).
Case study methodology allows an abductive reasoning process, facilitating the revision and
extension of theories and knowledge (Miles 2015; Ramesh et al. 2017; Verleye 2019; Yin 2013).
The case here is the contemporary phenomenon (Yin 2018, p. 15) of WLB, which includes
women’s views, perceptions and real-life experiences of WLB. Individual women managers form
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the units of analysis in the study.
Data collection was conducted through in-depth interviews, which enabled the capture of
individual participants’ views, perceptions and personal stories (Gregory 2020; Oltmann 2016;
Yin 2018, p. 114 & p. 118). The Critical Incident Technique (CIT) was utilised in the design of
interview questions. The CIT rendered several benefits for this research: first, it was time-efficient
to focus on critical and impactful events (Chell & Pittaway 1998) that influence participants’
WLB experiences. Second, because the CIT can collect multiple “surprises” with “rich
descriptions”, thus enabling “a deeper understanding of the intricacies and contextual factors” of
the events (Bott & Tourish 2016, p. 278), it allowed several examples of WLB experiences – both
positive and negative – from each participant. Third, the CIT lets research participants decide
which critical incidents are important to them in their lived experiences (Bott & Tourish 2016).
Interviews were designed to gather three types of data: descriptive demographic data, participants’
views and attitudes towards work values, and the WLB meanings and specific WLB examples of
participants’ lived experiences. The case study database comprises participants’ self-reports and
researcher-generated data in the form of research notes, diary entries, memos and journals. The
final reporting of the research findings is divided into two streams: one presents the stories of
each individual woman manager, and the other reports themes of the phenomenon through the
cross-participant analysis.

1.5 The researcher’s motivation
I was motivated to conduct research on WLB for women managers out of personal interest and
my individual circumstances. As a skilled immigrant to Australia, I was initially driven to pursue
a doctorate degree to extend my knowledge of the Australian workforce by combining learning
and working experiences through research. The topic of WLB has personal significance for me. I
wanted to investigate the feelings and experiences of WLB among women managers and their
drivers and motivations in pursuing a professional career. I mirror the research participants in my
own life: in the midlife stage of a career, with family commitments, and wanting to continue to
learn and grow. Fascinated by the prospect of understanding – and hopefully improving – WLB
for myself and for other women alike, a couple of years ago I set out on my research journey as a
part-time research candidate while working full-time as a product manager in the information
technology (IT) industry.
Managing WLB is challenging, but juggling work, life and study is harder. During the whole
research process, I was constantly endeavouring to achieve a workable rhythm and routine to fit
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everything in, mostly by sacrificing family time and personal time. In order to wade through the
research, I relied mainly on support from my family and the University of Wollongong. My study
and research were done at night, on weekends and on public holidays. During this period, I had
to change jobs a few times, but the research project continued and survived.
My motivation increased as the research progressed, especially after the data collection phase. It
was inspiring to talk to other women managers and to hear their views and experiences of WLB.
Many women managers are out there living the same experience: managing a full-time career,
looking after family and children, while also pursuing continuous learning and/or volunteering.
Furthermore, they are doing those things with strong work values and a constructive attitude. To
tell their stories and to ensure their voices are heard became a new motivation for me. I am one
of them. By contributing to understandings of WLB for women managers, I hope to trigger more
explorative studies on WLB from various perspectives, so that effective WLB solutions and
practices based on enhanced and current knowledge can be developed.

1.6 Significance of the research topic
This research aims to contribute to the current knowledge of WLB from a unique perspective.
The conceptual framework and research questions emphasise a work-values approach to
investigating the WLB phenomenon.
Specifically, this research aims to explore the applicability of existing types of work values by
studying a group of individual women managers. The women managers’ identified goals and
drivers regarding work can then be compared with existing typologies in order to provide new
evidence for theory development. Relatedly, individuals may define WLB differently, based on
their individual system of values (Reiter 2007). However, this values perspective has rarely been
explored in the WLB research. This research aims to verify this multiplicity of WLB views and
to explore new evidence in order to promote such an investigative approach, such as Reiter’s
framework (Reiter 2007). It examines individual views and interpretations of the term “WLB”
under the guidance of a values perspective. Last, this research attends to real-life WLB
experiences – both positive and negative. The purpose is significant: to elicit empirical evidence
of both theoretical and practical perspectives. In terms of theory, it explores the value and limits
of existing value congruence theories, such as self-concordance and person–environment (PE) fit.
Practically, it gets inside real-life examples to identify stakeholders and their influences on the
WLB phenomenon, and the findings can provide important insights and potential solutions to
improve WLB outcomes.
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In a broader sense, the choice of WLB as a research topic was chosen for a number of significant
implications of the phenomenon itself: for improving our understanding of WLB, for increasing
productivity, for contributing to an equitable society and for potentially improving the wellbeing
of individual people. This research is devoted to expanding the knowledge of the WLB
phenomenon. Gaining understandings of WLB issues for women managers can help to generate
appropriate actions by practitioners and individuals to improve WLB. Consequently, this research
contributes to the promotion of workforce diversity and wellbeing, for businesses and individuals.
Satisfying WLB is considered to be of significant benefit to organisations and individuals alike
(Adame et al. 2016; Bardoel 2016; Bardoel & De Cieri 2014; Gragnano et al. 2020; Hall 1990;
Manfredi & Doherty 2006, pp. 4-5 & 16; Morgan 2009; Mousa 2018; Poulose & Sudarsan 2017;
Ravenswood 2008; Sirgy & Lee 2018). Therefore, WLB is an important topic to the contemporary
workforce (Adisa et al. 2017; Brue 2019; Cardoș & Mone 2016; Fujimoto et al. 2013; Roberts
2007). The current employment landscape calls for flexibility, innovation and rapid responses by
authorities and organisations (Parris et al. 2008; Sirgy & Lee 2018; Skinner et al. 2016) to address
workforce WLB needs. Improvements in WLB can result in improved quality of life for workers
(Brue 2019; Greenhaus et al. 2003; Lyness & Judiesch 2014; Rice et al. 1980; Ruževičius &
Valiukaite 2017).
Positive WLB experiences are related to increased productivity and improved performance, both
at work and at home (Cardoș & Mone 2016; Carlson et al. 2010; Carlson et al. 2009; Fujimoto et
al. 2013; Gragnano et al. 2020; Hall 1990; Riemenschneider et al. 2007; Skinner & Chapman
2013; Talukder et al. 2018; Voydanoff 2008; Wayne et al. 2017). Positive WLB also correlates
to psychological wellbeing and improved mental health (Bardoel et al. 2008; Begum & Osmany
2019; Brown & Yates 2018; Gragnano et al. 2020; Ravenswood et al. 2017). In return, family
happiness and contentment provide balance to life, thus permitting greater productivity and
satisfaction at work (Bhatia & Ulshrestha 2018; Demerouti & Voydanoff 2010; Stoner & Hartman
1990). The literature also shows that companies with mother-friendly WLB policies tend to have
better financial results and a higher market equity value (Blazovich et al. 2018). This research
aims to support the productivity of a diversified workforce.
Research into the WLB of women managers can have significant economic and social impacts at
macro-societal levels. As The Economist (2006) claims, “Economic growth is driven by women.”
Focusing on women managers can promote economic power for women and improve national
competitiveness. WLB for women managers is also associated with societal outcomes, such as
workforce diversity, birth rates, living standards, and international competitiveness (Duxbury &
Higgins 2008, p. 26).
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Freedom to undertake paid work is important if women are to gain equal access to economic
resources (Goodman & Kaplan 2019) and be empowered psychologically (Kumar & Casey 2020).
However, compared with men, women remain significantly disadvantaged economically in terms
of gender pay gaps and superannuation savings (Foley et al. 2020; Ravenswood & Harris 2016).
As Dugdale (2012, p. 15) describes, “Poverty has a highly feminised face in Australia,” where
73% “of the single age pension” recipients were women. Women’s participation in the workforce
is also critical to the economic success of nations (Cornelius & Skinner 2008; Goodman & Kaplan
2019). A report shows that by closing the employment rate gap between males and females,
Australia could increase its gross domestic product or GDP by 11% (WOB 2012). Therefore, it is
crucial that women have equal access to employment.
The ultimate goal in enhancing understandings of the WLB phenomenon is to promote freedom
of choice and to improve WLB for both men and women. In an equitable society, people should
have equal opportunity to choose their desired work and lifestyle, which would mean that men
and women are equally supported to pursue paid work and to engage with their family (Dugdale
2012; Wright et al. 2016). This is in line with the call for gender-neutral WLB-friendly practices
for all workers (Bowman et al. 2013) “regardless of their life circumstances” (Skinner et al. 2012,
pp. 13-14). As Wright et al. (2016, p. 342) state, “recognition and respect for the responsibilities
and commitments of all employees outside work is fundamental to encourage a supportive and
successful work-life culture.” By providing new insights into the WLB phenomenon of women
managers, this research may contribute to efforts to nurture a respectful societal culture, in which
people’s varied needs and preferences are recognised, and equal opportunities in the pursuit of
paid work and personal life are respected.

1.7 Structure of thesis
This thesis comprises seven chapters. This first chapter has briefly introduced the research project,
including the background to the WLB topic, the research questions to be explored, the applied
research methodology, the researcher’s motivation, and the significance of the research.
Chapter 2 reviews the relevant literature in the areas of work values and WLB in relation to the
research target – that is, women managers. It argues the feasibility of using work values as a
research perspective with which to understand the WLB phenomenon. Theories pertaining to
work values and WLB are reviewed, and a conceptual framework is proposed to guide the
research. Based on the gaps and biases identified in the reviewed literature, one central research
question and three specific investigative questions are articulated to lead the research.
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Chapter 3 explains the research design and its situation within the research philosophy. It then
describes the research methodology and research methods. It explains why a qualitative case study
was adopted as the research methodology and how in-depth interviews and the CIT were used to
collect varied data concerning personal contexts, views and lived experiences of the research
participants. Chapter 3 describes how several research methods and techniques were applied at
various stages of the research process, spanning participant recruitment, data collection and
analysis, writing and reporting.
Chapter 4 presents the individual stories of participants. It reports on each participant individually,
and each of their stories contains four components: the participant’s personal context, her view of
work values, her view of WLB, and the perceived WLB influences in her WLB experience. These
individual stories connect the various contexts, views and experiences for each participant,
enabling the reader to easily follow and interpret each participant’s stance and story holistically.
Chapter 5 presents the cross-participant analysis. This chapter is structured according to the three
investigative questions in order to address the overarching research question. It focuses on
reporting the themes that emerged from the research. Similarities, differences, comparisons and
group insights are drawn here and connected to the findings reported in Chapter 4.
Chapter 6 discusses the research findings in relation to extant literature, applicable theories and
the proposed conceptual framework. It highlights the unique insights and contributions of the
research findings in the areas of work values, WLB meanings and WLB influences. It discusses
how this research contributes to knowledge accumulation to enhance our understandings of the
WLB phenomenon and demonstrates the unique value of the work-values perspective.
Chapter 7 concludes the thesis by summarising the research project’s findings and conclusions. It
highlights the originality of this research and explains how it contributes to WLB research
theoretically, methodologically and practically. It then examines the limitations of this research
and identifies cautions that should be taken when interpreting the research findings. Finally, it
proposes directions for potential future research.

1.8 Summary
In short, as an introduction, this chapter has provided the context for the reporting of this research
project. This research explores the WLB phenomenon of individual women managers through a
work-values perspective, with the purpose of improving understandings of the phenomenon under
study. Research questions and methodology were briefly introduced in this chapter. Chapter 2
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explains in more detail how the literature review informed the research questions before Chapter
3 provides the specifics of the process of investigation.
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Chapter 2 Literature Review

2.1 Introduction
As outlined in Chapter 1, this study explores – from a work-values perspective – the work–life
balance (WLB) phenomenon of women managers. This chapter evaluates the extant literature in
the WLB field, explores the feasibility of the work-values perspective in understanding WLB,
reviews applicable theories, and proposes a conceptual framework and research questions for this
study.
The chapter comprises six sections. Section 2.2 provides a brief overview of gendered WLB
realities for women managers including impact of migration. Section 2.3 explores what work
values are, the four dimensions of Schwartz’s work values (Schwartz 1999) and how work values
are relevant to the understanding of WLB. Section 2.4 examines definitions, theories and
stakeholder influences of WLB, introduces Reiter’s WLB typology (Reiter 2007) and applies a
values-driven approach to reviewing WLB literature. Section 2.5 outlines gaps and limitations
identified in the WLB literature and defines the conceptual framework and research questions
guiding this study. Finally, Section 2.6 is a small summary of the chapter.

2.2 WLB realities for women managers
WLB, happiness, work or life satisfaction, and subjective wellbeing are interrelated, and all are
closely connected with quality of life (Begum & Osmany 2019; Fein et al. 2017; Greenhaus et al.
2003; Ravenswood et al. 2017; Rice et al. 1980; Ruževičius & Valiukaite 2017; Susniene &
Jurkauskas 2009). It is undeniable that WLB is an issue faced by all workers in the entire
workforce (Casper et al. 2017). However, different worker groups experience it differently, for
example, some research indicates that young workers of newer generations, regardless of their
gender and life circumstances, value WLB more than do older generations (Aydemir et al. 2016;
Sturges & Guest 2004; Williams 2000, p. 273). More importantly, the differences between
genders in terms of their expectations regarding WLB remain striking. Research shows that both
men and women managers value career and personal life, personal skills and advancement
similarly (Cutler & Jackson 2002; Lirio et al. 2007). However, women managers are more
concerned than are men managers with family and relationships, and women aspire to strike a
WLB that accommodates both (Brown & Yates 2018; Brue 2019; O'Neil & Bilimoria 2005;
Uppalury & Racherla 2014). There are deep societal reasons why women managers in particular
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deserve special attention in WLB research.

2.2.1 Overview of WLB research development
A brief review of WLB studies and its common terminologies is necessary to help understand the
evolvement of this research topic. The terminology “work–life balance” was first used in the
1970s (Bhatia & Ulshrestha 2018). But as a research topic, WLB has a much longer history, and
its meaning has evolved over the course of that history. In this study, the term “work” refers to
one’s full-time paid work or employment, and “life” refers to the nonwork areas of “everything
else outside of work” (Bardoel et al. 2008, p. 317), which includes not only family but also
community, religion, politics, friendship, leisure, hobbies, sports, fitness, health, study and social
life (Akobo & Stewart 2020; Bardoel et al. 2008; Fujimoto et al. 2013; Gragnano et al. 2020;
Greenhaus & Beutell 1985; Greenhaus et al. 2003; Powell et al. 2019; Wilkinson et al. 2018).
WLB studies are stimulated by the increasing labour market participation of women (Adame et
al. 2016; Bardoel et al. 2008; Emslie & Hunt 2009; Foley et al. 2020; Goodman & Kaplan 2019;
Nakazato 2007; Pandolfini 2012; Powell & Greenhaus 2010). Early work and family studies were
pioneered and dominated by North American and North European researchers (Guest 2001). The
earliest theorisation of this topic appeared in 1949, addressing gender role conflict (Bardoel et al.
2008). Scandinavian countries took the lead in WLB studies during the 1960s and 1970s by
relating WLB to quality of life (Guest 2001). In the 1980s, work and family studies went through
substantial development (Bardoel et al. 2008) when workforces experienced a surge in the
participation of married women, especially those with children – a trend that in fact began in the
1920s (Barnett 1999).
Since the mid-1980s, with the coinage of the term “glass ceiling” (Carnes & Radojevich-Kelley
2011, p. 71), work and life research expanded from a focus on work stress to include other aspects,
such as gender equality at workplace, women’s career development and women entrepreneurship
(e.g. Bernay 1988; Guillaume & Pochic 2009). However, on the nonwork side of life the focus
was often limited to the family life of married women with childcare responsibilities, hence often
called work–family balance which reflects societal expectations of women as homemakers at that
time (Barnett 1999; Baxter & Chesters 2011). It is only since the late 1990s that the research scope
has included other non-family areas, such as personal self-fulfilment, leisure, community and
social life (Duxbury & Higgins 2008, p. 2), extending to a broader nonwork area of a person’s
life. In the past twenty years, the WLB topic again has expanded to address job satisfaction
(Bardoel 2016; Gragnano et al. 2020; Mas-Machuca et al. 2016), talent retention (Cardoș & Mone
2016; Deery & Jago 2015; Kuron et al. 2015; Margaret 2008; Tariq et al. 2012), women in
leadership (Cimirotić et al. 2017), occupational health and employees’ wellbeing (Begum &
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Osmany 2019; Fein & Skinner 2015; Fein et al. 2017; Luz Nario & Mendiola 2018), and even up
to the level of national competitiveness (Cahill et al. 2015; Lyness & Judiesch 2014). This
progressive expansion of WLB research focus is a demonstration of the significance and relevance
of WLB to the workforce and society, which reflects the changing expectations of people
concerning their work and the role it plays in their lives. Hence, ongoing research that addresses
such changes is needed.
The last three decades have seen the most active growth in WLB studies, partly driven by the
increased rate of social changes during this time. Contemporary work and life studies are
propelled by multiple forces, not only the increasing number of women in employment, but also
the ageing population (Bardoel et al. 2008; Gragnano et al. 2020; Maritz 2015; Massingham &
Chandrakumara 2019), smaller household sizes, reduced fertility rates (Bardoel 2016), changed
attitudes about the centrality of work in life, increased work intensity, flexible work arrangements
and advances in communication technology (Adisa et al. 2017; Bardoel et al. 2008; Barnett 1999;
Begum & Osmany 2019; Duxbury & Higgins 2008, pp. 93-94; Grote & Guest 2017; Guest 2001;
Guest 2017; Holland & Bardoel 2016; Peters et al. 2016; Roberts 2007; Skinner et al. 2012, p. 6).
Consequently, WLB research has become increasingly interdisciplinary, spanning politics,
industrial relations, organisational behaviour, sociology, psychology, family studies and labour
studies, and women studies (Bardoel & De Cieri 2009; Bardoel et al. 2008; Nakazato 2007;
Poelmans 2003).
However, as evolved as the literature seems to be and as broad as the topic has become, most
WLB studies fail to get to the core of the WLB phenomenon: why WLB becomes an issue when
women get involved in the workforce. Although historically, WLB research has shown a focus
on women and is often regarded as a gendered issue (Adame et al. 2016; Allen, French, et al.
2015; Bardoel et al. 2008; Zimmerman et al. 2003), few studies have explored the bases of
women’s WLB, that is what is the nature of work, of a worker and of an organisation and how
that in turn affects the WLB perceptions for women.

2.2.2 Gendered nature of work and WLB
Studies of paid work reveal that job is a gendered concept and that an ideal worker is a
“disembodied” male worker who gives his full attention to his full-time job and does not need to
worry about his personal or family needs, which are usually taken care of by women (Acker 1990,
p. 149; 2006; Fujimoto et al. 2013). This characteristic of an ideal worker highlights a natural
contradiction between work and personal or family needs (Fujimoto et al. 2013). Traditionally and still persistently, ideal workers are defined by the life patterns of men rather than women,
which renders inevitable gender discrimination against women in the workplace (Fujimoto et al.
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2013; Williams 2000, p. 271). Williams (2000, p. 37) explains that “discrimination involves a
value judgement that the constraints society imposes are inconsistent with its commitment to
equality.” Gender inequality is deeply embedded in organisations (Fujimoto et al. 2013) and
“produced and reproduced” in organisational practices, despite feminist movements and
legislative changes over decades (Acker 2012, p. 214).
Some common formats of gender inequality in the workplace include wage inequality between
men and women, job and occupational divisions and hierarchical positions (Acker 2012). In
consequence, organisations are highly gendered, leading to distinctive differences in pay,
advantage, control and power between men and women, with top managerial and leadership
positions mostly occupied by men (Acker 1990, 2006). The stereotype of business leaders is a
masculine, strong, aggressive and competitive image (Acker 2006). Women often work in
positions that are nurturing, supportive, caring and lower ranking (Acker 1990). This results in
clear difference between men and women in terms of power, authority and control (Fujimoto et
al. 2013).
On the other side of the WLB equation, women’s entry to workforce has not been matched by
reduced participation in domestic work, and the gendered family work allocation means that fulltime working women have ended up “doing it all” (Williams 2000, p. 47). Ideologically paid work
used to be the domain for men, while home and care, the unpaid domain, for women (Acker 2012;
Fujimoto et al. 2013). Home, the key nonwork domain, is also a highly gendered place where
motherhood and caregiving are deemed to be women’s unpaid “job” due to cultural and social
expectations (Fujimoto et al. 2013). Regardless of women’s increased presence in managerial
positions over the past few decades (Acker 2012), women’s share of family work remains
disproportionately high, and they continue carrying the role of main caregivers for children and
aging parents (Allen et al. 2016; Dinh et al. 2020; Fujimoto et al. 2013; Williams 2000, p. 51 &
p. 60). For full-time working women, work has intensified their pressure to cope with full-time
jobs as well as caring responsibilities and other nonwork activities (Fujimoto et al. 2013). This
remains a consistent obstacle for women pursuing continuous full-time employment or trying to
become an ideal worker, thus lacking opportunities for positions of power and authority (Fujimoto
et al. 2013).
Persistence of the ideal worker concept and gender inequality in both work and nonwork domains
have a profound influence on the perceptions of WLB for working women (Fujimoto et al. 2013).
The paid work domain that women have entered is a highly gendered, hierarchical, and mandominated place (Acker 1990, 2006). In the WLB setting, women are enduringly perceived as
secondary breadwinners but primary caregivers with a high share of household duties (Fujimoto
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et al. 2013). Due to this gendered nature of paid work and WLB, therefore, women have always
been the focal point in WLB research (Adame et al. 2016; Allen et al. 2016; Bardoel et al. 2008;
Baruch et al. 1987).
Meanwhile, the emerging phenomenon of “new gender gap” also warrants attention in WLB
studies. “New gender gap” refers to the “growing divide between women who achieve workforce
success and those contributing to low paid or unpaid work in society” and “increasing pay gap
between ‘mothers’ and ‘non-mothers’” (Fujimoto et al. 2013, p. 152). Commodification or
marketisation of household goods and services (including childcare) means that women with
high-status, high-paying careers are “privileged” in the pursuit of WLB (Williams 2000, p. 48).
Women with dependent children tend to work part-time to cope with their motherhood
responsibilities, due to the inability to fully engage in work (Fujimoto et al. 2013). It is observed
that while the pay gap between men and women is narrowing, the pay gap between mothers and
non-mothers is widening (Williams 2000, p. 2).
It is for these gendered reasons that this study focuses on a particular group of women, women
managers, to explore the topic of WLB. Women managers not only have entered the masculine
work environment, work full-time and have children, but they have also broken through to
managerial positions (Lirio et al. 2007; Subramaniam et al. 2014). It is expected that their unique
WLB experiences would highlight significant meanings to the investigation of work, career
success and WLB outcomes.

2.2.3 WLB perceptions for women managers
To date, women’s penetration to managerial positions still remains as a small fraction of men’s
(Fujimoto et al. 2013). The image of a manager is usually a masculine figure, reflecting masculine
principles that prevail in organisations (Acker 1990). For those women who manage to enter
professional jobs or managerial positions, they usually have to act like a man to be deemed
effective in the workplace (Acker 1990, 2012), or to act closely to the ideal worker (Fujimoto et
al. 2013). This leads to conflicting perceptions of WLB outcomes for women managers, arising
from the ideal worker concept or the privileged new gender gap view. It is no surprise that there
are inconsistent research results on this topic.
While some researchers agree that women managers face more challenges than other women
worker groups in managing their WLB (Appelbaum et al. 2011; Begum & Osmany 2019; Brue
2019; Rosen et al. 1981; Uppalury & Racherla 2014), there is also the opinion that women
managers have better, or at least not worse, WLB than do other groups of women workers, such
as women in lower-level positions (Beatty 1996; Burchielli et al. 2008; Pringle et al. 2017;
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Ravenswood & Harris 2016). The former view is largely argued based on the challenges in
women’s career development, while the latter focuses on the women’s ability to negotiate flexible
work arrangements based on their employment positions.
The view that the price of a managerial career for women is high (Brue 2019; Uppalury &
Racherla 2014) is often reflected in the belief that women managers experience higher stress and
more conflicts than do other workers (Appelbaum et al. 2011; Rosen et al. 1981). Especially,
women with children are found to face additional barriers to career advancement (Brue 2019;
Metz 2005) because women are expected to make sacrifices for family commitments (Fujimoto
et al. 2013). Family responsibilities are reported to affect women’s career decisions about job
selection, promotions and work commitment (Buddhapriya 2009; DeSimone 2020; Ravenswood
et al. 2017; Uppalury & Racherla 2014). Therefore, the career path of women is typically
interrupted and fluctuating due to career breaks (Appelbaum et al. 2011).
Meanwhile, career promotion is often linked to time availability and time-consuming
responsibilities (Guillaume & Pochic 2009). Long hours at work are often perceived as a sign of
organisational commitment, productivity and motivation for career advancement (McDonald et
al. 2005b; Pringle et al. 2017; Wright et al. 2016), which can result in managers and professionals
experiencing worse WLB than others (Begum & Osmany 2019; Chapman et al. 2014; Duxbury
& Higgins 2008, p. 12; Sturges & Guest 2004). Some career-centric women tend to sacrifice their
personal life (Begum & Osmany 2019; Pringle et al. 2017) in order to establish themselves in the
workspace and to progress their careers. Sacrifices made by women include postponing marriage,
delaying having children or having fewer or no children (Frear et al. 2019; Fujimoto et al. 2013;
Guillaume & Pochic 2009; Shreffler et al. 2010; Wilkinson et al. 2018), reducing personal leisure
or hobbies, and limiting their social activities (Fujimoto et al. 2013; Manfredi & Doherty 2006,
p. 19).
The opposite argument is based on the view that managers and leaders usually have more power
and control over work and resources and have much higher pay (Acker 2006). Some research
argues that women managers were not found to score higher negative results in family
relationships, or lower rates of marriage and parenthood, or higher divorce rates (Beatty 1996)
than other groups of women workers. There is partial or no support for the view that holding
multiple roles in work and family domains impaired a person’s health or wellbeing (Baltes et al.
2011; Brown & Yates 2018). Beatty (1996) reported that successful women managers did not
experience higher levels of anxiety, depression, hostility or health problems than did other worker
groups. In fact, there is research evidence that employed women report significant mental and
physical advantages compared with unemployed women and that women managers with higher
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status enjoy greater job satisfaction and higher psychological wellbeing (Baruch et al. 1987;
Burke et al. 2007).
The ability of women managers to achieve WLB is often attributed to their managerial decisionmaking opportunities. Women managers are reported to enjoy job control and autonomy
combined with high incomes, therefore facilitating their ability to balance work and life through
flexibility and affordability, which is impossible for frontline workers with low job control and
low incomes (Burchielli et al. 2008; Ravenswood & Harris 2016). As Duxbury and Higgins (2008,
p. 33) state, high-ranking managers “may have an advantage in balancing work and home life as
their jobs offer greater extrinsic rewards (such as salary)”. An affluent financial status enables
women managers to have not only a good standard of living but also to afford timesaving goods
(such as pre-prepared or take-away food) and paid services (such as childcare, house cleaning and
gardening) (Pringle et al. 2017), which helps them achieve WLB (Aycan 2004; Skinner et al.
2012, pp. 44-45; Uppalury & Racherla 2014).
These contrasting views on the WLB outcomes of women managers demonstrate the complexity
and ambiguity of the WLB topic and the many possible individual combinations of circumstances
that influence its achievement. As such, an investigation into WLB from individual perspectives,
in particular into women managers’ WLB, which gives due consideration to contextual and
personal influences, is warranted. The field of WLB studies needs to expand further to explore
and understand the influences within WLB contexts for women managers.

2.2.4 WLB experiences of immigrants
The Australian workforce is comprised of workers from many cultural backgrounds, many of
whom have immigrated to Australia or are born in Australia to immigrant parents. As a major
immigrant receiving country, Australia has 30% of its population born overseas (ABS 2021), of
which a significant portion comprises high-skilled immigrants who are well-educated and bring
with them professional working experiences (Meares 2010).
However, despite emerging discussions on trans-national migrant workers, WLB literature is
limited in its exploration of the contextual influence of ethnicity, culture, religion and values of
permanent migrants (Akobo & Stewart 2020). Whether immigration improves or undermines
professional women’s ability to balance their work and nonwork life is contested (Dyer et al.
2011).
For migrating women professionals, one opinion is that their WLB is considered to be negatively
impacted by the relocation (Meares 2010). Common challenges that immigrants of women
managers face include language unproficiency, job market discrimination (Dyer et al. 2018;
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Malinen & Johnston 2011), cultural shock (Krys et al. 2018), downwards career mobility,
intensified domestic responsibilities, separation from the support network of extended family
(Dyer et al. 2018; Meares 2010; Syed & Pio 2017), unfamiliarity of labour rights and entitlements
and limited knowledge of what to expect from companies (Krys et al. 2018).
A relaxed lifestyle, quality of life and inviting natural environment are often motivations for
immigrants to Australia and New Zealand from developing countries (Dyer et al. 2018; Malinen
& Johnston 2011). For high-skilled immigrants, migrating to another country is a purposeful
move, often for greater opportunities of a better WLB (Dyer et al. 2018). Meanwhile, it is argued
that the pursuit of WLB is a middle-class construct, and that immigrant professional women are
therefore naturally better off than working-class immigrant women and women of colour and/or
of minority, who face even further disadvantages to managing WLB (Dyer et al. 2011; Roberts
2007). As educated and financially independent career women, there is often a strong sense of
self and intrinsic value attached to paid work among immigrant women professionals (Meares
2010). Some immigrant women professionals do not suffer career downward movement after
relocation. Instead they receive higher pay and enjoy professional development and positive
experiences in a new work environment (Malinen & Johnston 2011).
The WLB of immigrants is an under-researched area (Dyer et al. 2011) but it could provide rich
implications because of the multiple perspectives it combines. Studying of immigrant women
managers could provide a deep understanding of cultural, organisational, family and individual
influences on the WLB phenomenon, intertwining with perspectives of gender, culture, ethnicity,
class and race (Dyer et al. 2011; Dyer et al. 2018). This is especially meaningful when studying
WLB in migrant countries like Australia.

2.3 Work values and their relevance to WLB
What does work mean to people? For many, work is a central part of their social life, presenting
“social status and personal fulfillment” (Williams 2000, p. 43), but work has other meanings
beyond the social one. Little research attention has been paid to the role of values, particularly
work values, in WLB studies. This section reviews definitions of work values, what work means
for women managers, and how a work-values perspective can contribute to better understandings
of WLB.

2.3.1 Overview of work values
Values are principles or beliefs that guide and determine actions, attitudes, evaluations,
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judgements and justifications of objects, situations, self and others (Knoppen et al. 2006; Ravari
et al. 2013; Schwartz 1999; Warr 2008). Work values are evaluative standards, beliefs, principles,
needs, goals, desired outcomes or preferences in the work context (Abdelmoteleb 2020; Aydemir
et al. 2016; Massingham & Chandrakumara 2019; Queiri et al. 2014), which are believed to be
reflections of general human values in the work setting (Consiglio et al. 2017; Ros et al. 1999;
Schwartz 1999; Wöhrmann et al. 2016). Work values are relevant to explanations of individuals’
attitudes, behaviours and decisions in the workplace (Queiri et al. 2014). Work values cover
extensive areas of people’s beliefs regarding various aspects of work (Abdelmoteleb 2020) and
are often presented by a wide range of typologies (Queiri et al. 2014). Schwartz (1999, p. 43)
describes work values as “goals or rewards people seek through their work” and proposes a fourdimension typology: “intrinsic (personal growth, autonomy, interest, and creativity), extrinsic
(pay and security), social (contact with people and contribution to society), power (prestige,
authority, influence)”. Sometimes the last type, power, is labelled “prestige” (Ros et al. 1999) or
“status” (Jin & Rounds 2012; Kuron et al. 2015).
There are several other sets of work values derived from Schwartz’s typology, such as the eight
core work values developed by Edwards and Cable (2009) in their value congruence testing:
altruism, relationships, pay, security, authority, prestige, variety and autonomy. Edwards and
Cable’s eight core work values are based on the same circumplex model of Schwartz’s basic
human values (Borg et al. 2011; Cable & Edwards 2004; Edwards & Cable 2009). Another set is
the 15 types of work values proposed by Super (Cable & Edwards 2004; Göbelová 2011), which
is also derived from Schwartz’s four work-values dimensions. There is a high level of
correspondence among these typologies, demonstrating the homogeneity of key work values.
Schwartz’s typology of work values has been used extensively in organisational studies (e.g.
Dylag et al. 2013; Knoppen et al. 2006; Wöhrmann et al. 2016). In recent years, Schwartz and
other researchers have revised the typology to include 10 work-values factors, alongside the 10
basic human values and four higher-order values (Consiglio et al. 2017; Schwartz et al. 2012;
Wöhrmann et al. 2016). This study adopts Schwartz’s work-values typology (Consiglio et al.
2017; Schwartz 1999; Schwartz et al. 2012) because of its wide acceptance and applications in
extant literature. Table 2.1 summarises Schwartz’s four dimensions and 10 factors, and their
relationship to the four higher-order human values. Conformity and tradition are grouped together
under conservation because of their emphasis on acceptance of social expectations, norms and
traditions and their fit with extrinsic work values. Hedonism is placed under intrinsic work values
because it relates to “pleasure and sensuous gratification for oneself” (Consiglio et al. 2017, p.
410).
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Table 2.1 Schwartz’s work-values typology
Schwartz’s higher-order Schwartz’s work-values
values
dimensions
Openess to change
Intrinsic

Schwartz’s 10 workvalues factors
Stimulation
Self-direction
Hedonism

Conservation

Extrinsic

Conformity/Tradition
Security

Self-enhancement

Power

Achievement
Power

Self-transcendence

Social

Benevolence
Universalism

Work values have clear characteristics that are reasonably stable and enduring (Cardoș & Mone
2016; Jin & Rounds 2012; Kuron et al. 2015) and influenced by parents and peers (Cemalcilar et
al. 2018; Young & Parker 1999). It is important to note that work values can change over time
(Kuron et al. 2015; Schwartz et al. 2012) in response to one’s life stage and work circumstances
(Jin & Rounds 2012). For example, Jin and Rounds (2012) explain that when people enter
parenthood, their extrinsic work values (i.e. pay, job security) tend to increase, along with power
values (i.e. career status, prestige). Then as people age, social values associated with work appear
to decrease, indicating that work becomes more about making a living than “making friends” (Jin
& Rounds 2012, p. 329).
It is important to recognise that values regarding work are held not only by individuals but also
by other relevant stakeholders, such as policymakers, organisation managers (Schwartz 1999),
work colleagues, business clients, family members (such as parents, partners and children) and
the community (Michel et al. 2011). Meanwhile, work values can be displayed both objectively
(e.g. pay, work time) and subjectively (e.g. beliefs, attitudes) (Guest 2001). In the WLB field,
solution-focused studies tend to focus on objective measures, such as regulations, rules, policies
and programs which explicitly express a nation’s or an organisation’s values with regard to
employment or paid work. Values can be explicit or formal, such as laws and organisational
policies, but also implicit and informal, such as customs and norms and workplace practices
(Schwartz 1999). However, the unspoken, implicit forms of values, such as beliefs, expectations,
preferences, evaluations, and judgements are often neglected by WLB researchers.
Overall, there is a lack of attention on subjective values and their impact on work and WLB. This
subjective set of values falls under control of various social entities which include a broad range
of stakeholders – individuals, partners or family members, supervisors, others at work (peers or
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co-workers), and the wider community (Michel et al. 2011).

2.3.2 The work values of women managers
Women managers are believed to be achievement-orientated and career-driven with strong
characters (Aycan 2004; Barlow et al. 2003; Rosen et al. 1981) and are defined as doing the right
thing despite outside pressure to the contrary (Barlow et al. 2003). This is probably mostly
evidenced by their success in career, against the traditional assumption of women’s family role.
Many women managers have attributed their success to their personal characteristics, such as
drive, intelligence, self-confidence, achievement orientation, determination and self-control, in
addition to family and social support (Allen et al. 2016; Aycan 2004; Barlow et al. 2003; Lirio et
al. 2007; Rosen et al. 1981). These personal characteristics are reflected in their beliefs, values,
decisions and behaviours in the work setting – that is, in their work values.
There is no doubt that having a job or income contributes towards financial ease and a comfortable
life (Jolibert & Baumgartner 1997). For many women managers, work brings not only objective
benefits, such as income, title, power and influence, but also meaningful subjective benefits, such
as freedom, independence, job satisfaction, economic and social security, self-worth and a sense
of belonging (Aycan 2004; Bhatia & Ulshrestha 2018; Blattel-Mink et al. 2000; Chusmir & Parker
1992; Kumar & Casey 2020; Powell & Mainiero 1992). One example of this is provided by Aycan
(2004, p. 467), who quoted a woman manager describing her commitment to work:
I may think of getting a divorce, but I would never think of quitting my job. Because a husband
can never replace the sense of security your profession provides; your profession and your
career is your chief security.

These subjective benefits of work for women are often neglected in WLB investigations with the
implied assumption that it is the same for everyone. However, women’s perceptions of career
success and career development often differ from those of men. For example, many men consider
acquiring an executive board position an ultimate career success, while many women define
career success as having flexibility in a career path and striking a family and career balance
(Aycan 2004; Cornelius & Skinner 2008; Lirio et al. 2007). In terms of career models, men
commonly display a linear or progressive career-development pattern, while women often display
interrupted and fluctuating career models (Appelbaum et al. 2011; Powell & Mainiero 1992).
Many women do have a desire to progress their career but are not always motivated to seek
promotion at any cost or merely for salary rises. Professional growth in knowledge and skills,
work recognition, career progression, job satisfaction and self-challenges are reported as major
professional motivations for women (Cornelius & Skinner 2008; Lirio et al. 2007).
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Even though work is regarded as an important life activity by many women, its centrality varies
at times in women’s lives (Powell & Mainiero 1992; Rice et al. 1980). Aycan (2004) reported that
some women managers regarded work as a natural thing to do, not a matter of choice. For women
managers described as “happy workaholics”, working hard is “in their bones”, and their values
are expressed in the day-to-day drive for superior performance, which gives them great
satisfaction (Friedman & Lobel 2003, p. 87). Clearly, to gain insights into women managers’
WLB, it is essential to understand why women managers are motivated to work.

2.3.3 The value of work values to WLB studies
WLB has a personal, subjective nature (Bateman et al. 2016). The individuality of WLB
expectations and perceptions suggests that the individual is the real subject of this phenomenon.
Appraisal of WLB largely depends on the individual’s cognition and values system. Identifying
the contribution of an individual’s beliefs and values may help better understand the various
meanings of WLB (Guest 2001) and explain workers’ diverse perceptions of role stressors
(Greenhaus & Beutell 1985). However, studies relating work values to WLB experiences are still
rare.
Work values reflect the significance of work to an individual and guide an individual’s attitudes
and behaviours in their working life (Queiri et al. 2014). Happy workaholics are characterised by
high levels of work involvement and high levels of an “intrinsic drive to work” (Russo & Waters
2006, p. 419). In the WLB setting, workaholics tend to work long hours, even when they may not
need to do so, and often at the expense of other activities (Guest 2001). Duxbury and Higgins
(2008, p. 8) report that people with “protestant work ethics” or “job centrality orientation” are
more likely to be motivated to work harder or longer. In the same vein, managers with high levels
of responsibility report higher job satisfaction, even though their positions are associated with
high workload and high stress (Beatty 1996; Duxbury & Higgins 2008, p. 88), because they are
also motivated by high levels of achievement.
Work values also affect people’s satisfaction in relation to WLB. The high percentage of overall
WLB satisfaction reported in several studies (Guest 2001; Skinner et al. 2012, p. 27; Skinner &
Pocock 2014, p. 19) indicates that people tend to accept long working hours or work-to-life
interference as a normal part of modern life. It implies that in order to understand people’s WLB
experiences, it is important to capture their work values and identify their expectations of WLB.
Glubczynski et al. (2003) propose looking at the psychological side of WLB issues and state that
when “balancing multiple roles”, the determining factor for people’s wellbeing is “how they feel
about what they do” (p. 13). Consequently, further investigation of the WLB of women managers
needs to consider their individual perceptions of the meanings of WLB, and their work values,
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their work and home contexts.

2.3.4 Cultural values versus individual work values
The work values discussed above are solely applicable to individuals, based on basic individual
human values (Ros et al. 1999; Schwartz 1999; Schwartz et al. 2012). In the works of Schwartz
and his colleagues, there is another important concept, cultural-level values, which follows a
different set of dimensions and is shared by culture members (Schwartz 1999; Smith et al. 2002).
Schwartz (1999) explicitly emphasises that when studying social groups or nations, cultural
values should be used and that when the unit of analysis is individuals, individual values (or
individual work values) are appropriate to use.
This provides a clear guideline regarding which set of values to apply for what social institutions
(e.g. nation, organisation), groups (e.g. work team, family) or actors (e.g. politicians, managers,
individuals) (Schwartz 1999). According to Schwartz’ theory of cultural values, seven types of
values define a country’s values system by three paired, opposite dimensions: “Autonomy versus
Conservatism, Hierachy versus Egalitarianism, Mastery versus Harmony” (Schwartz 1999, p. 29).
Sometimes, the “conservatism–autonomy” dimensions are labelled as “collectivism–
individualism” by other researchers, but they all refer to the same concept of “the relation between
the individual and the group” (Allen et al. 2020; Lu et al. 2006; Peters et al. 2016; Schwartz 1999,
p. 26).
Cultural values can be measured and ranked according to the value priorities or importance of
their dominant societal groups, thus making it possible to compare national cultures with
considerable consistency (Schwartz 1999). Generally speaking, Far East Asian countries like
India and China value the hierachy dimension; Islamic countries score high across both hierarchy
and conservatism; English-speaking countries (including Australia) lean towards autonomy and
egalitarianism, while Eastern European countries are top on the harmony dimension (Schwartz
1999).
Consequently, such differences in cultural values in general result in varied work values pursued
by people based on their national contexts. For example, a culture emphasises on hierarchy tends
to value more the extrinsic and power work values than other cultures; a culture of egalitarianism
promotes more social work values, and a culture of autonomy values more the intrinsic work
values (Allen et al. 2020; Schwartz 1999). These national differences in cultural values are
frequently employed in trans-nation or cross-nation studies on work values, multinational
organisations and WLB (Allen et al. 2020; Peters et al. 2016; Smith et al. 2002).
However, it is vital to recognise the relationship between cultural values and individual work
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values to obtain a holistic, contextual understanding of individual work values. Individual work
values is the result of combined effects of shared cultural values and personal variations towards
work (Schwartz 1999).. Individual values are shaped by personal traits and experiences, which
can deviate from the group cultural values (Schwartz 1999; Vecchione et al. 2012). This means
that social players can behave differently depending on their value priorities and personal
circumstances, despite them sharing common cultural values (Schwartz 1999).
These concepts of cultural values and individual work values are especially significant to this
study of exploring individual women managers in Australia, where the national context is further
complicated as a migration country by the interaction of different cultural values and individual
values (Brown 2002; Krys et al. 2018; Taylor et al. 2020; Vecchione et al. 2012). In this study,
both cultural values and individual work values are incorporated in the exploration when
addressing multi levels of social players as the WLB phenomenon involves multiple entities
including individuals (Korabik et al. 2003).

2.4 An understanding of values-driven WLB
What indeed is WLB? Surprisingly, despite abundant investigations into work and life issues, to
date there is no single commonly accepted definition of WLB (Wayne et al. 2017). Instead, in the
literature, there is a large body of conceptual and operational definitions of WLB with high
divergence (Casper et al. 2017).

2.4.1 Meanings of WLB
The definitions of WLB used in studies are often left unexplained by researchers (Casper et al.
2017; Valcour 2007; Wayne et al. 2017). The lack of a definition of WLB in many studies (Casper
et al. 2017; Valcour 2007) is worrying, because it is unclear which WLB problem the researchers
are attempting to address. However, when WLB definitions are given, there is often more
disagreement than unity regarding the meaning of WLB (Casper et al. 2017). Most definitions
tend to centre on how to define or interpret the word “balance”. Some regard balance as a rigid
50–50 distribution of personal resources between work role and life roles, in terms of one’s
attention, time, involvement or commitment (Casper et al. 2017; Greenhaus et al. 2003; Wayne
et al. 2017) and deem anything outside this proportion as unbalanced. Others agree that WLB
does not mean spending sufficient time on everything and nor does it mean less work (Burton
2004, p. 12; Lakkoju 2020; Lakkoju & Jeyalakshmi 2015). Instead, flexibility is stressed as the
key to balance, along with routines that are neither rigid nor unchangeable (Burton 2004).
Manfredi and Doherty (2006) emphasise the notions of harmony and control, stating that WLB
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should enable people to achieve harmony between their personal and professional goals, and
allow people to have control of their various roles. Some other researchers use satisfaction to
frame WLB concepts, stressing that an effective WLB means that people are happy with their
work and personal life conditions (Lakkoju 2020; Valcour 2007).
This disagreement on the meanings of WLB is often due to the diversified underlying WLB
theories. Some researchers consider work and nonwork domains as linked by a variety of
mechanisms, such as spillover effects, which result in work–family interference or work–family
invasion (Emslie & Hunt 2009; Greenhaus et al. 2003; Greenhaus et al. 2012; Greenhaus &
Powell 2006; Guest 2001; Rice et al. 1980; Wayne et al. 2017). Others deny any links between
these two domains, thus supporting a segmentation view based on the border or boundary theory
(Brown & Yates 2018; Greenhaus et al. 2003; Guest 2001; Rice et al. 1980). Between the two is
the view based on work–life integration, which emphasises the importance of flexibility and
prioritisation in order to manage blurring personal, work, family, and community obligations
(Kreiner 2006; Morris & Madsen 2007; Williams et al. 2016), which is essentially based on the
spillover theory.
Due to these differing theoretical bases, work and life relations are also interpreted differently,
either negatively or positively. The literature focusing on the negative aspects of work and life
interaction, such as work–life conflict or work–family conflict (Allen, French, et al. 2015; Bardoel
et al. 2008; Eby et al. 2005; Parris et al. 2008), is typically based on role conflict theory
(Ezzeddeen & Ritchey 2009; Greenhaus & Powell 2006; Powell et al. 2019; Stoner & Hartman
1990) and scarcity theory (Barnett 1999; Dinh et al. 2020; Greenhaus & Powell 2006; van
Steenbergen et al. 2008). Thus its focus is on conflict, stress or incompatibility between work and
life spheres (French & Allen 2020; Greenhaus & Beutell 1985; Lakkoju 2020; Sturges & Guest
2004) and the negative impact on people’s quality of life (Greenhaus & Powell 2006).
In contrast, the studies that recognise the benefits of combining multiple roles and that promote
positive work and life interactions (Brown & Yates 2018; Dinh et al. 2020; Greenhaus et al. 2003;
Rice et al. 1980) use concepts such as work–life enrichment, work–life enhancement and work–
life facilitation (Greenhaus & Powell 2006; Powell et al. 2019; Sirgy & Lee 2018). Their
theoretical bases are a few: expansion theory (Barnett 1999; Greenhaus & Powell 2006; van
Steenbergen et al. 2008); compensation theory (Greenhaus et al. 2003; Guest 2001; McDonald et
al. 2005a; Michel et al. 2011; Rice et al. 1980); and role accumulation theory (Greenhaus &
Powell 2006), where work life and nonwork life add to overall human wellbeing in a positive
sense (Barnett 1999; Sirgy & Lee 2018).
These split views on WLB meanings and theories indicate that disagreement in the field remains
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unresolved. The multiplicity of WLB definitions suggests a real urgency to clarify diversified
WLB views systematically. Reiter’s typology of WLB definitions provides one effective way to
categorise the differences among varied WLB views according to the values underpinning them
(Reiter 2007).

2.4.2 Reiter’s WLB typology
Reiter (2007) focuses on the underpinning values when comparing people’s WLB definitions, and
she provides a framework for understanding varied views. Reiter (2007) proposes that WLB
views can be categorised according to “the extent to which the definition implies universal rules
of what balance ‘is’ versus definitions that are relative to an individual as well as the idealism of
the definition” (p. 274). In other words, the seemingly many and varied views of WLB are
reflections of people’s underlying ideology or value systems along two continua, one of idealism
and the other of relativism. This supports a multiplicity of WLB views based on individual values.
Reiter categorises four types of WLB views: situationist, absolutist, exceptionist and subjectivist,
as illustrated by Figure 2.1.

Figure 2.1 Reiter’s typology of WLB views
Source: Adapted with permission from “Taxonomy of Ethical Ideologies
with Examples of Definitions of Work Life Balance (WLB)” by N Reiter
(Reiter 2007), which was built upon “Taxonomy of Ethical Ideologies” by
D R Forsyth (Forsyth 1980)

Simply put, these four categories of WLB views can be explained as situationist, which is
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subjective and based on an individual’s evaluation of their situational contexts; absolutist, in
which there is a formula or rule that if followed will result in WLB; exceptionist, which is the
same as absolutist but allows for exceptions to the rules; and subjectivist, which involves
subjective feelings and individual appraisals based on the individual’s personal values (Reiter
2007).
According to Reiter, each category of WLB definitions is underpinned by a values perspective (a
moral ideology and a relativist view of the world) that is consistent with that of the user (Reiter
2007). In this research, Reiter’s framework (Reiter 2007) is used to categorise the participants’
views of their own WLB, the aim being to understand the differences between the views expressed
by research participants from a perspective that incorporates values.

2.4.3 WLB stakeholders and their influence
This section reviews the various entity stakeholders and individuals themselves in the WLB
literature and reports on them from macro to micro levels: starting with the country context,
followed by organisational and family contexts, before arriving at the individual level. The
purpose is to evaluate how cultural values of entity stakeholders combined with individual work
values of people contribute to the understanding of women managers’ WLB.
2.4.3.1 At the country level
Values can be submissive to authority and social conventions. The values systems of
organisations and individuals are influenced by the cultural, economic, political, religious,
technological and ethnic contexts of the nation that they inhabit (Bardoel 2016; Cahill et al. 2015;
Poelmans 2003; Ravari et al. 2013; Tomina & Sorana 2011). It is therefore argued that WLB
practices are constructed within a specific time and within the economic and cultural contexts of
a country (Allen, French, et al. 2015; Bardoel et al. 2008; Cahill et al. 2015; Peters et al. 2016).
A country’s culture and values towards work have an impact on people’s WLB. It is reported that
people in countries of a more collectivistic culture tend to have higher work–life conflicts than
those in individualistic cultures (Allen, French, et al. 2015; Uppalury & Racherla 2014).
Similarly, people are often motivated by a more balanced lifestyle when they migrate from a
totalitarian ideology to an egalitarian one (Krys et al. 2018). Australia is a relatively individualistic
culture (Allen, French, et al. 2015) and has a “liberal working-time regime” (Nakazato 2007, p.
5), where working hours are determined more by individual work commitment than by a rigid
time limit. Meanwhile, a country’s values can also impact people’s WLB experience, such as
when a country is transiting “from a traditional breadwinner society to a dual-earner society”
(Poelmans 2003, p. 271). In Australia, during 2009–2010, 63% of the 2.3 million households were
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dual-income families with dependent children, and that percentage is growing from year to year
(ABS 2012a; Chapman et al. 2014; Ravenswood 2008; Wright et al. 2016). At the same time,
Australia is also an inclusive country built on values of mateship, tolerance and an ethic of hard
work (Massingham & Chandrakumara 2019), which often results in long working hours for many
full-time workers (Fein & Skinner 2015).
A country’s legislation directly governs average working hours (Fein et al. 2017), leave
entitlements and other industrial entitlements, which can significantly impact the WLB of workers
(Ravenswood 2008; Ravenswood & Markey 2011). There are noticeable between-country
differences. For example, in France there is a strong belief that the government should be “the
most legitimate source of support” for WLB, while it is considered “less legitimate” for employers
“to address issues pertaining to the nonwork sphere of life” (Ollier-Malaterre 2009, p. 166). That
means governments, not organisations, are deemed responsible for WLB. This “sense of
entitlement” is also found “in most Scandinavian countries” (Poelmans 2003, p. 271) as a result
of a long tradition of government intervention in family matters. Within such a context, WLB is
regarded as a social issue. However, in the United Kingdom and the United States, WLB is treated
more as a private issue, and thus community and family are perceived to be the main support
providers, although organisations do play an active role (Ollier-Malaterre 2009).
However, the country-context analysis is not widely seen in WLB discussions, which could be
due partly to the common view that “the primary responsibility for creating a supportive
environment rests on organizations” (Knörr 2011, p. 102). Another reason could be that the
national context is usually immersed in and represented by organisations and individuals, or it
could simply be the fact that it is much harder to influence a country’s legislation than to influence
an organisation’s policies. Therefore, most scholars tend to focus on the more malleable aspects.
2.4.3.2 At the organisational level
An organisation’s context “encompasses all of the values and behaviours” (Ramesh et al. 2017,
p. 55) contributing to the unique organisational environment, and these include the organisation’s
values related to work. Beliefs, practices, values, attitudes and behaviours form an organisation’s
culture (Acker 2012). An organisation’s culture is not only explicitly expressed in the form of
written Human Resources policies, vision statements and supportive programs but also implicitly
embedded in its unwritten rules, work practices and implicit agreements (Smith et al. 2002). WLB
literature shows that organisational policies, support networks, work practices, supervisor
support, and flexible work arrangements could have positive or negative impact on employees’
WLB (Mazerolle & Goodman 2013; Ramesh et al. 2017).
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Many organisations have introduced family-friendly policies and practices to empower
employees to manage their WLB. Such policies and practices include flexible working
arrangements to allow varied start and finish times or work-from-home arrangements (Allen et al.
2013; Bardoel 2016; Grant et al. 2013; Maher 2006; Ramesh et al. 2017; Ravenswood & Markey
2011; Takrim et al. 2015; Timsal & Awais 2016); specialised leave policies, such as paid parental
leave and career-break schemes (Bardoel 2016; Bardoel & De Cieri 2014; Ramesh et al. 2017);
dependent care benefits in the form of subsidised childcare or onsite childcare facilities (Bardoel
2016; Barnett 1999; Fujimoto et al. 2013; Takrim et al. 2015); provision of information regarding
family needs (e.g. advice on schooling, renting, eldercare); and utilisation of mobile technology
and devices to overcome workspace and time limitations (Allen, Golden, et al. 2015; Bardoel &
Drago 2016; Cornelius & Skinner 2008; Holland & Bardoel 2016; Mazerolle & Goodman 2013;
McDonald et al. 2005a; Peters et al. 2016; Sirgy & Lee 2018; Stoner & Hartman 1990). Some
organisations go still further to provide other in-house facilities, such as gyms, pools, cafes,
laundries and even family rooms for sick children (Reiss & Costello 2007). By creating flexible,
mobile, social and collaborative work environments, these pioneering organisations have not only
changed the ways in which work can be done but also the ways in which work can be merged
with the nonwork domain.
However, the existence and implementation of extensive supportive policies in an organisation
does not necessarily result in their ready acceptance and utilisation by the employees, nor do such
policies always relate to improved WLB (Bardoel & De Cieri 2014; Barnett 1999; Begum &
Osmany 2019; Drew & Murtagh 2005; Guest 2001; McDonald et al. 2005a; Poelmans 2003).
This could be due to lack of awareness – that is, some employees do not receive sufficient
information, communication or promotion of these benefits or are uncertain about their rights to
use them (Bardoel & De Cieri 2014; Smith & Gardner 2007). In many cases though, the reason
for low usage of flexibility and family-friendly policies is due to the fear of marginalisation in the
workplace (Williams 2000, p. 275). In particular for women, the use of such policies may have
the undesired adverse effect of worsening gender inequality at workplace (Acker 2006) and harm
their promotability (Guillaume & Pochic 2009). After all, professionals and managers are often
expected to work long hours and show “face time” at the office (Acker 2006). Informal workplace
characteristics, such as supervisor support and a family-friendly culture are important as is the
provision of formal benefits to encourage usage (Dolcos 2007).
Moreover, managers or supervisors are the gatekeepers of organisational benefits and can have a
decisive influence on team members’ WLB (Bardoel & De Cieri 2014; Skinner et al. 2016;
Skinner et al. 2015, p. 4). Therefore, managers are often prominent among organisational
stakeholders and can be a primary barrier to employees’ utilisation of organisational policies
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(Cordeiro 2006; Fujimoto et al. 2013; McDonald et al. 2005a). Duxbury and Higgins (2008, p.
106) state that “employees do not work for an organisation – they work for their immediate
manager”. Wang and Walumbwa (2007) warn that “even the best parental leave procedure cannot
overcome supervisors who forbid their employees from using it … because approval of the benefit
usage of family-friendly benefits is very likely up to the immediate supervisor’s discretion.” (p.
404). Despite women managers having certain controls over work, they are often reporting to
higher-ranked managers who are almost always men (Acker 1990, 2012). Women managers can
be subject to the impact of supportive managers who trust and respect their WLB needs, or of
rigid managers who deny any sort of flexibility to them (Duxbury & Higgins 2008, p. 99;
Ravenswood et al. 2017).
2.4.3.3 At the family level
Compared with the heavy focus on the work domain (Bardoel et al. 2008), studies of family
factors related to WLB are few and largely limited to two areas: family responsibilities as an
influence on work–life conflict, and family support as a coping strategy (Aycan 2004; BlattelMink et al. 2000; Goodman & Kaplan 2019; Greenhaus & Beutell 1985; Lirio et al. 2007; Stoner
& Hartman 1990; Zimmerman et al. 2003). People’s family contexts usually consist of their
partners, parental status and eldercare status regardless of their age and personal preferences
(Aycan 2004; Byron 2005). Therefore, significant stakeholders in one’s family could include the
partner, children, parents and even in-laws, but will vary according to individual circumstances.
The quality of these nonwork relationships can directly affect a person’s WLB and happiness
(Barnett 1999; Lirio et al. 2007).
Freedom of career choice can be seriously impacted by domestic relationships outside of work.
A woman’s desire to work and her ability to work are often subject to the collective opinion and
consent of family members (Goodman & Kaplan 2019; Uppalury & Racherla 2014) and the
societal expectations around eldercare and childcare (Goodman & Kaplan 2019; Shockley &
Allen 2018; Travaglione & Chang 2012). Some women report that their working status is
dependent on their partner’s tolerance, as one female manager claims, “I have a husband who
creates far more pain for me than an organisation can if I don’t manage my boundaries” (Cornelius
& Skinner 2008, p. 146). This type of conflict could be more severe for those women whose
partners hold traditional gender role attitudes (Eby et al. 2005). Conversely, one’s WLB could be
enhanced by the partner’s acceptance and recognition of the other partner’s work role (Barnett
1999; Matsui et al. 1995).
Partners’ attitudes towards each other’s work role salience can be either detrimental or supportive
(Barnett 1999). The culture of home is regarded by Guest (2001) as a major contextual influence
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on WLB. Michel et al. (2011) define family culture or climate as “the extent to which the family
unit is sympathetic towards members’ needs” (p. 694). In other words, this can be understood as
the degree of mutual agreement and respect for each other’s career pursuits. It is clear that there
are crossovers or interactive effects among members within the same family unit (Eby et al. 2005;
Stoner & Hartman 1990). A partner’s support can have stress-buffering effects on the other
partner’s work and life stress (Matsui et al. 1995; Pandolfini 2012). For some traditional couples
where the husband holds a gendered view of his family role as breadwinner, a wife’s employment
could reduce her husband’s job and life satisfaction by weakening this role (Eby et al. 2005).
Similarly, negative perceptions of economic stress and job insecurity can spill over between
couples, and long working hours could cause a “negative mood at home and marital tension” (Eby
et al. 2005, p. 149).
Conversely, similar career orientations could prove to be mutually supportive. Some childless
couples report that they get along better when both are working similar long, intensive hours: “we
both are willing to devote the extra time necessary to fuel our careers and move ahead” and “our
relationship is stronger because of our careers” (Stoner & Hartman 1990, p. 8). These may be
extreme examples, but they imply a possible mechanism by which values and beliefs underpin
supportive interactions between partners within a family unit.
Shared beliefs and values are mutually beneficial for a positive sense of WLB between partners,
and this appears to be gaining more acceptance in households and societies as a whole (Barnett
1999; Pandolfini 2012; Zimmerman et al. 2003; Zimmermann 2020). It is fair to claim that
through their instrumental and emotional support, partners’ attitudes and beliefs can play a key
part in an individual’s WLB outcomes. From a values point of view, psychological guilt can be
associated with pursuing a career by a person who feels they hold responsibility for others, such
as children (Buddhapriya 2009; Dyer et al. 2011; Matsui et al. 1995). This could be significantly
minimised by an understanding husband who shows that he respects with and supports his wife’s
work commitment (Matsui et al. 1995; Stoner & Hartman 1990).
Values and expectations of partners, children, parents, friends and community (Barnett 1999) can
all influence an individual’s appraisal of work and nonwork compatibility. However, extant
literature of WLB studies into the family context are highly focused on married women, especially
those with children (Barnett 1999; Baxter & Chesters 2011), which not only ignores the WLB
needs of nonparental women professionals (Casper et al. 2017; Duxbury & Higgins 2008, p. 94),
but also reflects an underlying assumption of women’s traditional role as child-raising, thus
missing the WLB issues for childless or single individuals as well as those who bear eldercare
responsibilities. Also, many of the existing family-level studies focus on the role of partners, while
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the voices of other family members such as children are often unheard (Bardoel & De Cieri 2009),
and parental influence and encouragement remain largely unstudied (Aycan 2004). Research that
assumes gendered roles is no longer necessarily in step with society’s current views and so further
research needs to be conducted to overcome this bias.
2.4.3.4 At the individual level
Individuals are often the unit of analysis in WLB studies (Bardoel et al. 2008). Individual
characteristics or personality traits are argued to be key influences on WLB satisfaction (Guest
2001; Michel et al. 2011). In particular, individual work values and attitudes, especially work
involvement and work commitment, impact individuals’ perceptions of WLB (Eby et al. 2005).
Michel et al. (2011, p. 695) define work involvement as “cognitive preoccupation” with one’s
work role, whereas work commitment can be considered as work time commitment, willingness
to put in extra effort at work, and loyalty (Eby et al. 2005).
While work is regarded as an important life activity for many people, it certainly plays a greater
role for some people than others (Rice et al. 1980). The happy workaholics (Friedman & Lobel
2003) and the high percentage (58–60%) of WLB satisfaction among women (Skinner & Pocock
2014, p. 19) indicate the importance of looking at differences between individuals in terms of
values and beliefs in individuals’ self-evaluation of WLB outcomes and their individual life
situations. Discovering the drives for work for women managers and how they feel about their
WLB can further expand our understandings of the many individual differences between people
and their views of WLB. An individual’s value system is affected by later life experiences,
education, age, life stage, career stage, gender, and family-related factors (Blattel-Mink et al.
2000; Wang & Walumbwa 2007). For instance, Powell and Mainiero (1992, p. 216) reveal that
women tend to adjust their career orientations according to “seasons of a woman’s life”.
Women are likely to alternate their emphasis between work and family roles in the short term in
order to respond when life calls, even when these short-term decisions may not always match
their usual preferences and beliefs (Greenhaus et al. 2003). Ezzeddeen and Ritchey (2009, p. 309)
observe that “women are more likely than men to amend their careers in response to parenting.”
These views are also supported by the age patterns of female employment in Australia, which
displays an M-shaped curve, indicating lower work participation rates among women in their
thirties when they are most likely in the childbearing stage (Nakazato 2007).
Unfortunately though, these individual level analyses are still limited to investigating women’s
traditional roles in a family as a parent or wife, ignoring the emerging no-marriage or childless
trends in women professionals (Barnett 1999; Casper et al. 2017). Consequently, individual
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analyses often tend to focus on objective indicators such as women’s life stage, job position,
marital status, parental status and care-giving status (Aycan 2004; Byron 2005), rather than
attempting to understand the feelings and expectations of these women: what they want for
themselves, why work is important to them, and what WLB means to them.

2.4.4 Value congruence theories
The categorisation of views of WLB using Reiter’s framework is underpinned by the belief that
an individual makes judgements about their WLB from a moral ideology and a relativist view of
the world (Reiter 2007). Individual beliefs about WLB, as explained by Reiter (2007), will
influence individual expectations concerning WLB and the consequent levels of satisfaction with
different situations. Work provides opportunities for individuals to meet their various needs, as
does life outside of work. WLB then, in this research, is taken to mean an individual’s satisfaction
with the extent to which they can meet their needs through both areas of their lives – work and
nonwork – and is assumed to have different meanings for different individuals.
In addition to judgements about WLB, values also guide decision-making in both work and family
life (Ros et al. 1999; Schwartz 1999; Warr 2008). Value congruence in general refers to the match
or alignment of the values of individuals and their contextual stakeholders (Edwards & Cable
2009). Value congruence has been used to explain organisational citizenship, talent retention, job
and career satisfaction, work commitment and engagement, work burnout, and work behaviours
(Ajibola Olusoga & Segun Oyetunde 2019; Asensio-Martínez et al. 2019; Edwards & Cable 2009;
Wang & Hall 2019), with some studies particularly focusing on the work-values congruence
(Erdogan et al. 2004; Meglino et al. 1989).
Two types of value congruence theories are most relevant to this research. Self-concordance
theory is used to explain why some women managers choose to pursue a career. The higher the
self-concordance, the higher the WLB satisfaction and personal wellbeing (Tadić et al. 2013). PE
fit theory is a subtype of value congruence theory (Ostroff et al. 2005), which has been applied to
work–family conflict studies (Pan & Yeh 2012). In some studies, the term “person–organisation
(PO) fit” is used, which refers only to the value congruence between an individual and an
organisation (Consiglio et al. 2017; Downes et al. 2017). WLB studies concerning work values
need an integrated approach to focus on the interactive effects of individual and the contextual
influences (Queiri et al. 2014) that are beyond the organisational level. Therefore, PE fit is a more
suitable approach to use because it incorporates influences in both the work and nonwork
contexts.
Self-concordance theory recognises psychological need satisfaction (Sheldon & Elliot 1999) and
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has been applied in work happiness, job satisfaction, and life happiness or general wellbeing
(Sheldon & Elliot 1999; Sheldon et al. 2004; Tadić et al. 2013; van Dierendonck 2015). In
particular, self-concordance is used to understand WLB satisfaction and work values at the
individual level by explaining why people elect to commit to certain goals (Downes et al. 2017)
and how those goals fit or integrate with their deeper values (Sheldon & Krieger 2014).This study
explores why women managers are motivated to work taking into consideration their personal
values (Rodrigues et al. 2019) and how self-concordance can help to explain WLB perceptions
and satisfaction for some women managers.
PE fit theory emphasises that a perceived fit between the environment and the person’s values or
goals is related to employees’ WLB (Eby et al. 2005; Edwards 1996; Edwards & Rothbard 1999;
Follmer et al. 2018; Kossek et al. 1999; Yang et al. 2008). PE fit is used in this research to explore
WLB experiences, with a focus on the congruence of values (Cable & Edwards 2004; Edwards
& Cable 2009; Edwards et al. 2006). Consequences of misfit or mismatch between the work
values of an individual and their environment can lead to rectifications, such as making changes
to a work arrangement, changing jobs or negotiating about who does the housework, until a
satisfactory balance is achieved. Sargent and Domberger (2007, p. 545) find that “violations of
values, goals and plans lead to career reappraisals”. The fundamental discrepancy in work values
between individuals and an organisation could explain why some women choose to leave their
organisations rather than take up family-friendly policies (Reiter 2007).
These two value congruence theories, person–environment (PE) fit theory and self-concordance
theory, can help explain how an individual’s personal choices are influenced by their personal
values and by the values of stakeholders operating in related work and nonwork contexts. In this
research, these theories are applied to connect the work values of individual women managers
with the influences of stakeholders and contexts on WLB outcomes.

2.5 Conceptual framework and research questions
The previous sections have reviewed some major concepts concerning WLB studies in extant
literature on the gendered nature of work and WLB, the influence of individual work values for
WLB investigation, and some available theories and frameworks applied in WLB research.
However, the literature review has also revealed areas that are often overlooked and thus lack
sufficient attention, including work motivations for women managers, their individual WLB
views and expectations, actual stakeholders and their influences in women managers’ WLB
experiences, and an effective conceptual framework to guide a much-needed values-driven
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approach. These limitations and gaps in extant WLB literature form the objectives of this study.

2.5.1 Gaps and biases in WLB literature
Despite the substantial developments in the field of WLB over the past several decades, WLB
studies still have many areas to explore. A frequent critique is that “women’s values, preferences
and goals in relation to achieving desirable work–life balance” are overlooked (Brown & Yates
2018, p. 111). In addition, questions that have not been answered include “what constitutes a good
work–life balance” and what is “the nature and interpretation of work–life balance” (Guest 2001,
pp. 27-28). Based on the literature review of WLB studies for women managers and extant
research on work values, there are many unresolved issues and these gaps can be summarised as
follows:
Firstly, there is no attention paid to why women work and what is the value of work perceived by
women in WLB studies. WLB literature is largely biased toward the negative side of women’s
work, especially work intrusion into their nonwork domain (Bardoel et al. 2008; Eby et al. 2005;
Parris et al. 2008). However, if WLB is difficult, especially for women, then this question has not
been addressed by extant literature: why do women choose to work, especially pursuing a career
at managerial levels, throwing themselves into the challenge of balancing their work and personal
lives? There is also the phenomenon of contented workaholics who are happily dedicated to long
hours and hard work (Burke et al. 2007; Friedman & Lobel 2003; Russo & Waters 2006).
Meanwhile, it is consistently reported that high levels of WLB satisfaction coexist alongside long
working hours and high levels of work to nonwork life intrusion (Chapman et al. 2014, p. 19;
Skinner et al. 2012, p. 27). All these phenomena indicate that women managers are driven to work
by solid reasons. The exploration of WLB for women managers should start with understanding
the drivers of their decisions to pursue paid work.
A related bias is that the majority of WLB literature is tilted towards seeking solutions (such as
national legislation or organisational policies and programs) and objective measures (such as
work time, work location, or demographic characteristics) of WLB without clearly defining how
WLB expectations in fact differ between individuals. In other words, is the WLB problem that
researchers and policymakers are trying to solve relevant to all people? Russo and Waters (2006)
state that “blanket policies, designed to promote work–life balance, are unlikely to benefit all
employees” (p. 434), because meanings and expectations of WLB diverge substantially for people
based on contexts and individuals’ preferences. Before jumping into solution seeking, researchers
and practitioners should clarify which WLB – or what type of WLB – needs addressing.
These two biases are compounded by a lack of understanding of whom and what are involved in
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a WLB situation. There is also a lack of attention on how issues of gender, culture and immigrant
background affect the WLB experiences for women managers in Australia. WLB is a complicated
phenomenon influenced by many contextual and stakeholder influences (Poelmans & Sahibzada
2004; Ravenswood et al. 2017), both objective and subjective (Guest 2001). Therefore, an
exploratory approach would be well suited to research such a complex phenomenon, especially
one that examines the phenomenon in the wider contexts of individual work values, taking into
consideration gender roles, family structures and individual work situations, to better understand
the complexity of WLB (Eby et al. 2005; Guest 2001).

2.5.2 Limitations of available WLB frameworks
A common issue with existing WLB studies is an overemphasis on separate-level analysis and
too little attention on cross-level effects (Bardoel et al. 2008; Eby et al. 2005). To correct this
issue, some scholars encourage taking account of wider influences, including the individual, the
family, and organisational and community influences (Bardoel et al. 2008; Ravenswood et al.
2017), and analysing multiple stakeholders, including one’s partner; manager; others at work,
such as colleagues and clients; and members of the wider community for a more holistic view
(Guest 2001; Powell et al. 2019). For example, even a simple measure like work hours could be
completely meaningless when judging WLB status. Roberts (2007) reveals that WLB
dissatisfaction is unrelated to actual work hours, but instead is a combined result of many aspects
such as job insecurity, odd working time and overall workload intensification. At the same time,
other aspects should also be considered, such as a person’s worker type, family or work-role
status, and the family or company culture (Kalliath & Brough 2008). In the literature, there have
been some constructive attempts in integrating several aspects of WLB influences, but none of
them is able to incorporate the holistic picture of WLB stakeholders discussed in the review.
Extant literature has seen several examples of cross-level analysis used by researchers to study
WLB influences. Barnett (1999) suggests a work–life systems model to bring family demands
and both the husband’s and wife’s work into one picture. This is based on the societal valuing of
career for both men and women, explaining that “a good job benefits both the employee and the
spouse. A bad job impairs the function of not only one but two workers” (Barnett 1999, p. 151).
It indicates that a partner’s belief about the other partner’s career orientation can create substantial
tension and stress (Barnett 1999). Parasuraman, Greenhaus and Granrose (1992) state that
“marital partners constitute a social system, and represent important members of each other’s role
set” (p. 343). This concept of people’s social systems contributes to our understanding of WLB
by expanding the traditional focus from individuals to the interactive effects of their whole family
unit, whether married or not, whether same sex or not.
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Other scholars try to seek an even broader integrated model that would include both an
individuals’ social systems and their work contexts. The work–family fit model proposed by
Voydanoff (2002) emphasises personal adaptive strategies in responding to the organisational
context. Voydanoff later further develops the work–family fit and balance model to become a
demands and resources approach (Voydanoff 2005) and extends the model to include demands,
resources and outcomes within the three contexts of work, family and community (Skinner &
Ichii 2015; Voydanoff 2008). Demands and resources are strongly associated with the
characteristics of people’s work, family and community contexts (Skinner & Ichii 2015). The
model confirms the concept that the buffering or interaction effects of a specific resource can only
occur when that resource matches the specific needs of that particular individual (Parasuraman et
al. 1992; Skinner & Ichii 2015). Thus, it stresses that only a specific, relevant fit between demands
and resources can effectively achieve better WLB (Poelmans 2003).
These cross-level frameworks are examples of incorporation of multiple stakeholders and
contexts in the study of WLB. However, they are focused on resources and strategies external to
the individual as the source of solutions, suggesting that such changes can eradicate WLB
difficulties, rather than investigating individual and intrapersonal influences on WLB. Sirgy and
Lee (2018) try to balance this by promoting an integrated framework of WLB to include both
personal and organisational predictors by examining role engagement and role conflict. However,
despite their efforts to recognise the role of personal characteristics and values as key individual
WLB influences, they fail to proceed in the same fashion for organisational influences and are
confined to resource analysis, instead of probing the role of organisational culture and values in
the play.
Poelmans (2003) and Poelmans and Sahibzada (2004) extend the values approach to a multilevel fit model to include various interplays between societal, organisational and individual work
values, but their attention is only limited to the work domain and omits the person’s nonwork life
side. In addition, despite some light touches on the societal environment, all these multi-level
frameworks fail to address the role of the country context and the direct WLB impact of its
legislations on working hours and leave entitlements (Fein et al. 2017; Ravenswood 2008;
Ravenswood & Markey 2011). A different conceptual framework is needed for this study, which
not only simultaneously considers all levels of stakeholders but is also able to pay attention to
how the underlying beliefs and values influence an individual’s WLB perception and experience.

2.5.3 Proposed conceptual framework and research questions
This study aims to expand the extant understandings of WLB by exploring these issues for women
managers. Review of the extant literature indicates that the influence of work values on women
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managers’ WLB has not been sufficiently recognised or adequately explored to provide the
necessary understandings upon which to base policies and practices. The meaning of WLB for
individuals and the way in which work values underpin these meanings have also not been
previously explored. Based on the literature review, this study proposes to conduct WLB research
through the lens of work values, using Schwartz’s four dimensions of work values (Schwartz
1999), Reiter’s typology categories of WLB (Reiter 2007) and value congruence theories of PE
fit and self-concordance.
To examine the WLB experiences of individual women managers through their own perceptions
and underpinning work values, this study aims to explore the overarching research problem: How
do work values influence women managers’ perceptions of work–life balance?
The overarching research problem can be broken down into three sub-areas:
•

identification of women managers’ reasons and motivations for working

•

identification of women managers’ views on the meaning of WLB

•

identification of the influences affecting women managers’ WLB experiences.

These three sub-areas underpin the following investigative questions guiding this research, as
discussed below.
Q1: Why are women managers motivated to work?
This question guides the exploration of the work values of individual women managers, given
their unique, individual work or life stages and circumstances (Powell & Mainiero 1992). This is
the starting point for understanding the meanings and experiences of women managers’ WLB.
This research question is guided by Schwartz’s four work-values dimensions (Schwartz 1999),
but takes an open approach in seeking views from women managers of varied backgrounds in
terms of culture and family format.
Q2: How do women managers view the meaning of work–life balance?
The importance of clarifying the definitions of WLB is clearly explained by Weick (2001, p. 426),
who states that “appropriate solutions” are “often implied by the definition of what needs to be
solved” and social science is best suited “to address how problems get defined in the first place”.
Answers to this question are likely to reveal participants’ expectations of work–life balance and
their underlying value perspectives. Reiter’s WLB typology (Reiter 2007) offers a practical way
to categorise varied definitions of WLB based on values, and more importantly, the typology
supports understandings that assume the coexistence of a variety of WLB meanings for one
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particular individual.
It is also important to ask women managers how they feel about their own WLB, because what
matters is people’s perceptions of their own WLB (Glubczynski et al. 2003), regardless of how
they define it. As seen in the case of workaholics, people are willing to devote themselves to
heavy workload and long working hours even when it is not necessary do so (Friedman & Lobel
2003; Guest 2001). Therefore, it is important to understand whether women managers consider
themselves successful or not in managing their WLB.
Q3: What are the perceived influences on women managers’ work–life balance experiences, given
their individual work situations?
Finally, the last question directs attention to WLB influences and the circumstances under which
WLB becomes a positive or negative experience (Guest 2001). The extant literature suggests that
work values are relevant when studying WLB experiences through the perspective of person and
environment interaction (Queiri et al. 2014), which supports an integrated approach to assessing
the influence of work values and multiple stakeholders.

2.6 Summary
This chapter has provided an overview of the status of WLB studies relevant to women managers
and reviewed the literature and theories around a values-driven approach. Based on the literature
review, a conceptual framework applicable to this research was proposed, including Schwartz’s
four dimensions of work values, Reiter’s typology of WLB definitions, and two value congruence
theories of self-concordance and PE fit. The central research task is to explore the value of a workvalues perspective in exploring the WLB phenomenon for women managers. This is guided by
three investigative research questions around individual work values, WLB meanings and the
relation of values to WLB experiences. Chapter 3 will explain the research design and steps taken
to acquire and analyse first-hand data to explore these research questions.
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Chapter 3 Research Methodology

3.1 Introduction
This chapter explains the research design and research methods applied in this study to address
the research questions through the lens of work values, using Schwartz’s four dimensions of work
values (Schwartz 1999), Reiter’s typology categories of WLB (Reiter 2007) and value congruence
theories of Person-Environment (PE) fit and self-concordance. As explained in the Chapter 2,
guided by the proposed conceptual framework, the central research question is: How do work
values influence women managers’ work–life balance (WLB)? The objective was to capture
women managers’ views and perceptions of work, of the meaning of WLB and of their individual
WLB experiences. Three specific investigative questions were designed to guide this research:
•

Why are women managers motivated to work?

•

How do women managers view the meaning of work–life balance?

•

What are the perceived influences in women managers’ work–life balance experiences,
given their individual work situations?

A qualitative case study was chosen as the appropriate research methodology to focus attention
on the lived experiences of individual women managers. Several research methods and techniques
were applied in the research process. In-depth interviews were employed to capture contexts,
views and lived WLB experiences through direct interaction with participants. The Critical
Incident Technique (CIT) was used in the design of interview questions to collect specific
examples of both positive and negative WLB experiences. Data coding and thematic
categorisation were conducted in the environments of NVivo and Excel to identify similarities
between individual women managers’ experiences. These themes and interpretations form the
research findings and the basis for the discussions in later chapters where they are presented and
interpreted. Last, the relevant ethical considerations and the quality of this research are explained.
Therefore, this chapter comprises nine sections that, combined, provide the specifics of the entire
research process: Section 3.2 explains the research philosophy underpinning the research design;
Section 3.3 outlines the qualitative case study methodology adopted to address the research
questions; Section 3.4 introduces the key data collection methods of in-depth interviews and the
CIT applied in this research; Section 3.5 outlines the participant recruitment procedures and the
participants’ demographics; Section 3.6 describes the interview process used in the data
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collection; Section 3.7 outlines the data-analysis steps that were taken in the search for themes;
Section 3.8 discusses the ethical issues considered during the research process; Section 3.9 reflects
on the measures taken to safeguard research rigour; and Section 3.10 summarises the chapter.

3.2 Philosophical underpinnings of the research design
A researcher’s choice of research design must take into consideration not only the suitability of
the approach for the research objectives but also the researcher’s cognitive style and beliefs
(Brogan et al. 2019; Wojnar & Swanson 2007). The research objective of this study is to extend
understandings of WLB by exploring women managers’ WLB views and experiences. This
necessitates collecting the perceptions of women managers and evaluating whether and how their
work values and contexts influenced their views and experiences. This research is guided by the
search for subjective and individual meanings through a process of meaning-making undertaken
by the research participants and the researcher (Dearlove 2018, p. 47). Consequently, a qualitative
research paradigm was selected because it facilitates access to and understanding of
“psychological processes, motivations and interpretations” (Uppalury & Racherla 2014, p. 356).
Qualitative research paradigms can differ according to the particular research philosophy on
which they are based. Research philosophy represents the researcher’s theoretical stance on reality
(i.e. ontology), knowledge (i.e. epistemology) and the role of values (i.e. axiology) in the research
(Sale et al. 2002; Saunders et al. 2012, p. 130-140). Each particular research methodology is a
general approach to research based on a combination of these philosophical perspectives. This
study is underpinned by social constructionism, a belief that “social phenomena are created from
the perceptions and consequent actions of social actors” (Saunders et al. 2012, p. 132).
Social constructionism represents the ontological belief that reality is subjectively co-constructed:
social actors may apply different meanings to, and interpretations of, a phenomenon based on
their specific situations from “their own view of the world” (Saunders et al. 2012, p. 132 & p.
137). WLB is a person–world relationship, which is subjectively knowable through individuals’
perspectives (Bateman et al. 2016; Guest 2001; Manfredi & Doherty 2006). This means that
meanings and interpretations of WLB can vary among individuals because of their different
situations (Saunders et al. 2012, p. 132). Therefore, the researcher’s task is capturing “the
perspectives of different participants and focusing on how their different meanings illuminate”
the research topic (Yin 2018. p. 16).
As a social phenomenon, multiple realities of WLB are socially constructed by people who have
lived the experiences in the context of their individual life and work stages, their individual
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circumstances and their sense-makings (Bateman et al. 2016; Guest 2001; Lakkoju & Jeyalakshmi
2015; Manfredi & Doherty 2006). This view – that reality varies because of individuals’ different
perceptions – is relativist (Saunders et al. 2012, p. 132). Relativism requires the researcher to
“seek to understand the subjective reality” of research participants (Saunders et al. 2012, p. 132).
Therefore, the subjective and relativist nature of WLB realities call for the collection of a range
of WLB experiences from individual women managers, from their own perspectives.
Consequently, this constructionist ontology leads to an interpretivist epistemology (Dearlove
2018, p. 49; Saunders et al. 2012, p. 137) – that is, knowledge is co-constructed, meaning that the
researcher is part of the social construction of knowledge. Therefore, knowledge is subjective and
open to interpretation. In this research, interpretivism drew the researcher’s attention to the variety
of meanings that individual participants attached to their work and WLB experiences. As
Ezzeddeen and Ritchey (2009, p. 391) point out, “career and family strategies are experienced
differently by people and greatly reflect their context”. This meant the researcher needed to
explore the motivations and details of the circumstances of individuals in order to understand their
actions and decisions. In this sense, acceptable knowledge comes not only from the perceptions
and interpretations expressed by participants but also from the interpretations made by the
researcher.
From an axiological perspective, this study is extremely value-bound. The values of the
participants and of the researcher all play important roles in the investigation (Saunders et al.
2012, p. 137). This differs from studies led by positivism, where researchers are encouraged to
take on an objective, value-free approach (Saunders et al. 2012, p. 134). Bahm (1971) argues that
even science is not completely value-free because researchers have to execute their values and
judgement in choosing research problems, research attitude and research methods, and ethical
considerations. In this research, the axiological stance is reflected both in the research questions
where work values are part of the investigation and in the data collection method, where the
researcher interacts with research participants “socially to collect data” through a “person-toperson interview” (Saunders et al. 2012, p. 135).
In summary, the research philosophical stance warrants a naturalistic, qualitative methodology
choice (Brogan et al. 2019; Denzin & Lincoln 2011, p. 12; Halkias & Neubert 2020; Saunders et
al. 2012, p. 140). Qualitative methodology values rich descriptions of the social world, which is
usually achieved by studying a small group of participants for an in-depth investigation of
individual experiences (Denzin & Lincoln 2011, p. 9; Saunders et al. 2012, p. 140; Veal 2005, p.
26). Qualitative researchers seek to discover “how social experience is created and given
meaning” by individuals, and this methodology enables researchers to get close to research
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participants and capture their perspectives (Denzin & Lincoln 2011, pp. 8-9).
The search for individual meanings that the participants attached to WLB, within the contexts of
their work and home situations, was conducted through the qualitative research approach of a case
study methodology (Atchan et al. 2016, p. 2260). A case study approach ensured that both the
phenomenon and its influencing contexts were investigated and that each individual’s WLB
meanings were captured.

3.3 Qualitative case study methodology
In this study, a qualitative case study methodology supports the collection and analysis of
individual women managers’ perspectives on the phenomenon of WLB along with their work and
life contexts (Halkias & Neubert 2020). A qualitative case study methodology can accommodate
the subjectivist and relativist perspectives required in order to understand WLB, by
“acknowledging multiple realities and having multiple meanings” through a constructionist
approach (Yin 2018, p. 16). This methodology supports the collection of in-depth understandings
(Mazerolle & Goodman 2013) from the participants’ perspectives, providing a suitable vehicle
for an exploratory approach to the phenomenon of WLB.
A case study, as Yin (2018, p. 15) defines it, is an empirical inquiry “that investigates a
contemporary phenomenon … in depth and within its real-world context”. The multiple
perspectives of participants can generate compelling and robust findings about WLB, despite the
extensive resources, time and efforts required (Yin 2018, p. 54) to collect and analyse them. A
case study allows flexibility and creativity in conducting the research (Halkias & Neubert 2020;
Houghton et al. 2015; Jónasdóttir et al. 2018; Marion et al. 2015; Veal 2005, p. 170). Such
flexibility is critical in informing the decisions regarding the design of the case study research, in
particular the decision to allow an abduction process (Miles 2015; Ramesh et al. 2017; Verleye
2019; Yin 2013).
Abductive reasoning empowers the researcher to move back and forth between theory and data
(Saunders et al. 2012, p. 147), thus permitting interpretations and reinterpretations of data from
theoretical perspectives and allowing revision and extension of theories in response to research
findings. An abductive logic is only possible to achieve in case study research design within the
qualitative realm, which benefits “from the prior development of theoretical propositions to guide
design, data collection, and analysis” (Yin 2018. p. 15). In recent times, abductive reasoning has
been gaining popularity in case study research (Verleye 2019). In this study, abduction involved
starting with existing theories and knowledge in the fields of work values and WLB, and using
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data collection to explore the WLB phenomenon, conducting bottom-up data analysis for themes
and patterns, then relating findings to known theories in order to advance existing theories and
knowledge (Saunders et al. 2012, p. 144).
By using a qualitative case study methodology, this research also aimed to address the lack of indepth exploratory studies on WLB (Ravenswood et al. 2017). There is a call for more qualitative
research that in particular makes use of interpretive techniques, such as qualitative interviews
(Rice et al. 1980, p. 60), case studies and a critical incident approach (Aziz et al. 2010; Greenhaus
& Powell 2006; Guest 2001; Rice et al. 1980). Eby et al. (2005) point out that a lack of exploratory
studies means little consideration is given to individuals by WLB researchers and practitioners.
This is one reason why blanket WLB policies tend to fail for many organisations: a lack of
consideration of individual needs and circumstances (Russo & Waters 2006). The choice of a
qualitative case study facilitates the investigation of WLB in an exploratory manner from the
perspectives of those who have lived the experience and supports integration of the findings with
the extant knowledge and theories.

3.4 The value of in-depth interviews and CIT in data collection
In-depth interviews are a common research method used to acquire thick, rich and meaningful
qualitative data in qualitative studies (Jónasdóttir et al. 2018; Stake 2006, p. 29; Veal 2005, pp.
33 & 128; Yin 2009, p. 106; 2018, p. 118). For this qualitative case study, in-depth interviews
were used to discover the participants’ perspectives (Oltmann 2016). In-depth interviews allowed
a research focus on the topic of WLB in a way that captured individual participants’ perceptions,
attitudes and meanings (Yin 2018, p. 114). These in-depth interviews enabled the researcher to
“pay close attention to an interviewee’s personal rendition” (Yin 2018, p. 120) and to focus on
how participants interpreted and made sense of their WLB experiences (Gregory 2020).
To ensure a focus on the holistic and contextual characteristics of real-life events (Verleye 2019)
within a values framework, the Critical Incident Technique (CIT) was used to inform the design
of the interview questions. As Bardi et al. (2009) have found, values, including work values,
respond to major life events – major changes in life or career circumstances, such as having a
newborn child or changing to a new job. These events can result in imbalances or challenges in
managing both work and personal life responsibilities, and in these situations, values come to the
fore in decision-making processes. CIT focuses on those critical, non-routine incidents that are
impactful (Butterfield et al. 2005; Chell & Pittaway 1998) and that can make explicit an
individual’s work values as they negotiate the incident (Bott & Tourish 2016).
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A critical incident is an act or activity that has special significance or importance in a given
situation that is “complete in itself” (Flanagan 1954, p.327) and that entails rich narrative data
(Akerman et al. 2018; Bott & Tourish 2016; Woolsey 1986). That is, the incident is of high
importance to the individual and can be delineated from more routine or repetitive situations.
Using CIT has several advantages for this study. Most importantly, it brings to the fore the
participants’ work values, the focus of this study, thus increasing the credibility of the research.
CIT allows for multiple incidents to be reported from each participant (Bott & Tourish 2016),
therefore is able to collect not only both positive and negative WLB experiences, but also several
incidents in each type. As a qualitative technique, CIT mainly relies on retrospective self-report
through one-to-one interviews (Bott & Tourish 2016; Flanagan 1954; Viergever 2019; Woolsey
1986) that allows research participants to decide which events, behaviours, or experiences are
most relevant to them to report (Akerman et al. 2018; Viergever 2019).. This CIT feature
facilitates the investigative angle of individual perceptions by women managers, again enhancing
the credibility of the data. Finally, its focus on significant and highly relevant incidents makes
CIT a particular time-effective method for collecting data about people’s experiences (Chell &
Pittaway 1998; Hanson & Brophy 2012).
CIT has been effectively applied in work-related behavioural research, such as job design and
personality studies (Flanagan 1954), work motivations (Herzberg et al. 1959), work relationships
and decision-making (Coetzer et al. 2012; Woolsey 1986), work-role transitions and career
mistakes (Blenkinsopp & Zdunczyk 2005), work–family conflict (Powell & Greenhaus 2006),
attributes of effective managers (Ruiz, C. E. et al. 2013), professional identity and coping
measures (Hutchins & Rainbolt 2017) and leadership behaviours and organisational relationships
(Bott & Tourish 2016; Kozan et al. 2014). The use of CIT, then, allows ready comparisons
between this study’s findings and the existing literature into work and WLB.
CIT uses open-ended questions to capture rich narratives (Akerman et al. 2018) which usually
include three key components – what led to it, what happened, and what resulted from it
(Butterfield et al. 2005) – in order to obtain a complete account of the incident with context,
actions and outcomes (Chell & Pittaway 1998; Schluter et al. 2008). In this research, the prompt
used was “Think of a time …” to request specific examples of both positive and negative WLB
experiences, which were to be reported in this format: “When did it happen? What was the
situation or issue? And how did it end?” (See Appendix A: Interview Questions). Such details
enabled the researcher to interpret the participants’ experiences with confidence.
The research design framework is recapped in Figure 3.1. Specific methods, procedures and
techniques applied at each key stage of the case study research are presented in the following
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three sections: 3.5 Research participants, 3.6 Interview process used in the data collection, and
3.7 Qualitative data analysis in search of themes (Verleye 2019).

Figure 3.1 Research design framework

3.5 Research participants
Participants in this qualitative case study were purposively selected (Lingard et al. 2007;
Mazerolle & Goodman 2013; Verleye 2019; Yin 2018, p. 55). The recruitment criteria were as
follows: women who are employed full-time in managerial positions and are willing and available
(Connelly 2013) to talk about their WLB experiences. This section describes the process for
recruiting the research participants and provides details of their demographics.

3.5.1 Participant recruitment
Research participants were recruited using a snowballing technique and purposive sampling. The
selection criteria were as follows: full-time working female professionals in managerial positions,
who either have “manager” in their work titles or have direct report(s) under their supervision.
“Full-time working” refers to ongoing employment with 38 working hours or more per week on
average, as defined by Australia’s Fair Work Ombudsman (Fair Work Ombudsman 2014).
Research participants were recruited from diverse ages (e.g. under 25, 25–34, 35–44, 45–54, 55
and above) and from different family forms (married with children, married without children,
single parent with children, and single) (Grady & McCarthy 2008; Meares 2010; Wilkinson et al.
2018) in order to cover various life stages and WLB scenarios.
Recruitment of research participants was conducted via five channels:
1. Letters were sent to one after-school care centre, one childcare centre and one community
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language-learning centre. Centres such as these often attract working women looking for
childcare and after-school care, and so approaching these improved the possibility of
attracting research participants who met the study’s criteria. These three particular centres
are each managed by a female director. The relevance of the research topic to these
directors was considered likely to encourage their support in recruiting participants. The
request was for the recruitment letter to be displayed and the recruitment information
distributed to both the centres’ staff and their clientele.
2. Emails were sent to the researcher’s previous female colleagues to ascertain their interest
and seek further referrals.
3. Emails were sent to three job-recruitment agencies for distribution among their female
clients.
4. A recruiting message asking for volunteers from the public was posted twice on the
researcher’s LinkedIn profile.
5. The researcher reached out to personal contacts of women managers, asking for their
participation and referrals.
The recruitment process also involved participant referrals, a snowball sampling technique
(Mazerolle & Goodman 2013; Pandolfini 2012; Patton 2002, pp. 237-238; Verleye 2019).
Snowball sampling is an effective means of widening recruitment beyond the researcher’s
immediate contacts (Bailey 2019) by leveraging the social networks of participants. The
researcher then followed up these referrals to assess their suitability against the selection criteria
and their personal interest in participating. Participant referrals helped reach potential candidates
who were otherwise unknown to the researcher (TenHouten 2017). The snowball technique,
where one participant’s social and professional contacts lead to the recruitment of another
participant, has contributed to the recruitment of a high proportion of immigrant women managers
in this research. These participants share similar cultural and immigrant backgrounds with the
researcher’s seed participants (Bailey 2019; Griffith et al. 2016; Lee & Spratling 2019). This
feature of the participant group is addressed in the transferability of the research.
Participant recruitment was targeted in metropolitan areas of New South Wales, Australia – that
is, Greater Sydney and surrounding cities, such as Wollongong and Newcastle. This choice of
locations was based on practical reasons (Mazerolle & Goodman 2013), taking into consideration
the possibility of onsite face-to-face interviews if preferred by participants. All initial contact was
made using the Research Participation Information Sheet (see Appendix B) and the Consent Form
for Research Participants (see Appendix C) in order to outline the research project and the
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anticipated commitment required of participants so that potential participants had sufficient
information to make an informed decision about their participation in the research.

3.5.2 Number of participants
Twenty research participants were recruited. The researcher’s personal contacts and their referrals
were the most effective channels, accounting for 15 participants in total or 75% of all participants.
This can be attributed to the trust in place in these personal relationships (Bailey 2019). Letters to
the childcare, after-school care and language-learning centres secured the three directors of these
centres. LinkedIn posting recruited two participants. Table 3.1 shows the participant distribution
by recruitment channels.
Table 3.1 Participants by recruitment channels
Recruitment Channel

Number of Participants

Personal contacts & referrals
Ex-colleagues & referrals
Letters to centres
LinkedIn
Agencies

8
7
3
2
0
20

%
40%
35%
15%
10%
0%
100%

As a qualitative study, the necessary participant count in this study was determined by data
saturation (Boddy 2016; Fusch & Ness 2015; Halkias & Neubert 2020; Mason 2010) rather than
by the number of participants – although there is a recognised range of 5–50 participants
(Dworkin 2012). Twenty research participants (and interviews), as used in this study, happens to
be one of the two most common participant counts – 20 and 30 – in PhD qualitative studies across
all disciplines (Mason 2010). In qualitative WLB studies, it is not uncommon to have fewer
participants, such as 11 in the investigation by Grant et al. (2013), and 13 in Whiston et al. (2015)
study. Organisational research with a subjective perspective also tends to have a much smaller
number of participants, with as few as seven (Blenkinsopp & Zdunczyk 2005).
Data saturation is deemed to be achieved “when no new themes emerge from the data analysis”
(Halkias & Neubert 2020, p. 58). In qualitative investigations, data saturation can appear early –
after just six interviews – to generate meaningful themes (Boddy 2016; Mason 2010). A small
number of participants is usually sufficient for exploratory qualitative enquiries (Dworkin 2012;
Saunders et al. 2012, p. 140; Veal 2005, p. 26). For this study, sufficiency of participants was
formally evaluated at the data analysis process.

62

3.5.3 Participant demographics
Participant demographics are presented here to provide an overview of participants at this early
stage to demonstrate their personal profiles and their appropriateness for the study (Connelly
2013) and to facilitate the transferability of the research findings (Connelly 2016). Demographic
information was obtained via questions at the beginning of interviews, and the data gathered was
used to form the personal contexts of research participants. The demographic data included age,
marital status, number of children and their ages, eldercare responsibilities, industry of
employment, years of service, education level, country of birth, and ethnicity. A code name from
WM1 to WM20 was assigned to each participant to protect their real identity (Connelly 2014;
Houghton et al. 2010; Marion et al. 2015), with WM standing for “woman manager”, and the
number from 1 to 20 representing the interview sequence number. Table 3.2 summarises the
demographic characteristics of the 20 participants.
Table 3.2 Participant demographics
Participants
WM1
WM2
WM3
WM4
WM5
WM6
WM7
WM8
WM9
WM10
WM11
WM12
WM13
WM14
WM15
WM16
WM17
WM18
WM19
WM20

Age
35-44
55 and above
35-44
45-54
45-54
35-44
35-44
25-34
25-34
35-44
45-54
35-44
35-44
35-44
45-54
55 and above
35-44
45-54
25-34
35-44

No. of
No. of Children
Marital Status Children under 13
Married
4
4
Divorced
1
0
Married
2
2
Married
2
1
Married
2
0
Married
1
1
Single
0
0
Single
0
0
Married
0
0
Married
1
1
Married
2
0
Married
2
2
Married
2
2
Married
2
2
Married
1
0
Married
2
0
Married
2
2
Married
2
0
Married
3
3
Single
0
0

Elder Care or
Elder Help
Neither
Neither
Neither
Neither
Neither
Neither
Neither
Neither
Neither
Neither
Neither
Elder Help
Elder Help
Elder Help
Elder Help
Neither
Elder Help
Neither
Neither
Neither

Years of
Industry
Service Education
Child Care
18 Diploma
IT
40 Diploma
IT
12 Postgraduate
Disability Care
24 Undergraduate
Child Care
22 Undergraduate
Banking
15 Postgraduate
IT
17 Postgraduate
IT
6 Postgraduate
Education
2 Doctorate
Energy
21 Postgraduate
Aged Care
27 Postgraduate
Banking
12 Postgraduate
Employment Service
12 Postgraduate
Industrial Service
20 Postgraduate
Financial Service
28 Postgraduate
Health Care
33 Postgraduate
Disability Care
11 Diploma
Telecommunications
22 Undergraduate
IT
7 Undergraduate
IT
20 Diploma

Birth
Country
Australia
UK
China
China
Poland
India
India
India
India
Sri Lanka
Australia
China
China
China
China
China
China
India
Pakistan
Australia

Ethnicity
Greek-Irish
Britain
Chinese
Chinese
Polish
Indian
Indian
Indian
Indian
Sri Lankan
Australian
Chinese
Chinese
Chinese
Chinese
Chinese
Chinese
Indian
Pakistani
Australian

A typical participant in this study could be depicted as an overseas-born female in her early 40s,
who is married with two children, who is well educated with at least a bachelor’s degree, and who
has worked in a professional position in an organisation for more than 10 years. This profile
represents a female manager in her midlife facing both career and family responsibilities.
All participants are aged 25 years or more, with the majority aged 35–44 accounting for half of
all participants. Sixteen participants are married (one married participant having no children),
three are single and one divorced single mother with a child. The broad range of family forms is
meant to cover varied life stages and family status (Grady & McCarthy 2008; Wilkinson et al.
2018). The number of children per participant ranges from zero to four children, with the majority
(half of the total participants) having two children. Most of the children are still quite young –
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less than 13 years of age. None of the participants had any eldercare responsibilities at the time
of interviewing. Instead, five participants with Chinese ethnic backgrounds reported having inhouse elder help – that is, their parents or parents-in-law were staying in the participant’s house
to help with housework and care of the children.
In terms of industry of employment, care services and information technology (IT) are the two
most common industries, with six participants working in each of these industries – accounting
for 60% of all participants. Here, care services include childcare, health care, aged care and
disability care. Three participants are working in corporate services, comprising employment
services, industrial services and financial services. Of the remaining four participants, two are
working in banking, one in education, one in energy and one in telecommunications.
On average, most participants are highly educated: 11 (or 55%) have a master’s degree, four hold
a bachelor’s degree, and one holds a doctoral qualification. The minimum education level is a
diploma, held by four participants. In addition to relatively lengthy education histories, these
women managers have spent a number of years in professional work, averaging 18.5 years at the
time of interviews, and 17 (or 85%) have more than 10 years of service. The longest working
experience is 40 years and the shortest, two years.
All participants are Australian citizens or permanent residents, but the majority, 17 of them, were
born overseas. These cross-culture participants permitted consideration of immigrant experiences
in the investigation (Acker 2006; Malinen & Johnston 2011; Taylor et al. 2020). Only three
participants were born in Australia, one of whom has a Greek-Irish ethnicity. Combined, the 20
participants have birthplaces across seven countries, including Australia. Eight participants (or
40%) came from a Chinese ethnic background, and five (25%) from Indian backgrounds.
Nineteen reside in the Sydney metropolitan areas and one in Wollongong, a regional city of New
South Wales in Australia.
These participant demographic features can be presented statistically as descriptive data to
illustrate major characteristics (Jónasdóttir et al. 2018), as shown in Table 3.3.

64

Table 3.3 Participant demographic highlights
Demographic Status
Age
25 - 34
35 - 44
45 - 54
55 and above

Participants Percentage
3
15%
10
50%
5
25%
2
10%

Marital

Married
Single
Divorced

16
3
1

80%
15%
5%

Children

Yes
No

16
4

80%
20%

Elder help

Yes
No

5
15

25%
75%

Industry

Care services
IT
Corporate services
Banking
Other

6
6
3
2
3

30%
30%
15%
10%
15%

Education

Bachelor and above
Diploma

16
4

80%
20%

AU born

Yes
No

3
17

15%
85%

17
3

85%
15%

Service tenure 10 yrs and above
Under 10 yrs

One demographic characteristic of the research participants particularly worthy of note is their
country of birth. Among the 20 participants, 17 are immigrants who arrived in Australia at various
ages, but none of them are recent immigrants given their established local working experiences.
There are two main reasons for this particular characteristic of the research participant pool. The
first is that immigrant Australians were more willing than locally born Australians to sign up to
the research. The majority of the recruitment channels were designed to target women managers
regardless of their country of birth, but it was the immigrant women managers who responded,
suggesting that this group may have a strong empathy for, or a particular interest in, the research
topic. Secondly, it is due to the channels of recruitment through personal contacts and participant
referrals. The researcher is a skilled immigrant to Australia with Chinese ethnicity; therefore, her
personal contacts are people from similar backgrounds (Bailey 2019; Meares 2010). Participant
referrals also resulted in the recruitment of participants from similar cultural and migratory
backgrounds (TenHouten 2017) because referrals tend to gather people with similar
65

characteristics (Lee & Spratling 2019).
The fact that the majority of participants have overseas experience, especially overseas working
experience, has particular value for this study. These participants contributed unique comparative
insights regarding their mother country and Australia (Taylor et al. 2020). They commented from
the perspective of different countries, particularly in terms of values and cultural attitudes towards
work and WLB (Schwartz 1999). This serves as important evidence for evaluating the multi-level
work values of the WLB experiences of participants. For example, three immigrant participants
explicitly reported that Australia as a country contributed positively to their WLB experiences. In
contrast, none of the locally born participants mentioned the country context in their interviews.

3.6 Interview process used in the data collection
An essential feature of case study data collection is the gathering of experiences, perceptions and
opinions directly from participants (Atchan et al. 2016). Interviews were conducted one-on-one
to collect individual experiences and perspectives from the participants. One-on-one interviews
enabled the researcher to concentrate on each participant in a private and focused manner, one at
a time. This method is suitable for exploring life experiences such as WLB, which can be highly
personal and sensitive and can often involve other stakeholders in the storytelling. In addition,
one-on-one interviews are relatively easy to schedule, and the ability to accommodate each
participant’s preference for time and venue makes the research process less intrusive for the
participants.
Interviews were designed to gather three categories of data: descriptive demographic data
(Connelly 2013) through survey-like questions, participants’ views and attitudes towards work
values and WLB meanings through open-ended questions, and specific examples of WLB
experiences from participants’ lives through the CIT questions.

3.6.1 Interview structure
Interviews should be “guided conversations” (Yin 2018, p. 118) to maintain consistency in the
enquiry among participants. For this purpose, semi-structured interview questions were adopted
to ensure that questions were open enough to allow participants to freely talk and share their views
and experiences, while at the same time structured enough to scaffold the interview process
(Cachia & Millward 2011; Lauterbach 2018; Soma et al. 2012). Therefore, in-depth interviews
with a list of questions to keep the conversations on track allowed for flexibility and adaptations
during the interviews themselves (Walker 2011; Wilson et al. 2016).
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The use of semi-structured interviews was especially important for this study as the participants
are professional women in managerial positions who assume work authority and influence. The
researcher was conscious of the possibility that participants could lead and alter the course of the
interview because of their experience and familiarity with the role of leader (Aguinis & Solarino
2019; Marshall & Rossman 2011, pp. 156-157). Therefore, a structured list of interview questions
was practical to guide the interviews.
Each interview comprised four distinct sections, with each of the first three sections designed to
address the three guiding research questions and the fourth being a concluding section. This
ensured that data was collected to address all the investigative goals during the interviews. The
structure of the interviews and their corresponding research questions are presented in Figure 3.2.

Figure 3.2 Interview structure and research questions

3.6.2 Design of the interview questions
The interview questions were designed to address the guiding research questions as shown in
Figure 3.2 (see Appendix A: Interview Questions). Part 1 contained a short survey that collected
demographic information requiring descriptive responses. This was designed to acquire
participants’ personal contexts. Demographics are essential to discover the personal background
of participants (Connelly 2013), which is an important antecedent to work values (Li et al. 2008)
and WLB (Michel et al. 2011). Part 1 comprised 10 short survey questions. The first four
questions elicited information about the participants’ professional history and work context,
responding to the view that women in managerial positions may have more challenges around
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WLB (Beatty 1996; Guillaume & Pochic 2009). Questions about age, education and cultural
background were also asked because of their influence on one’s value systems, including work
values (Blattel-Mink et al. 2000). Part 1 also served to gather the family profile of participants,
such as their marital status, parental status, and eldercare status, because family members such as
partners, children and parents form an integral part of a person’s family context, and this context
influences the WLB experiences of women managers (Aycan 2004; Byron 2005; Parasuraman et
al. 1992).
Part 2 consisted of open-ended questions to collect participants’ views on their work values and
the meaning of WLB. The strategy for discovering the participants’ work values was not to ask
questions involving the term “work values” directly, because it is not a common term that people
are familiar with, as Guest (2001) argues. Instead, the question was phrased using everyday
words: “Is work important to you?” “Why do you work?” and “What motivates you to work?”
The data gathering approach here was to ask non-limiting questions and to observe how the
participants’ answers fitted into the known work values.
Questions about participants’ definitions of WLB were more straightforward. Participants were
asked direct questions, for example: “What constitutes work–life balance for you?”, “What does
work–life balance mean to you?” and “What does the term ‘work–life balance’ mean for you?”
The data gathering strategy was to seek natural, individual answers to how women managers view
and define WLB, given their work and life circumstances. The last question in Part 2 asked
participants to assess their WLB status: “In general, do you consider yourself to be successful in
managing your work–life balance and why?” Despite how women managers define WLB, how
they feel about it is ultimately what matters (van Steenbergen et al. 2008).
In Part 3, the CIT was used to collect specific examples of WLB experiences from participants.
This part focused specifically on the impact of WLB influences on these lived experiences and
the work values that were revealed through the participants’ perceptions. Because of their
significant impact on participants, the critical incidents were easier to recall than commonplace
incidents (Flanagan 1954; Schluter et al. 2008), in line with the view that values, including work
values, are impacted by major life events (Bardi et al. 2009). The Part 3 questions were developed
following CIT design principles. Part 3 commenced with an explanation of the desired reporting
behaviours, the purpose being to encourage participants to include adequate contextual details
and sequential description in their recounting of WLB experiences.
In this part, I’d like to hear some specific examples of your work–life balance experiences,
given your work situations. When you describe, please provide details of the incidents, and
cover the when-what-how of it – that is: When did it happen? What was the situation or issue?
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And how did it happen?

Questions in Part 3 aimed to elicit stories of two types of critical incidents in WLB experiences:
negative and then positive experiences. The focus was to encourage participants to share stories
of their lived WLB experiences and their own interpretations (Koch 1999). Negative WLB
experiences were requested first because, as Guest (2001) states, it is easier to be aware of
imbalance or negative WLB than positive WLB:
Think of a time when you felt exceptionally bad about your work–life balance, recent or in
the past, and give specific examples of what happened using the when-what-how format –
preferably give three examples.

A frequent challenge for the CIT interviews was that it took time for participants to decide which
incidents were critical and report-worthy when many incidents might happen on a daily basis. For
example, Schluter et al. (2008) report that participants spent a lot of the interview time thinking
about which events to tell. Therefore, in this study, interview questions were emailed to
participants two to five days before the scheduled interview or immediately after confirmation of
their interview. This gave participants sufficient time to review and decide what to report (Bott &
Tourish 2016; Schluter et al. 2008; Woolsey 1986) and to sign off their agreement to participate
before the interviews.
Part 4 concluded the interview by providing an opportunity for participants to provide any further
information that they felt might be relevant. This was achieved by asking, “Do you have any other
comments for this work–life balance interview?” For this question, participants could express any
additional opinions about WLB, comment on the interview questions or give feedback about how
the interview was conducted. It was also an opportunity for the researcher to address possible
concerns or questions from participants, if any arose.

3.6.3 Interview process
Once a participant had agreed to take part in the research, an email was sent to the participant to
determine their preferred date, time, type of interview (phone, SkypeR or face-to-face) and venue
(Oltmann 2016), along with two attachments: the Research Participation Information Sheet and
the Consent Form for Research Participants. Once an interview had been scheduled, the list of
interview questions was then sent to the participant for preview. Each interview was conducted
in one of two ways, face-to-face or over the phone, based on each participant’s preference
(Oltmann 2016). The SkypeR video call option was not selected by any participant. All interviews
were audio recorded with participants’ permission. Notes were also taken during the interviews
to supplement the audio recording (Oltmann 2016).
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Interviews ranged from 30 minutes to 1 hour and 37 minutes, with an average of 46 minutes. The
dataset for this study consists of a total of 15 hours and 25 minutes of interview audio. Fourteen
interviews, or 70%, were held during out-of-work hours – that is after work, on weekends, or on
a day off from work. The remaining six interviews were conducted during workdays, either in
lunch breaks or in the very last hour of the workday. These time slots were requested by
participants to minimise interruption to their work schedules.

3.7 Qualitative data analysis in search of themes
Data analysis in qualitative case study is a ground-up, iterative process (Halkias & Neubert 2020;
Jónasdóttir et al. 2018; LaPolla 2020; Mazerolle & Goodman 2013; Verleye 2019) and often
involves data reduction (Ezzeddeen & Ritchey 2009). Data analysis in this study entailed coding
and categorising the interview materials, taking in participants’ interpretations of their own
experiences, inspecting their descriptions, revealing the underlying meanings (Janesick 2003, p.
65), and recording comments and notes during the process (Mazerolle & Goodman 2013). In this
study, the data analysis process comprised selective transcribing of sections of the raw interview
materials, coding the transcripts, identifying themes by categorising the codes (Connelly &
Peltzer 2016), reconstructing and interpreting participants’ stories through writing, and checking
data accuracy and saturation. Notes taken during interviews and a reflective coding memo kept
by the researcher were used as supplementary materials and references.

3.7.1 Transcribing participants’ stories
This study collected different categories of data, which were handled differently. The survey
questions of Part 1 (see Appendix A: Interview Questions), Q1 to Q10, were not transcribed;
during the interviews, the researcher marked the answers directly onto the printed copies of
interview questions, and these were later entered into an Excel worksheet. In the interview
conversation, greetings, ice breaker, explanation of the research, transition to another interview
part and ending the interview were also not transcribed, as they were not related to research
questions. Data gathered from the remaining three parts of the interviews were transcribed by the
researcher in a computer-assisted qualitative data analysis software NVivo 12. NVivo was used
to store, transcribe, code and query data to help enhance the transparency of the analysis and
robustness of the study (Bergin 2011; Houghton et al. 2015; Leech & Onwuegbuzie 2011; Min et
al. 2017; Welsh 2002; Wong 2008).
The first step in the data analysis process was to transcribe the recorded interview audio files.
Unlike in many other qualitative studies where only interview transcripts are analysed, in this
70

study interview recordings were uploaded to NVivo and processed directly within the tool. This
is because NVivo is capable of handling multimedia files, allowing transcribing, coding and
analysing audio files in their original format (Castleberry 2014; Neal et al. 2015). Keeping the
interview audios accessible allowed frequent references to the recordings during later analysis
and writing stages, thus helping maintain the authenticity of the data. Participants’ emotional
details such as intonation, laughter, hesitation and sighs, or other critical changes of mood were
captured and re-played (Neal et al. 2015).
Transcription in NVivo involved playing and listening to the audio recordings of the interviews
several times. First, an entire interview audio was played to enable recall of the conversation and
to capture an overview. Then the audio was played and paused frequently at “meaningful
qualitative units” (Chenail 2012, p. 268) to allow transcription at half speed, and then played again
at full speed to check the transcript. The researcher transcribed all interview audios by herself to
ensure confidentiality and consistency of data treatment and to become familiarised with and
immersed in the data during the whole process.

3.7.2 Coding in meaningful units
The coding process started with identification answers to six key interview questions. . These six
questions were about: Why work (Q12), Work motivation (Q13), WLB meaning (Q14), Negative
WLB (Q16), Positive WLB (Q17) and WLB influences (Q15). Coding involved taking multi-word
phrases verbatim from the interview transcripts and allocating them to an NVivo folder for that
question. NVivo automatically adds a reference count, starting at 1, to each piece of data added
and these counts were used to gauge the significance of particular codes. The more they occurred,
the greater was considered their significance. Codes were not forced to merge with existing codes
in the coding process. Hence codes were generated with a flat structure of only two levels in
NVivo, folders and codes. Theme forming and code merging only happened during the next data
analysis stage in the Excel environment.
Coding for critical incident data was conducted differently to make full use of the purpose of
using CIT. Data collected described the development of critical incidents: their contexts, key
stakeholders, actions and outcomes (Chell & Pittaway 1998). Therefore, the analysis focus here
was to identify these elements of critical incidents – what was the context, what happened, who
were involved, why did it happen, and how did it end. These elements were processed in order to
serve the end goal of answering the third research question: What are the perceived influences in
women managers’ work–life balance experiences, given their individual work situations?
In the CIT’s, despite the requirement to specify when-what-how, some participants still gave a
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brief description of their experiences in one or two sentences, thus missing the desired rich details
of a critical incident. These WLB examples were mostly routine, re-occurring and non-critical.
For example, a typical positive WLB incident from one participant was “always attend my
daughter’s school activities”. It did not specify what school activity, when it happened, what
work arrangement was made at the time, or who else was involved in such an incident. And clearly
this happened repeatedly for that participant as she was always able to do so. Such incidents were
coded Typical to differentiate them from critical incidents. Typical incidents were identified and
coded but not included in the WLB experience reporting, because they lacked contextual,
situational, and significant details.

3.7.3 Forming themes through categorisation of codes
Codes generated in NVivo were exported to Excel for further analysis. Because of its ease of use
(LaPolla 2020; Salmona & Kaczynski 2016), Excel has been adopted for use in qualitative studies,
where it has proven to be both productive and effective, with a variety of functions such as
calculating, ranking and graphing making it useful for sorting and structuring codes to surface
themes (Ose 2016). Excel was used in this study for theme categorisation and visualisation of
results (LaPolla 2020). Categorisation is a process that draws on codes and groups them to form
larger themes (Gregory 2020; Verleye 2019). Themes present the main characteristics of the
nature of the phenomenon under study (Houghton et al. 2015).
All six coding folders from NVivo, including their codes and corresponding reference counts,
were exported to an Excel workbook, one folder per worksheet to maintain the separation of
answers to a particular interview question. Within each worksheet, themes were formed by first
grouping codes similar in meanings to a single category, and then further categorising them into
subcategories according to more homogeneous meanings. The theme forming process was
conducted from big to small, that is, from broad categories to specific subcategories. Taking the
example of the Negative WLB coding folder or worksheet, it contains all reported critical incidents
from participants’ negative WLB experience. These critical incidents were first categorised into
broad groups of Work-initiated, Nonwork-initiated and Entwined, based on in which domain the
critical incident originated, - whether it was triggered by something that happened in the
workplace, at home, or combined. Then under the category of Work-initiated, codes were further
split into subcategories of main workplace triggers, such as Difficult Manager, Workload and
work hours, Job status change and so on, each carrying its corresponding reference counts.
For both categories and subcategories, when codes are moved around based on themes, their
reference counts are copied over and added up to a total, which is used to rank categories or subcategories to show significance in the later reporting. As indicated by Schwartz, values can be
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calculated and ranked based on values priority or importance to individuals (Schwartz 1999).
Reference counts for categories and sub-categories are summed up to their theme level. This helps
organise the reporting in a meaningful way, by presenting them from high to low based on total
reference counts, which also reflects the significance or popularity of that theme. This approach
helps to provide a consistent structure for the reporting.

3.7.4 Checking data for accuracy and saturation
To ensure the quality of data analysis, two data checks were performed during the data analysis
process: code accuracy checking and data saturation checking. Codes generated in NVivo were
checked for accuracy during the categorising stage in Excel, using two NVivo reports. One of the
reports listed every code generated from each interview, and the other report listed all codes from
all interviews in alphabetical order. Checks involved going back to the transcript and the audio
file of an interview to ensure understanding of its original meaning and to check for any
ambiguous codes or themes. The researcher also performed a code check on all WLB critical
incidents to ensure they were all coded correctly. During this check, all critical incident codes in
the Negative WLB and Positive WLB folders were traced to their corresponding entries in the WLB
influences folder or other folders. Correction, addition, or deletion of codes was then reflected in
the corresponding Excel file so that all codes were consistent.
The second data check confirmed data saturation. Data saturation occurs when there is no new
themes or new insights arising from the process of data collection and analysis (Aguinis &
Solarino 2019). Excel was able to present a clear roadmap of theme formation, enabling the
researcher to identify when no new theme was added and when duplicates started to occur. Theme
mapping demonstrated that no new work value was identified after the first eight participants, and
repetition of all work values had occurred after the first 11 participants. Regarding the themes of
WLB meanings, no new theme appeared after the first 10 participants, and all themes had
duplicates after 16 participants. In terms of WLB influences, all stakeholders were repeated after
the first 12 participants. Commonalities and repetition of data are important assets for compelling
qualitative research (Brogan et al. 2019; Hoorani et al. 2019). Data saturation checks testified that
abundant data were gathered from the 20 participants and that all themes were supported by
multiple pieces of evidence.

3.7.5 Reporting the findings through writing
In the write-up stage, case study researchers generate “a chain of evidence” (Verleye 2019, p.
556) by integrating data and interpretations to arrive at research findings and conclusions. Once
themes have been formed, the researcher’s task is to use the themes to interpret the meanings of
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participants’ lived experiences (Sloan & Bowe 2014). Writing is a critical interpretive process in
meaning-making, where the researcher generates an interpreted account of participants’
experiences (Smith 1998). Research findings are a written collection of descriptive and
interpretative writings about the phenomenon under study (Sloan & Bowe 2014). For this study,
the reporting of research findings was undertaken in three chapters.
First, the participants’ views and experiences were reported individually in Chapter 4, “Findings:
Individual Stories”. This chapter presents how each participant interacted with their “real-world
contextual environment” holistically (Yin 2018, pp. xxii-xxiii) and reflects the subjective,
individual – yet contextualised – nature of WLB. This type of writing-up reveals the stories as
told by the participants without linking to theories, leaving readers to make their own
interpretations and draw their diversified conclusions (Flyvbjerg 2006). The purpose of writing
by participant is to bring up “the wholeness and uniqueness” of each participant (Pringle et al.
2011, p. 21). This writing type helps gain a deep understanding of individual participants by
putting their personal context, opinions, behaviours and experiences altogether in one story
(Nassaji 2015).
However, the retelling was not a simple recall of each participant’s account. It was a short story,
constructed by the researcher through interpretation of the data. Each participant’s story
comprises four sections: personal context, work values, WLB views and WLB influences,
corresponding to the investigative research questions. Such a format is efficient to quickly
“address the required set of questions” (Yin 2018, p. 227) for each participant and allows the
reader to go straight to a certain participant’s story or sections of that story based on the reader’s
specific interests.
Second, research questions were addressed by elaborating on the themes that emerged from crossparticipant analysis, which constitutes Chapter 5, “Findings: Cross-Participant Analysis”. This
comparative approach focuses on themes that emerged in the full dataset of all participants. The
purpose of Chapter 5 was to develop understandings and knowledge from the perspective of a
more general understanding of the WLB phenomenon (Susann 2003). In a case study, this
approach requires identifying and interpreting the “holistic” feature (Halkias & Neubert 2020;
Yin 2018, p. 197) of the phenomenon under study. This is reflected in the themes developed. The
writing in Chapter 5 is structured around the interview questions to provide a more detailed and
comprehensive reporting on the specific WLB phenomenon. It also adopts reporting techniques
including tables, figures, rankings, calculations and mapping.
Lastly, emerged themes were compared to extant theories to advance understandings and develop
theories in Chapter 6, “Discussion of Research Findings”, to close the loop of abductive process
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(Halkias & Neubert 2020). This serves the purpose that empirical findings should be applied to
the extant theories and conceptual frameworks for comparison, explanation and advancement of
knowledge (Hoorani et al. 2019). However, research reporting by the researcher should not be
considered the final stage, because interpretation is an evolving and unending process (Smith
1998; Susann 2003) and “readers of the report make the final interpretation” (Smith 1998, p. 205).
During this ongoing interpretation process, understandings of phenomena are shared and
enhanced.

3.8 Ethical considerations
With a qualitative case study, when the researcher interacts personally with participants during
in-depth interviews, there is potential for “ethical challenges such as anonymity, confidentiality
and informed consent” to arise for both the researcher and the participants (Halkias & Neubert
2020, p. 62). The field research for this study was conducted in compliance with the Australian
guidelines published in the “National Statement on Ethical Conduct in Human Research 2007
(updated 2015)” (National Statement 2015). This research was deemed to be of low to negligible
risk to participants and received formal approval (Connelly 2014; Yin 2018, p. 89) from the
Human Research Ethics Committee (HREC) of the University of Wollongong, Ethics Number:
HE16/151 (see Appendix D: Ethics Approval). An annual ethics assessment report was produced
and submitted yearly to the HREC for continuous monitoring of ethical compliance during the
research project (Connelly 2014). Ethical considerations informed all aspects of the research
(LeBlanc 2010), from participant recruitment to data collection, data analysis and reporting. The
principles of voluntary participation, protection of privacy and identity, minimal inconvenience,
responding to emotional reactions and showing respect and gratitude have all been applied.
Participant consent was sought both verbally and formally in writing (Connelly 2014; Yin 2018,
p. 88). All participants were given the Research Participant Information Sheet, and all have signed
the Consent Form for Research Participants. The researcher verbally explained the research and
the consent form to participants to ensure they were fully informed of the research aim, the
potential commitment and the risks before consenting (Marion et al. 2015). Participants were also
given access to the contact details of all investigators (the researcher and supervisors) and the
HREC committee, in case they should have any questions or complaints. Participation was
completely voluntary, and participants were entitled to withdraw, together with their data, at any
time without any negative consequences (Houghton et al. 2010).
Anonymity and de-identification have been used to protect the identity of participants in the
75

research (Connelly 2013; Marion et al. 2015; Yin 2018, p. 239). A code name was created to
represent each participant by their interview number (Connelly 2014; Houghton et al. 2010), such
as “WM1”, which stands for woman manager in first interview. Code names have been used in
all reporting references. Whenever possible, a broad industry description has also been used to
indicate a participant’s area of employment rather than using the organisation’s name. Some
participants with unique expertise work in specialised, highly recognisable organisations, so any
mention of their workplace was disguised in a broad sense (Yin 2018, p. 239). In particular, two
participants clearly expressed their concerns over privacy protection in this research. For these
participants, their self-introduction during an icebreaker conversation was neither transcribed nor
coded because it contained company names, specific role titles and work content that could lead
to identification. Similarly, other information that could lead to identification (for example, family
members’ names, company names and managers’ names) mentioned in interviews has been
omitted in reporting.
The research topic of WLB experiences can be viewed as sensitive and personal, with the potential
to cause embarrassment or lead to concerns about exposure or employment loss among
participants (Stake 2003, pp. 154--155). For example, several participants reported that their
managers were a critical influence in their negative WLB experiences, and they wanted to ensure
that it was safe to talk about them. Intended measures of data protection, storage and usage were
explained during the interviews. Participants were given assurances that their personal
information, interview audio files and interview transcripts would be accessible to the researcher
only. No identifying information has been accessed by any other party, nor used in reporting.
The majority of the participants have ethnicity in addition to their Australian identity,
predominantly Indian and Chinese ethnicities. The researcher remained conscious of cultural
traditions and norms in all communications. Before their interview commenced, each participant
was asked how they would like to be addressed, how they would like to be contacted, their
preferred time of contact, whether they were still willing to participate and whether any
circumstances had changed that the researcher should be aware of. Most importantly, the
researcher appreciated the contributions from participants and demonstrated respect, gratitude and
care for all of them through the entire process (Marion et al. 2015).
Another concern among participants was the time commitment. As stated in the Research
Participation Information Sheet (see Appendix B), the expected interview time was approximately
40 minutes. At the beginning of each interview, the researcher checked with each participant
about her time availability and made sure the interview was kept within the agreed time window.
The one-on-one interview format helped protect the privacy and identity of participants, ensuring
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they could speak freely in a relaxed environment. The one-on-one nature of those interviews also
allowed the researcher to recognise and deal with any emotional reactions. The last section of the
interview was an opportunity to gather any concerns or issues from participants. One participant
made the comment that she should not be judged an unhappy person based on her negative WLB
experience, giving the researcher the opportunity to explain how the participant’s account would
be used in a way that was non-judgemental.
Last, transparent research procedures and open, honest reporting are also integral parts of ethical
research (Connelly 2014). In this study, the choice of research methods has been explained to
provide clarity and transparency. At the stage of writing and reporting, the findings have been
reported fully and honestly, providing clear interpretation of the data with tables and figures to
illustrate relationships, significance, patterns and meanings. Direct quotations and phraseology
from the participants’ interview transcripts have been used to support the categories and themes
as interpreted by the researcher.

3.9 Research rigour
Research rigour needs to be scaffolded throughout all stages of the research process in order to
generate a trustworthy study (Marion et al. 2015). In qualitative studies, research rigour, or
trustworthiness, is demonstrated by “the degree of confidence in data, interpretation, and methods
used to ensure the quality of a study” (Connelly 2016, p. 435), which can be assessed against five
criteria: credibility, dependability, confirmability, transferability and authenticity (Atchan et al.
2016; Connelly 2016; Hoorani et al. 2019; Ramesh et al. 2017). This section presents how
research rigour has been achieved in this study.
Credibility ensures that the research investigates what was intended and is a truthful reflection of
the participants’ realities (Carmel et al. 2018; Connelly 2016; Creswell & Miller 2000). This study
used an appropriate research approach, a qualitative case study, to ensure the research objectives
could be achieved. This research also employed several techniques to establish credibility, such
as obtaining information through methods designed to ensure that the specific research objectives
could be achieved. A case database was created to keep track of and organise data, and to monitor
the process of data analysis and interpretations (Verleye 2019; Yin 2018, p. 130-134). The final
case study database includes two sets of data. One set is the self-reported data from the
participants, which comprises interview audios, transcripts and tabular data on demographics. The
other set is the researcher-generated data, which includes the notes taken at interviews, the
research diary, the coding memo, NVivo code reports, lists of themes, tables, and figures in Excel.
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In addition, a sufficient number of 20 participants allowed the researcher to search “for
disconfirming evidence” among them “to ensure rigor and usefulness” (Marshall & Rossman
2011, p. 40), which further enhances the credibility of research findings (Belotto 2018).
Reflective journals are often adopted by qualitative researchers to record research activities,
assumptions, reflections and decisions during the research process (Connelly 2016; O’Shea 2008,
p. 66). In this study, a coding memo was kept by the researcher to capture reflective thinking and
ideas that emerged during the coding process. The researcher also maintained a general research
diary for taking notes of key research stages and decisions made throughout the research project.
Journals help to provide transparency and trackability of the research project and enhance the
credibility and quality of the research (Salmona & Kaczynski 2016).
Dependability refers to maintaining a detailed description of the research process so that the
research can be repeated by other researchers (Carmel et al. 2018). This chapter’s detailed stepby-step explanation of the research process provides transparency of the study process, including
how data decisions were made (Hoorani et al. 2019; Jónasdóttir et al. 2018; Verleye 2019). The
use of a coding memo and research diary also ensured that the research steps and activities are
traceable and auditable (Connelly 2016). Transparency and detailed descriptions of the research
process allow for replication of the research (Hoorani et al. 2019) – for example, to study the
WLB phenomenon in other worker groups or in another country. Such future research directions
are proposed towards the end of this thesis.
Confirmability involves acknowledging the researcher’s influence on the co-construction of
meanings in the research process. This is achieved in part through the researcher’s reflexivity
(Atchan et al. 2016; Dearlove 2018, p. 49). The researcher’s reflexivity is an important component
of a commendable qualitative case study because of the close interaction between the researcher
and participants in jointly constructing the interpretations of meanings (Gregory 2020; Ramesh et
al. 2017; Verleye 2019; Yin 2018, p. 120). In this study, the researcher’s influence on the research
findings is an important part of maintaining the confirmability of the research being reported here.
The researcher’s personal positioning and motivation (Verleye 2019), as introduced in the first
chapter, shows that the researcher is an insider to this research (O’Shea 2008, pp. 66 & 68): as a
woman manager, a wife and a mother with similar experiences. This represents both benefits and
challenges. Being a woman, the researcher was in “a privileged position when interviewing other
women”, which facilitated an open and natural flow for interviews (O’Shea 2008, p. 64).
Interviews also benefited from a shared empathy between interviewer and interviewees around
WLB because of the similar personal contexts; thus, participants were potentially encouraged to
speak up unconstrained. One participant, when describing her work, life and study combination,
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commented, “Many people are doing it, including you” (WM5).
Conversely, challenges came from the influence of the researcher’s own experiences and values,
which may “colour” (Yin 2018, p. 120) the interview data. For example, the researcher could
possibly have shown agreement with immigrant participants’ experiences because of their similar
personal backgrounds. To identify and minimise this risk, the researcher applied several
strategies, such as using a list of interview questions to guide the course of interviews, withholding
from commenting during interviews, and using participants’ own “rendition of reality without
trying to corroborate the information” during analysis and reporting (Yin 2018, p. 208). The aim
of this case study is to ensure that the account produced is a credible account based on
participants’ perceptions. These strategies ensured that the participants’ own renditions of their
experiences were heard and reported (Polkinghorne 2007; Yin 2018, p. 120) and that the
information provided in this thesis can permit readers to judge for themselves the confirmability
of the researcher’s interpretations.
Transferability indicates the extent to which the findings of a qualitative study can be applied to
other situations or in other contexts (Carmel et al. 2018). The objective of case study research is
to enable analytic generalisation through building robust findings for theory elaboration (Hoorani
et al. 2019; Tsang 2012; Verleye 2019; Yin 2018, p. 38). Analytic generalisation necessitates
comparing existing theories with empirical results in order to advance or modify theories (Halkias
& Neubert 2020; Yin 2018, p. 38). This study supports the transferability of findings through an
abductive reasoning process by providing rich descriptions, sufficient contextual information, and
related conceptual framework discussions to allow readers to analyse and establish applications
to other contexts or similar settings, and to pave the way for advancing learnings and theory
development (Connelly 2016; Halkias & Neubert 2020; Ruddin 2006; Verleye 2019; Yin 2013).
Therefore, the readers are considered to play a critical role in transferring findings from one case
study setting to other settings (Marion et al. 2015).
Finally, authenticity refers to how fairly or completely researchers display the different realities
of participants (Connelly 2016). Recording interviews and transcribing them are practical ways
to improve data accuracy and originality. Other measures employed to ensure authenticity in this
study include data accuracy checking and data saturation checking (Butterfield et al. 2005). The
appropriateness of the research findings was supported by providing rich descriptions of the
contexts from which the findings were drawn (Carmel et al. 2018; Jónasdóttir et al. 2018;
Polkinghorne 2007). Using participants’ original words and quotes (Verleye 2019) in the writeup was another measure to maintain authenticity and trustworthiness. All these measures helped
to reflect multiple WLB realities from the participants’ perspectives.
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3.10 Summary
This study adopted a qualitative case study as the research methodology to explore the research
questions that were designed to guide this research. Multiple qualitative research techniques and
methods were applied during data collection and data analysis. A group of 20 women managers
shared their views on work values and WLB, and their lived WLB experiences in their pursuit of
maintaining a full-time professional job and a meaningful personal life. Findings and
interpretations from their stories are reported in the next three chapters. Chapter 4 reports from
each individual participant’s perspective. Chapter 5 presents cross-participant findings based on
surfaced themes drawn from an analysis of the full dataset. Last, Chapter 6 relates these findings
to the extant theories and conceptual frameworks for new insights and the advancement of
theoretical understandings of WLB.
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Chapter 4 Findings: Individual Stories

4.1 Introduction
The previous chapter detailed the research process and explained why certain research methods
were chosen for this investigation into work–life balance (WLB) from a work-values perspective.
In this chapter, the research findings are presented through the participants’ individual stories,
which have been retold by the researcher based on interview data and interpretive reflections.
Each participant’s story contains four parts: a brief introduction to the participant’s personal
background; an outline of the participant’s identified work values; the participant’s views on the
meaning of WLB; and WLB influences as explored through the participant’s lived experiences.
At the end of each story, an individual table summarises how the findings of the particular
participant fit into Schwartz’s work-values dimensions (Schwartz 1999), Reiter’s WLB categories
(Reiter 2007) and WLB influence stakeholder levels. In total, this chapter comprises 20
individuals’ stories and concludes with a brief summary.

4.2 Story of WM1
Personal context
WM1 is aged between 35 and 44, Australian-born with a Greek-Irish ethnic background. She is
married and has four school-age children. Her husband undertakes shift work, which puts her
under stress when he is on night shift. She grew up in a single-parent family with her mother. She
did not have her mother’s help to raise her children. She envisages that down the track she may
need to care for her mother, who is overweight and not in good health.
She works as the business manager at an after-school care facility. She has 18 years of work
experience, and she has been with her current place of employment for two and a half years. She
is positive about her own management of WLB and says she is “absolutely” successful at handling
it.
Work values
Her reasons for working lie first in the financial returns that support her desired lifestyle. Her
income goes to her children’s private school for fees and extracurricular activities, while her
husband pays for the car and mortgage. In her own words, “Money affords you a lifestyle.”
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Meanwhile, work is for her “own peace of mind” in that she has something important to
“contribute to society”.
She values the challenges and autonomy she has at work. She likes her current work because it
makes her feel valued. It is satisfying for her to receive positive feedback from the parents of the
children at the centre and to be able to help families in the school community. In terms of
autonomy, she feels her decisions are respected and she can run the centre in the way she wants.
She is currently making multiple improvements to the centre: extending its deck, hiring new staff,
preparing financial statements, and recreating the website. She feels she has a very productive
job, and she finds it motivating.
WLB views
Her view of WLB puts clear emphasis on her family, especially on her children’s welfare. For
her, WLB is “me working and my children having a life”. Both she and her husband work hard so
that their children can attend the private school and participate in the extracurricular activities.
She feels that she is handing over “the torch of my life to my children”. She says, “It really means,
work–life balance mainly means being able to invest in my children.” WLB also means being able
to “spend more time with the kids”.
Having children changed her view of WLB. Before children, she had no issues with WLB, and it
was a “very selfish time”. She claims she was much lazier before, and having children has made
her much more efficient. When she returned to work after her first maternity leave, she was a
“fantastic employee” because she was able to time manage well and to prioritise tasks at work.
She managed to get work done efficiently so that she could go and pick up her child from the
childcare centre.
However, having her second child worsened her WLB, and she eventually quit her job. It was a
“throat-cutting” situation, and she “didn’t want to sacrifice” her WLB too much. She was
conscious of what she wanted, and her main focus was WLB. She stayed true to herself and wrote
a list of what she wanted out of the next job.
Kids come first, so being able to get them to school and pick them up from school. Money is
still important. Job satisfaction, feeling like I’m valuable, I’m valued. Work autonomy, my
decision is respected. No micromanagement. My ultimate goal is my children are happy.

Such consciousness of WLB, she believes, happens among people who start to focus on getting
that “balance”. A friend of hers used to work “full-on” but just had “a massive change”. They
moved down to the south coast and bought a farm to raise their children near the beach. She
comments: “There are a lot of people if they got the means, they are definitely moving towards
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that.” Meanwhile, she believes that more and more organisations are becoming increasingly
aware of WLB too and are offering flexible work arrangements to staff. She believes that this is
a general shift in society’s attitudes towards WLB.
WLB influences
For WM1, WLB is controlled by the individual and their personality. She believes people make
their own path towards where they want to go. She sees herself as a very capable person with a
strong personality: “I have a lot of confidence in myself.” She relies on her prioritisation and
personal organisation to manage WLB. She becomes an inspiration for others, but she thinks that
is just her personality. She is content with her WLB management and is proud of herself: “I amaze
myself with how I do it.”
You can let things happen to you or you can make things happen for you. For me, I make
things happen for myself. Stay true to myself. I’m very in touch with myself. I know if I’m not
coping, there is something I need to give.

She perceives three other WLB influences, which she believes have a massive influence on WLB:
the partner, the organisation and money. She says that if the husband is happy to work extremely
hard, maybe “you don’t need to work.” If people choose an organisation that allows flexibility, it
will be easier to manage WLB. However, she feels it all “comes down to money” in the end,
whether you were born with money, or have to go to work to make it, or the partner makes good
money. She believes money is a massive influence on a person’s WLB experience, which is also
a key motivation for her own work.
To sum up, the story of WM1 is outlined in Table 4.1.
Table 4.1 Overview of WM1’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Autonomy
Enjoyment
Satisfaction
Challenges
Extrinsic
Money
Standard of living
Providing for family

WLB views
Reiter’s category Example
Absolutist
n/a

WLB influences
Influence level
Country

Example
not mentioned

Exceptionist

Family-oriented

Organisation

Organisation

Power

Achievement

Situationist

n/a

Family

Social

Contribution to society

Subjectivist

n/a

Individual

Husband
Children
Myself
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4.3 Story of WM2
Personal context
WM2 is in her late 50s. She was born in the United Kingdom and moved to Australia when she
was a child. She is divorced, a single parent who has raised her son on her own. Her son is now
an adult and working.
She has been working in her current information technology (IT) company for 16 years in a couple
of different roles. She has a diploma qualification in education. Having been working for more
than 40 years, her views of work have evolved over that period. She has also witnessed attitude
and practice changes in the workplace. Overall, she considers herself successful at achieving a
satisfactory WLB.
Work values
Her initial drive for working was financial reasons, in order to afford a certain standard of living.
In her case, she had to raise a child on her own, so she needed an income. She thinks that once
her mortgage is paid off in a couple of years’ time, money will become less important for her than
it used to be.
Work for her is also for social and self-development reasons. She describes herself as “a people
person”. She likes to meet and interact with people and to learn from others. From this
perspective, work for her is a “self-development” process. She says she likes to be challenged and
that she would be bored if she did not work.
Her work values have changed through her life stages, and now she views work differently from
how she approached work in the past. When she was a young woman, she was very ambitious,
“Career was very important to me; getting to a certain level was very important to me.” She says
that now she still likes to be interested, because it is something that has “got you there five days
a week, so you got to sort of like it.” Now that she is in her 50s, work means something different
to her: work is no longer as important as it used to be. She prefers to have less stressful work at
this time of her life. She explains that this is because she has already achieved what she wanted
to, and there is no longer any need to pursue achievement so determinedly hard. She says, “You
know, I got to the levels where I wanted to be in my career – been there, done that, and don’t need
to go back to it. That sort of thing.”
WLB views
She expresses the view that when people have family, especially having children, their WLB view
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can change a lot. To her, “flexibility is probably the most important thing”. Flexibility is still
important to her, even though her son is now an adult. For example, she needs to pick up her son
from the airport when he travels for business. Her current company offers flexibility in work
arrangements, and she can work flexible hours and work from home.
However, in her early career, there was no such flexibility, and WLB for women in general was
challenging. For women, there were restrictions on career opportunities in the past. She used to
work in the banking industry, which was a “very men-dominated world”. She was the first female
manager there. She thinks that nowadays it is not only her company but also the whole of society
that is becoming more flexible in terms of WLB. She comments: “Flexibility is just modern-day
rules.”
When I first started my career, to be a female manager was unheard of; to get a company car
and you were a female, was unheard of. So the world was very different. And there was no
such things like flexibility. I mean, my last role when I was in merchant banking was if you
got pregnant, basically you got fired. Now, that can’t happen today. But it did then. And I was
the first woman there that didn’t get fired.

She feels the root cause of WLB issues for women today is the fact that now it is very difficult to
survive without two incomes, or at least one extremely good income. People want more, and they
are motivated to keep up with everybody else. “Everybody wants everything,” she says. She
believes that when women pursue their interest in the workforce, “we do ourselves a disservice.”
Quite frankly, we end up doing more than we’ve ever done – we’re still doing the housework,
we’re still working, we’re still bringing the children up. So really, we’ve created a rod for
our own back.

WLB influences
Flexibility offered by her company is a major influence in her WLB experience, and there is a
general trend for companies to become more flexible. However, in her experience, the issue is
that flexibility is not “advertised”, and a lot of her struggle was due to her not knowing how
flexible her company was and not being aware of her options. Especially when her child was
younger, she struggled a lot as a single mother, because she did not know she could work flexibly
and only found out gradually as she went along.
Her current company has a very flexible work environment, which accommodates her WLB
needs. There are options to take leave without pay, work from home, job share, and work parttime. However, as she explains, these options often depend on “your boss”, because it is neither
written nor “advertised”. She had some “terrific” WLB experiences when she was able to watch
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her son play soccer during lunchtime, because when her boss heard about it, he encouraged her
to go.
My boss said to me, “Go and watch it.”
“Well, I’ll be out for one hour and a half.”
He said, “So what? You work normally longer than what you need to anyway. Go.”

However, she considers flexibility has drawbacks too and that it might affect women’s
opportunities for promotions. She says that the trend is going to the extreme in her company. “I
think there is too much encouragement not to work in the office.” She feels that while flexibility
gives women the convenience of managing their WLB, it could harm their career development.
Flexibility reduces women’s face-to-face interactions with colleagues. She says that if you are not
there, then “people are just going to forget about you” when it comes to promotions and other
opportunities.
She also observes that society is changing in relation to men’s responsibilities and WLB. For
example, men are starting to take paternity leave. Although she is divorced and this does not apply
to her own experience, she sees the value in men being more involved in bringing up children to
help working women achieve their WLB.
To sum up, the story of WM2 is outlined in Table 4.2.
Table 4.2 Overview of WM2’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Professional learning &
development
Keeping busy
Challenges
Area of interest
Extrinsic
Money
Standard of living
Providing for family
Power
Achievement
Prestige
Social
Contribution to society
Socialisation

WLB views
Reiter’s category Example
Absolutist
n/a

WLB influences
Influence level
Country

Exceptionist

n/a

Organisation

Organisation
Manager

Situationist

Flexibility

Family

Children

Subjectivist

n/a

Individual

not mentioned

Example
not mentioned

4.4 Story of WM3
Personal context
WM3 is in her early 40s. She is married and has two primary-school-age children. She originally
came from China and acquired a master’s degree in Australia. Her husband also works full-time.
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She does not have other family members to help her at home, and neither does she have eldercare
responsibilities.
She currently works as a finance manager in an IT company. Her job is project-driven and does
not require her to work in the office. For the majority of the time, she works from home, but she
travels domestically on projects to meet clients or other colleagues. Her work also means that
when there is an urgent project to complete, she needs to work after hours such as at night and on
weekends to meet deadlines. She has been with her current company for more than 12 years, and
she describes it as a very flexible place. Overall, she says she can only achieve WLB sometimes,
and at other times she struggles to maintain a balance.
Work values
WM3 says that in addition to the financial benefits, work makes her a different person. Work
brings money, which helps her provide for her two children. She likes to work because she is not
a person who enjoys housework. She feels work has become part of her life, making her a different
person inside. She says that if she stayed at home and never worked, she would be totally different
from what she is now.
Work also provides a “feeling of achievement” and the opportunity to socialise with people, such
as interactions with colleagues, which to her is a fun part of work. She also talks about work
motivation in specific work situations, and describes what an ideal job looks like for her:
“money”, “flexibility”, “a good company culture” and “the people” to work with. Those are the
main aspects she would consider when judging a job opportunity.
WLB views
For WM3, WLB is first a matter of “how to manage the time between work and life”. She
considers both work and family are two important sides of her life. Balance for her also means
how to manage the stress associated with these two domains. She says, “So, my work–life balance
is how you manage the work and life together and how you manage the stress between them.”
She explains what “imbalance” and “balance” mean in her specific situations. Her work is very
flexible, and she frequently works from home. She can drop off or pick up her children from
school and look after them when they are sick, so this is balance for her. However, when she has
projects on hand, she often needs to work long hours during nights or weekends. She loses the
family connection time during these projects, so this is a type of imbalance for her: “I can’t play
with the kids during the weekend, I can’t plan something else during the weekend, I can’t go out,
you know, or chat with my friends.”
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Her WLB is largely project-driven and falls into repetitive cycles of balance–imbalance–balance,
when she moves from project to project. In terms of the positive experience of her situation, when
a project is submitted, she will have some “down time” and her days return to the “balanced”
state. She can take “a day in lieu”, which is some sort of compensation for the extra time she
worked.
WLB influences
Her husband gives her “strong support” in managing WLB. Her husband has been with his
company for a long time and has some work flexibility. When she travels for her work projects,
her husband takes annual leave or works flexible hours to look after the children. Her husband
does not need to travel for his work, so she can carry on with her work demands. For example,
for a project last year, she had to travel to New Zealand and Perth for three to four weeks. During
that time, her husband managed the family himself. “Otherwise, I can’t cope with this work,” she
says.
She works in a supportive, flexible environment. “No one is monitoring you” or tells you that you
“have to be in the office”, she says. She can work on her own schedule. She did a few other roles
within the company, but this current role is the most flexible one and she never wants to change
again.
This is the most flexible financial role. Not every financial role like this role. Most financial
roles you have to stay in the office, or you can only work from home only one day for Friday,
whatever. But for me it’s not limited.

Her manager is understanding and accommodating of her WLB needs. Her manager always
approves her time in lieu, as he understands the nature of her job. In the past, she ran into some
health issues caused by excessive overwork during an extensive project. She talked to her manager
about pushing back certain projects in order to avoid stretching herself too much. Her manager
understands her situation and supports her work arrangements.
To sum up, the story of WM3 is outlined in Table 4.3.
Table 4.3 Overview of WM3’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Self-discovery
Flexible work arrangement
Suiting my personality
Extrinsic
Money
Providing for family
Power
Achievement
Social
Socialisation
Relationship with manager

WLB views
Reiter’s category Example
Absolutist
Both equally important

WLB influences
Influence level
Country

Exceptionist

n/a

Organisation

Situationist
Subjectivist

Time management
Stress management

Family
Individual
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Example
not mentioned

Organisation
Manager
Husband
not mentioned

4.5 Story of WM4
Personal context
WM4 is aged between 45 and 54. She is married with two children – one adult son who is already
working, and one young daughter in primary school. Her husband is self-employed. She originally
came from China and migrated to Australia with her husband and her son more than 10 years ago.
In China, she was a criminal lawyer for 16 years. During her first four years in Australia, she
stayed at home and did not work. Now she works in the health care sector as a house leader in a
disability group house. She says her work and life are “always unbalanced”.
Work values
Money is only one part of her reason for working. She describes herself as “a social person” who
cannot stand staying at home. She says she would like to work until she is 70 years old or more.
After she moved to Australia with her family, for the first four years, she did not work and she
stayed home. That period was a “horrible” time for her, feeling old and useless: “I wasted myself
and lost myself.” After her daughter was born, she felt her life started again. She had the urge to
“go back to the society” and returned to the workforce, because she was worried about “having a
gap” between her and her daughter that she could not “catch up in the future”.
She likes to work and takes up challenges, which suits her personality. She says she is very lucky
to have come to Australia and wants to “do something for this country” through her work. She
likes to help people, which she did so in her previous role as a lawyer and does now as a disability
care house leader. She is proud of her job, where she looks after people with disabilities and is
part of society.
In her job, she deals with daily challenging behaviours from the house residents. It is motivating
for her to see positive changes in her residents, which encourages her to do better. Her house was
recognised by the health authorities as top-ranked, and her story was covered in the local
newspaper, which for her was “a very good moment”.
WLB views
WLB is never easy, but always hard for her. In most situations, she ends up putting work before
her family. When she first started her career as a criminal lawyer, it was a tough job. It is a
profession in which “you have to put 100% your time, your energy, everything in there. You can’t
look after your family.” She was so focused on her work that she nearly lost her family. Excessive
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work harmed her relationship with her husband, which she called the “seven-year itch”. She
recalls:
I couldn’t look after my family, I couldn’t see my son, back to those days. I did not know
anything about what happened to my son, and how he grew up, nothing, almost nothing. I just
focused on my job.

Now she realises the importance of WLB and has reflected a lot on her past. Her WLB mindset
has changed a great deal. She says, if she could go back and relive her life, she would not have
done 16 years of criminal law work or put 100% of her time into work, harming her family
relationships. She would have chosen something simple and relaxing, “so I can look after my son.
I missed out the whole growing up of him.” She realises she needed to change her mindset and
“fight for work and family balance”.
She thinks WLB is very important for female workers, because they are also mothers and wives.
In addition to work, female workers have a lot of housework and family relationships to manage.
“We have more than men,” she says. Being a team leader, she feels it is “ten times harder” for her
than for other workers, because her job carries more responsibilities.
WLB influences
She feels very lucky that her husband “enjoys the family life” and bears the majority of the family
responsibilities. When she was putting 100% of her time and energy into her work as a lawyer,
her husband brought up her son almost on his own. Despite some tension in their relationship
during the first seven years, she has always had her husband’s support in looking after the family
so that she could pursue her career, both in China and in Australia.
She has had terrible car accidents, both when in her previous job as a lawyer and when in her
current job as the house leader. She blames herself for working excessive hours without proper
sleep, which led to the car accidents. She now feels it is “something stupid” to work like that. She
has learnt hard lessons from these experiences, which nearly killed her.
She feels it is important to have good staff to support her at work and make work enjoyable. The
best thing about her current work is that she has “the best team”. When she first started with the
house, she selected her own staff and focused on building good relationships with them. Now she
has nine staff in her house who trust each other and work well together. She is very happy with
her team, and when they have team meetings, she feels like they are having a party. Her team
relationships exert a positive influence on her WLB.
To sum up, the story of WM4 is outlined in Table 4.4.
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Table 4.4 Overview of WM4’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Challenges
Suiting my personality
Extrinsic
Money
Power
Recognition
Social
Socialisation
Contribution to society

WLB views
Reiter’s category Example
Absolutist
n/a

WLB influences
Influence level
Country

Example
not mentioned

Exceptionist
Situationist
Subjectivist

Organisation
Family
Individual

Others at work
Husband
Myself

Work comes first
n/a
n/a

4.6 Story of WM5
Personal context
WM5 is aged between 45 and 54. She has two children, a son in university and a daughter in high
school. She grew up on a farm in Poland and migrated from Poland to Australia with her husband
more than 20 years ago. Her husband is a practical person and shares the housework with her.
She works as a director at a childcare centre run by a local council. She has an undergraduate
degree from Poland, and she is undertaking some further studies in management. She considers
herself successful in managing her WLB.
Work values
Work gives WM5 “satisfaction”. Through her work, she is “able to provide for [her] family” and
become a good role model for her children. She needed to work to create a new life for herself as
a new migrant, when she needed to start from scratch, “from a couple of suitcases”. She says her
children see her working hard and studying at the same time, which she hopes will “encourage
them as well to do the same”. She recalls that when she was growing up, her mother was the
driving force behind the family. Her mother never worked professionally, but “she worked a lot”.
She feels that her mother’s behaviour had a positive impact on her, and she wants to do the same
for her children.
She feels strongly that work is something we need to do: “It’s kind of a drive that you really need
to do something with your life.” She plans to keep working as long as she can. “It’s so important
for women to work,” she says. She attributes her drive and motivation to work to her personality.
Work also gives her inspiration in life to see what she can achieve through a process of selfdiscovery and what value she can bring to the community.
She has a drive to “better” herself through her work. At work, she is constantly learning new
things. She is motivated to read and learn things related to her work and is studying for a
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management degree. Her study will help her become a better manager by giving her “professional
knowledge and skills”.
WLB views
She considers herself family-orientated when it comes to her expectations of WLB. She said that
when she finishes her workday, “I really want to go home and do some other things and have
some time on the weekends as well.” At one stage, she and her husband considered opening their
own childcare centre, because she has the knowledge to run one. However, she also sees the
negatives associated with running her own business: “Linked to that work–life balance, that once
you got your own business, you live it 24 hours a day.” She was afraid that she would be unable
to switch off, and work would become a constant thing in her life. Therefore, she dismissed the
idea.
She thinks she is successful with her WLB because she sees the results in her children. Her
children are happy with the way they grew up, and they are “rounded kids” in that they are quite
balanced. Her children are motivated and doing well, and “that’s satisfaction to me,” she says.
WLB influences
Her husband provides great support for her WLB. She describes him as being “domesticated” in
that he is hands-on and helps around the house. Her husband came from a single-parent family,
and he was encouraged by his mother to help with housework. He goes out to work during the
day, and when he comes home, he does the housework. “So, we are sharing the load as well,” she
says.
WLB can be quite difficult for her sometimes, especially when she works five days a week and
studies at the same time. She only has weekends to work on her assignments and papers, which
is quite demanding and challenging. However, everyone in the family is proud of her and supports
her so that she can do well in her job and complete her studies. For example, her adult son often
helps her with her study by fixing computer problems.
As an early childhood worker, she strongly advocates that during the first couple of years in
children’s lives it is crucial that someone is available full-time to look after them. She was lucky
that for both her children she received unemployment benefits from the Australian government,
so she did not have to work when her children were born, which worked out perfectly for her.
Her workplace accommodates her WLB needs and provides flexibility in work arrangements. She
can swap shifts with her team members when needed. She is also entitled to “variable leave”,
which means that every three weeks she can accumulate one day of variable leave. Her workplace
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is supporting her study as well. When her assignments are due, she can ask the council for extra
time off work to complete her study tasks.
To sum up, the story of WM5 is outlined in Table 4.5.
Table 4.5 Overview of WM5’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Satisfaction
Role model for children
Suiting my personality
Self-discovery
Professional learning &
development
Extrinsic
Providing for family
Standard of living
Power
n/a

WLB views
Reiter’s category Example
Absolutist
n/a

WLB influences
Influence level
Country

Example
Australia

Exceptionist

Family-oriented

Organisation

Organisation

Situationist

n/a

Family

Social

Subjectivist

n/a

Individual

Husband
Children
not mentioned

Contribution to society

4.7 Story of WM6
Personal context
WM6 is in her early 40s. Originally born and educated in India, she migrated with her family to
Australia from Dubai about six years ago. She is married, and her husband also works full-time.
She has a teenage boy, who is in high school. She does not have eldercare responsibilities here in
Australia.
She works in the banking industry at a senior level. She commutes to work by train every day, a
short trip of 20 minutes each way. She has worked in several countries, and in her current job, she
interacts with people from other countries. During her interview, she shared her observations of
WLB differences between countries. She considers herself successful in managing her WLB.
Work values
For WM6, money gives her “a lot of independence” materially. Work develops her personality,
and she feels happier working than being a stay-at-home mum. Work keeps her busy and
occupied. Work also provides her with opportunities to socialise and interact with people. In her
current job, she works with people from various countries on a global basis, which is motivating
for her. She prefers to work with people from a variety of areas or teams rather than working
alone.
So, I like interacting with different people from different countries, bringing ideas together,
working together – that really keeps me motivated. I don’t think I’ll be happy being alone.
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Work allows her to learn new things, and she is progressing into a highly specialised position at
work. She feels she is doing something productive and providing value to the organisation. She
was recognised for one of the global projects she worked on, which gave her a sense of pride.
Being recognised as one of the exceptional deals, that gives you a sense of, you know, a sense
of feeling – you feel that pride, you feel that you have worked on something which gave you
recognition.

WLB views
Both work and life are equally important to her. Balance for her means “giving equal time to both
and not giving priority one over the other”. For her, only occasionally should one domain get
slightly more time than the other, temporarily and based on prioritisation. The overall goal is to
“keep both in balance” and to see “both grow”, which gives her “contentment”, knowing that
things are working well.
She prefers to separate work and life by compartmentalising her day. This means she devotes 9am
to 5pm or 6pm to work, and once that is over, it is her family time. She also emphasises her full
involvement in each (work and life) during the designated time period. She says that when she is
at work, she is “fully dedicated to work”, and when she comes home, she would “look at being
part of the family, looking after the kid, and the husband, and the home.”
In her view, WLB should not be looked upon “totally in its own right”, because WLB relates to
many other things. The more balance people have, the healthier they are, and so the sense of
“peacefulness and happiness” has positive roll-on effects on other aspects of society. Positive
WLB means less medical illness and less stress among the general public, which eventually leads
to more happiness for the country.
I think that’s what the government is also looking at that in Australia. There is more emphasis
on, you know, having more parks, you know, having families go for picnic outside, more
outdoor activities. It’s more because you have less other issues of being lonely or depressed
or having more ill health. So, I think it has lot of other roll-on effects. If you have a good
work–life balance, it brings a lot of happiness within the country.

For her, the outdoor emphasis and natural geography of Australia are unique. This natural
environment of Australia is one of the main reasons that her family migrated here. “I think for
Australia we are really blessed to have a large land with less population so that gives room for
opportunity,” she says. Australia provides her son with an environment that supports his overall
well-rounded development. Looking back at the move to Australia, she says, “I think that was
one of the best decisions we did.”
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WLB influences
From a country perspective, WM6 sees a strong culture of positive WLB in Australia and claims
she has better WLB here because “face time with your kids is more in Australia.” She observes
her colleagues in Singapore and Hong Kong work very long hours, and they tend to have parents
or nannies to support them, too. Sometimes her colleagues will call her at night and expect her to
be working. She feels “as Australians, we can really stand up” to defend WLB and say no.
I think the work–life balance culture is more strong and balance is more strong in Australia,
because I think the understanding is there across every level of organisation. Whether you
are the CEO of the bank, or whether you are the line manager, it’s very clear everyone needs
to go home and do their part.

Her organisation understands and supports WLB. There are no official WLB policies in her
organisation, but they are “unofficially there”. That strong culture of WLB comes through from
the top executives in the organisation all the way down to every level. People in her organisation
can talk openly about WLB and having family time. Even though she has been given a mobile
phone for work, no one expects her to pick up calls or answer emails after hours. Her organisation
values people and looks after the staff’s WLB needs on a case-by-case basis. She once had brain
surgery, and she was supported by the organisation through the whole recovery process, with time
off and flexible hours whenever needed.
She also acknowledges that, most importantly, her partner gives her a lot of support. Regarding
their migration to Australia, she and her partner made the decision together and supported each
other through the challenges of landing in a new country. Her husband’s involvement in
housework makes it much easier for her when she comes home from work. She says, “It’s not
that the housework entirely falls on me, so we equally share the work.” During her recuperation
from brain surgery, her husband took weeks off work to look after her.
To sum up, the story of WM6 is outlined in Table 4.6.
Table 4.6 Overview of WM6’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Professional learning &
development
Suiting my personality
Keeping busy
Extrinsic
Money
Power
Recognition

WLB views
Reiter’s category Example
Absolutist
Both equally important
Work–life separation

WLB influences
Influence level
Country

Exceptionist
Situationist

n/a
Prioritisation

Organisation
Family

Social

Subjectivist

n/a

Individual

Socialisation
Contribution to society
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Example
Australia

Organisation
Husband
Parents
not mentioned

4.8 Story of WM7
Personal context
WM7 is aged between 25 and 34 and is an immigrant from India. She is single and indicated no
intention of marriage. She currently lives with her sister in an apartment, and they share the
housework.
She has a master’s degree from an Indian university and currently works in technical engineering
for an IT company. She has more than 17 years of work experience, acquired in both India and
Australia. She says WLB is relatively easy for her because she is single. She considers herself
successful in managing her WLB to date.
Work values
Work is required for her livelihood, so “money is certainly important”, but work also provides
opportunities for her to meet people and learn from others. Having worked in India for a while,
she feels her current job allows her to view “varied experience and overseas experience” from
different perspectives.
I get to enhance my understanding of my functionalities, various functionalities and
applications that I use in the banking sector, the treasury department, so that’s why it’s quite
important for me. It’s very varied experience and overseas experience – I get to know what it
is from the Australian perspective.

Work is a way for her to learn something new every day, which she says is necessary to keep up
in her field. She puts in a continuous effort to upgrade her functional and technical knowledge.
When she is on the train commuting for work, or when she is in a waiting room or over the
weekends, she reads and listens to videos and programs related to her field of work. “So, I’m
constantly upgrading and learning,” she says.
She is motivated by her current supportive work environment, which is “very interesting” and
“very positive”. She is surrounded by great people – colleagues and clients who are happy to “help
you out and guide you on work”. She values the positive work relationships she has and
endeavours to maintain them. Her work relationships are so “wonderful” that she would not trade
them for more money. She feels privileged that her work environment is a place that she looks
forward to going to every day.
I don’t think I’ll look for outside employment or anything because I’m well taken care of by
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my company as well as by the client. … So, I wouldn’t want to leave it for anything even if it’s
for a bigger position or better money. I don’t think I would want to go for that.

WLB views
In terms of WLB, she likes to contain her work to the workplace and to the eight or nine hours
per day. After that, she prefers to have her own time to spend with loved ones and to learn about
her field. She says, “Eight to nine hours should be fine, and that’s one third of your workday.”
It is relatively easy for her to manage WLB because she is single and does not need to share her
time with others. In addition, she lives with her sister, and they share the household
responsibilities. She anticipates that when she moves out in the future, she will face more WLB
challenges.
Overall, her WLB situation is relatively simple compared with other research participants. She
says she is not interested in getting married or having a family. Her health is her only big concern,
and she goes to a gym twice a week to work out. She is taking steps to control her weight so that
it will not affect her ability to work.
WLB influences
For WM7, her subordinates affect her WLB experiences, both positively and negatively. While
working in India, she experienced a very stressful period, where she had to work extremely long
hours for up to 18 months. During that time, she worked from morning to 10pm or 11pm and
throughout the weekends. Her subordinates worked almost as hard as she did and supported her
through that time. In the end, she was well rewarded monetarily by the company for her hard
work; however, she says she could not have done it without her supportive subordinates.
Luckily even my subordinates had to work almost that much of time. And there were some
frictions here and there, but there were a few very good subordinates and they supported me
a lot.

She also experienced some negative times caused by a “bad-mouthing” subordinate when she
transferred to another team in the Indian organisation. The subordinate “made my life miserable
and ruined my good reputation”. The subordinate often questioned her feedback and spread
negative comments about her competence. She felt embarrassed and lost her self-confidence
during that stressful experience, and it was a dark period in her career. Eventually she wanted to
“go out of that place” and applied for permanent residence in Australia.
Although not applicable to her own personal experiences, she believes that, in general, men should
share more of the home responsibilities to help improve women’s WLB. In her view, in India,
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there is more WLB support for women because many people can pay for a servant or maid to do
the housework.
To sum up, the story of WM7 is outlined in Table 4.7.
Table 4.7 Overview of WM7’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Professional learning &
development
Extrinsic
Money
Standard of living
Power
n/a
Social
Socialisation
Relationships with others at work

WLB views
Reiter’s category Example
Absolutist
Work–life separation

WLB influences
Influence level
Country

Example
not mentioned

Exceptionist

n/a

Organisation

Others at work

Situationist
Subjectivist

n/a
n/a

Family
Individual

not mentioned
not mentioned

4.9 Story of WM8
Personal context
WM8 is aged between 25 and 34. She is originally from India and has been in Australia for six
years. She is single.
She works as a marketing manager in the IT industry. She often needs to work after hours in order
to communicate with her international colleagues in different time zones. Given her experience
of job loss in the past, she is more concerned with job security than with WLB. She considers
herself successful in managing her WLB and does not think it is possible to separate work and
life nowadays.
Work values
Living on her own in Australia, she considers work essential to “provide a roof over your head”,
although for her, money is not the most important reason to work. She is not the sort of person
who could “stay home doing nothing”. Work interests her because it is a process of “selfdiscovery”: through work, she discovers more about herself. She likes to challenge herself to see
what she can do and what she can achieve.
For her, “the joy of working” lies in the opportunities to try a variety of roles and do new things.
To perform better at her current role, she does a lot of reading and research in her spare time. She
never feels bored at work because she is constantly learning.
My job does not allow me to be bored at any point of time. There is something new that comes
up at any single time. I realised that I candidated myself to many different roles and wear
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multiple hats and that’s the joy of working for me.

In terms of work motivation, she says a good work environment means no micromanagement.
She desires work autonomy and trust from management to make her own decisions, where she is
given “space to do my work”. She says, “Career is important, but I think independence is a bit
more [important] for me.”
The biggest concern she has about work is “job security”. In the past, she went through a
redundancy lay-off; she lost both her job and her working visa sponsor at the same time. That was
a stressful period for her, although she was lucky enough to sign up to her present job just three
days before her visa expired. However, at her current organisation, there have been two to three
rounds of restructuring within the past 18 months, which leaves her feeling insecure.
Security is a problem. It’s always been a problem. It’s because of the way they make decisions,
you know. I admit, you know, as soon as they don’t want you, they can just decide, “No, we
don’t want you.”

She is planning and preparing to have her own business in the future: “going solo”, as she puts it.
She has a few hobbies that she is working on developing into a business. She is taking
photography classes, reading about photography and practising it in her spare time, and she plans
to focus on photography and travel to make a living. This way, she says, she will not be
“depending on anybody to throw you out of job”.
WLB views
She acknowledges that stress “is associated with any job you do” and that WLB often means how
to manage that stress. She has been through some very stressful periods in her life because of
work. Meanwhile, being single, she tends to prioritise “work above everything else”. She says she
can literally work for 24 hours a day because she does not have family responsibilities, nor does
she need to share her time with other people. Although she gives a lot of time to work, she does
not feel guilty about it because she does not have a family. The more involved she is with work,
the more ambitious she becomes.
I sometimes do end up prioritising my work above other things and I do realise that the more
you get into work, and the more ambitious you are to get higher up in the hierarchy, it’s work
takes the first seat.

In her opinion, we are living in an age where work and personal life are impossible to separate
because of modern technology. For her, these two areas overlap with each other. WLB is “more
about prioritising it, depending on the situation and time”.
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You can’t actually say nine to five is my work time anymore: we are in that age where, you
know, even if you don’t want to look at your email, it comes onto your smart phone. You can’t
avoid it. That’s the thing.

WLB influences
Her WLB experience was concentrated on the work domain. She believes that to have nice,
supportive people at work is more important than money. She would rather work in a job with
less pay but with good colleagues. She says, during the eight-hour workday, there is one hour for
a lunch break or tea or coffee. That one-hour interaction with colleagues could change “your
whole mood perspective and emotions”. Therefore, it is important for her to work with people
with whom she wants to share good experiences.
Other than relationships with general colleagues, she points out that “your relationship with your
own manager and the people who [are] reporting to you” are of greater influence because “those
are the people you interact with most”, based on her day-to-day WLB experience. She adds, “If
those people are not right, that’s when things get a bit murky.” For example, she had some
unpleasant experiences of micromanagement by a previous manager. Fearing for her working visa
sponsorship, she chose not to speak up to address her concerns and instead endured a miserable
period. She stresses the influence of a good work environment and a good group of people on her
WLB experiences.
All I’m saying is, I’ll stick to the fact that it’s important to have a good work environment to
make you feel like getting up at six every morning, getting ready and going to work, and
working with somebody or, you know, a group of people for the next ten hours of your day,
rather than feeling miserable about it.

She went through a redundancy and lost her job, which was a frightening experience for her. “It
is hard when you face certain situations and certain things in life,” she says. However, she
persevered and eventually landed in her current job just days before her visa expired.
I’m a person not believing in taking stress. … I don’t think stress is going to change anything
for you. You have to work towards changing things for you.… Sometimes when you don’t give
up on things, things work out.

To sum up, the story of WM8 is outlined in Table 4.8.
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Table 4.8 Overview of WM8’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Suiting my personality
Self-discovery
Challenges
Professional learning &
development
Autonomy
Satisfaction
Extrinsic
Standard of living
Organisational culture
Job security
Power
n/a
Social
Relationships with others at work
Relationship with manager

WLB views
Reiter’s category Example
Absolutist
n/a

WLB influences
Influence level
Country

Exceptionist

Work comes first

Organisation

Situationist
Subjectivist

Prioritisation
Stress management

Family
Individual

Example
not mentioned

Organisation
Manager
Others at work
not mentioned
Myself

4.10 Story of WM9
Personal context
WM9 is aged between 25 and 34 and is originally from India. At the time of interview, she was
recently married. She has no children.
She acquired her doctorate degree in Australia and has been working in the education industry
ever since. Her workplace is very far from her home, and she commutes a long distance each day
for work. She describes having a stressful work environment, and she often needs to work extra
hours for projects and events. She is not happy with her current WLB situation and thinks she is
not managing it well.
Work values
Work provides her with the means for making a living, and she likes to share the financial
responsibilities with her husband. She works in a highly specialised area, and she feels her work
is “useful to the community” and has a positive impact on the Australian economy. She likes her
work, which is meaningful and relates to something she feels strongly about. Work also keeps her
mind busy.
Her work motivation depends on how supportive her manager is. Currently, she does not feel
comfortable at work because of a lack of recognition from her manager. She feels her manager
has extremely high expectations, and she is trying to understand and communicate better with her
manager. Her manager’s opinion affects her a lot, and she believes that “your supervisor can make
or break your career.” She is now feeling demotivated at work because she is having some
difficulties in working well with her manager. She plans to look for another job if an opportunity
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arises or if she wants to have children in the future, but she is worried that her manager might
give her a poor reference.
WLB views
The nature of her work does not allow her to turn off at 5pm when her workday finishes, and she
often needs to stay back to work extra hours. For her WLB, she prefers to limit work to the office
and not bring work home. WLB for her means to be able to separate work and life and to keep
work to certain hours. When she gets home, she likes to focus on spending quality time with her
family.
I should be able to have work limited to a certain number of hours and be able to spend some
good quality time with my family, especially with my husband and we are establishing very
new relationship right now.

She emphasises forging new relationships with family and friends after her marriage. Her family
is now extended to include her husband and her husband’s family. She is trying to establish
relationships with them all, and with her husband’s friends. To establish extended relationships,
it is important for her to spend a decent amount of time with her husband’s family and friends,
especially when she is not physically with them, and she relies on digital communications to stay
in touch with them. She says, “Family comes first, then work, for me. So, in situations where I
need to look after my family, I do not think twice.”
However, her current work situation makes it difficult for her to spend enough time to build these
relationships. She feels stressed: her work requires her to spend long hours in a laboratory
supervising experiments, and she also leads other projects with tight deadlines. She often has to
work until 8pm or 8:30pm and then travel a long way to get back home, and she then needs to
prepare and eat dinner. “All of this would take time and I think I don’t have a good balance,” she
says.
WLB influences
There is a personality clash between her and her manager, which creates stress for her in relation
to her WLB. She feels her manager expects her to “work 24 hours a day”. It is also hard for her
to ask for time off because for her manager “time lost is work lost”. She says, “I know that some
personality clashes happen. I’m not very comfortable with that place.” She plans to look for
another job when she wants to have children.
Her excessive work hours have impacted on her family time. Luckily, her husband has been “very
supportive” of her and recognises that she is having a hard time at work. Her husband helps her
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recognise her WLB issues and encourages her to give more time to herself and family. “So, he
has been very understanding of my situation, trying to help me manage the situation,” she says.
To sum up, the story of WM9 is outlined in Table 4.9.
Table 4.9 Overview of WM9’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Area of interest
Keeping busy
Extrinsic
Money
Standard of living
Power
Recognition
Social
Contribution to society
Relationship with manager

WLB views
Reiter’s category Example
Absolutist
Work–life separation

WLB influences
Influence level
Country

Example
not mentioned

Exceptionist

Family-oriented

Organisation

Manager

Situationist
Subjectivist

n/a
n/a

Family
Individual

Husband
not mentioned

4.11 Story of WM10
Personal context
WM10 is aged between 35 and 44, with a Sri Lankan ethnic background. She is married and has
one child, who is in his early teens and attends high school. Her mother is in a nursing home, so
she does not need to provide eldercare on a daily basis.
She works in the energy industry, and she has been with her organisation for nearly 21 years. She
started as an apprentice and worked her way up to a managerial level over many years – a common
career path for many managers in her organisation. She considers herself successful in managing
her WLB.
Work values
She never considers being a stay-at-home mum, because it would not suit personality: “I just
couldn’t stay at home.” She is a highly active person, and work helps to keep her busy. She likes
the social interaction that work brings; it meets her need to interact with people. She likes the
work she does and feels that work helps to balance her life. For her, money is also an important
reason to work. Even now, when she is financially stable, she still appreciates receiving an income
from work to improve her standard of living, such as by upgrading to a bigger house.
Her main work motivation is job satisfaction, which is closely related to working with “a very
good group”, especially “a good, flexible manager”. “It’s peace of mind working with someone
flexible,” she says. She learns a lot of professional knowledge from her manager at work, and says
that a good manager can “teach you along the way”.
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Working with a good manager for me is something that you can learn from them, that he
teaches a few steps-off, doing the job correctly. That’s where I had the nurturing.

“Flexibility” is a key factor in her consideration of job roles. A couple of years ago, she had an
opportunity to apply for another internal job, but she declined because she was worried that a
different manager might not offer the same flexibility as her current manager. “I wouldn’t have
that – you know – job satisfaction,” she says.
WLB views
To her, WLB means having the flexibility to adjust work when there is a family emergency.
Meanwhile, the social interaction she gets from work gives her “the balance” too, which is a
balance inside the work itself.
She is content with her WLB because she works for a flexible company and a flexible manager,
and she has a great work team.
I’m very lucky. I can never complain … 20 years of my life, my working life … I had a very
good boss and I had a very good work environment.

WLB influences
She attributes her WLB success to her organisation and, in particular, her manager. She says, “I’m
very, very happy because I work for a very flexible company and I also work for a very flexible
manager.” She is also surrounded by a group of people who are “very good and understanding”.
She believes that a good manager attracts good employees, and together they form a supportive
team environment. “It’s very important you have very good employees who work with you,” she
says.
At work, her manager’s direct support has been crucial in helping her out on many occasions,
either when she had family emergencies to attend or when she had tight work deadlines to meet.
My boss was quite accommodating, and he did quite a lot of help for me. He finished off a lot
of my job that if I couldn’t make it to the end. Because he is single and always likes working
long hours. So, there you go, you need a very good manager. So, I was very lucky.

At home, she has her husband’s support to manage the household. Her husband is a hands-on dad
and organises things in the house. She says, “You have to have a very good partner. Otherwise,
you can’t… You can’t handle everything. It will become too stressful.” More importantly, her
husband works for a company with flexible work policies and works from home when needed.
She worked part-time when her son was small, but gradually built up her hours to full time again.
Now, as her son is growing older and becoming more independent, he needs less care, which
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greatly helps her WLB, too. She feels she does not have many family demands, because her son
essentially looks after himself.
To sum up, the story of WM10 is outlined in Table 4.10.
Table 4.10 Overview of WM10’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Suiting my personality
Keeping busy
Satisfaction
Professional learning &
development
Flexible work arrangement
Extrinsic
Money
Standard of living

WLB views
Reiter’s category Example
Absolutist
n/a

WLB influences
Influence level
Country

Exceptionist

n/a

Organisation

Power

n/a

Situationist

Flexibility

Family

Social

Socialisation
Relationship with manager
Relationships with others at work

Subjectivist

Internal balance

Individual

Example
not mentioned

Organisation
Manager
Others at work
Husband
Children
not mentioned

4.12 Story of WM11
Personal context
WM11 is a locally born Australian in her late 40s who is married with a family and lives in
Wollongong. She is the only participant recruited from outside the Sydney metropolitan area. She
has two sons, aged 17 and 20; the older son is at university.
She is the main breadwinner for the family. She has a master’s degree in human resource
management and currently works in an aged care organisation in Wollongong, where she is in
charge of staff learning and development. She has more than 27 years of work experience, and
she has been with her current organisation for five years. She claims she always has poor WLB.
Work values
Work to her is “essential” and “very, very important” because she is the main breadwinner for the
family. Her work provides the income required to meet the living needs of the whole family.
Beyond these basic needs, work provides for her “desired lifestyle” and, more importantly,
“provides for your children”.
In her current role, she works at a highly stressful level, doing as many as 60 to 70 hours per
week, including evenings and weekends. This workload is driven by the culture of her
organisation. The organisation has very high expectations regarding how much work is to be done,
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but does not match this expectation with resources, which has created high workload that
“couldn’t always be done during office hours”. She admits that she is used to such work intensity
and seems to accept that “it is just normal”.
Two aspects motivate her at work: income security and cultural fit. At her current job, she feels
that the right organisational culture fit is missing. However, it is not easy for her to look for other
job options because that would normally require a lengthy commute to a metropolitan city, such
as Sydney. She stays with her current organisation because the salary is decent and the job is
secure. She comments, “Because it’s in a regional town and they pay very well. So, it’s called
velvet handcuffs, huh.”
WLB views
Both work and family are important to her, and she does not want to lose focus on either of them.
WLB means that she should not feel negative about performing either of her roles – at work or at
home.
I think for me I interpret that I’m in a state where I don’t resent the time that I’m spending in
my paid employment, and that I, in my non-paid employment time, I don’t feel guilty about
not working.

When her children were younger, she worked part-time. Then she resumed full-time work when
they went to primary school. Because of her heavy workload and long hours, she has made
sacrifices on the family side. She was never an active school parent and missed attending her
children’s school activities. Therefore, her WLB expectation is that she should not feel bad about
putting time and effort in for both her work and her family.
WLB influences
Her WLB situation is the result of her organisational culture, which is a culture of stress and panic.
“By and large, the culture of the organisation is not supportive,” she says. Long working hours
are common in the organisation and many staff become burnt out. The culture does not encourage
staff to take leave and ignores staff members’ family emergencies. Once she had a family funeral
to attend in another state, but she was not allowed to take sufficient time off. She had to return to
work on the same day to deliver a presentation to the board in the evening.
My grandmother’s funeral was in Queensland, on the Sunshine Coast. And I could only afford
the time to fly there on the day, attend the funeral service and then I had to fly back. I couldn’t
spend any time with my family, I wouldn’t go to lunch with them or anything because I had to
present at the board meeting that evening, and there was no consideration for that event.
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She says the organisational culture is influenced by the chief executive, who is her direct manager.
The chief executive has created “a culture of fear” in the organisation. Even when she is permitted
to occasionally work from home, she works more hours than in the office. She is always at work
because requests and emails from the chief executive keep flooding in. “It doesn’t matter where
you are,” she says.
Her family’s support allows her to continue with her work. Her husband and children understand
her work situation and accept her excessive work as “the norm”. Her husband helps carry out
family responsibilities at home. Her children “just always understand”, and as they grow older,
they are taking responsibility for more duties around the house on a day-to-day basis.
In her view, technological intrusions have a lot to blame for her fast-paced work. In the past,
“when you left work at the end of day, you left it, essentially.” However, nowadays, technology
makes it impossible to leave work behind at the workplace, and people are contactable for work
at all times. She considers that this is a real problem in the current workplace, and that technology
has created a sense of stress or panic about business results and viability. She comments that,
particularly in the last 10 years, many industries have been in a race in which nobody “knows
where the finish line is”, and “we are working at faster and faster rates.”
She feels she does not proactively manage her WLB well, which has affected her health. She
becomes unwell quite often, has recurrent bouts of flu and has been prescribed antidepressant
medication at times over the past five years. Therefore, she plans to gain more self-control and
self-confidence, including addressing her WLB issues with her manager and advocating on her
own behalf. She also wishes to put strict boundaries around work hours and stress levels.
To sum up, the story of WM11 is outlined in Table 4.11.
Table 4.11 Overview of WM11’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
n/a
Extrinsic
Money
Standard of living
Providing for family
Organisational culture
Job security
Power
Prestige

WLB views
Reiter’s category Example
Absolutist
Both equally important
Exceptionist
n/a

WLB influences
Influence level
Country
Organisation

Situationist

n/a

Family

Social

Subjectivist

n/a

Individual

n/a
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Example
not mentioned
Organisation
Manager

Husband
Children
Myself

4.13 Story of WM12
Personal context
WM12 is in her late 30s with two young children: one in primary school and one in childcare.
She and her husband originally came from China and acquired their master’s degrees in Australia.
Her parents and parents-in-law take turns to come to Australia to help look after her family.
She has been working for the same banking group for more than 11 years, but during that time,
she has transferred internally to diverse jobs among the various business units. Her WLB
experience has differed between business units, even within the same organisation. She went
through some difficult periods at work recently but has also had relaxing times with lots of
flexibility in the past. She is now actively working on her WLB. She says that overall she is
successful in managing her WLB.
Work values
Work for her is a way to leverage her strength and utilise her skills to benefit others. She claims
she is “not really good at home” with cooking or chores. She likes going out to work because
work provides her with a social network where she can meet other people and socialise with them.
Work also brings “financial benefits”, so she can contribute to her family financially.
Work makes her “feel fulfilled”. Being recognised at work gives her a feeling of “job satisfaction”.
In fact, she left her previous business unit because of a lack of job satisfaction; her work in that
unit was particularly easy and relaxing, but this made her feel she was not important. In her current
business unit, she has to work extremely hard because her team has lost two people. She has
received recognition in various forms for her efforts: her name has been brought up at meetings,
she has had the opportunity to present to executives on behalf of her team, she has received a
“superior contribution” rating for her performance, and she is rewarded with gift vouchers and
appreciative emails from her manager. She feels she is building her profile within the organisation.
“I was really motivated,” she says.
WLB views
For her, the meaning of WLB evolves along with her work and family situations. Essentially,
WLB means “having a really good balance between the needs from my family and also career
development.” WLB started to become important to her after she had her first child. “Having
flexible working arrangement is the key,” she says, because she does not want to miss out on the
growth milestones of her children, but “be part of my kids’ life”. Now she puts more focus on her
family and experiences more satisfaction from the time she spends with family than from the time
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she spends at work.
In her previous business unit, she managed her WLB well, because her previous role was quite
relaxing and she had a lot of flexibility. She says, “I never thought about work–life balance as a
very attractive factor to me at work, because I didn’t even know at other places that’s not a given
thing.” Then she moved to her current business unit, which is “much tougher and faster paced”.
For a period of seven months, she had to work extremely hard to keep up with the workload, and
there was “definitely no work–life balance during that time”. It got to a point where her time at
work affected her family relationships, which prompted her to refocus on her family. She is no
longer willing to sacrifice family for work.
As soon as my mindset change – it’s not like that I have to do everything. Yes, so if there is
an issue in terms of under-resourcing or capacity, I need to address it. It’s not something that
I should, you know, just to sacrifice myself, especially my family, just to fill the gap.

From her experience, she realises that “work–life balance is not a given thing” for employees, but
it is something everyone “needs to consciously work on”. WLB gets down to evaluating what
people want and setting priorities: either work or family. She suggests identifying the issues that
are stopping people from achieving WLB and consciously working on them. She claims that WLB
definitely “can be managed” and that employees themselves can “make a difference” by acting
proactively.
WLB influences
Even within the same organisation, business units differed in their influence on her WLB. She
had “perfect” WLB during the four years in her previous business unit. Her workload was light,
and the whole work environment was slow-paced. She worked from home one day each week:
“To be honest, I can say I manage five days of work within four days.” In fact, she had to constantly
ask her manager to give her more work. “From a work–life balance perspective,” she says, “it
was really, really good.”
In her previous business unit, a few of her managers were supportive of WLB. She did not need
to use any of her annual leave when attending medical checks during her two pregnancies. Her
manager proactively recommended she work from home one day a week, “so it’s all
manageable”. Several of her managers even created extra leave for their team, such as “movinghouse day” or “domestic emergency day off”, to accommodate team members’ WLB needs.
However, in her current business unit, it is an especially fast-paced and busy environment. Two
team members resigned because they could no longer cope with the demanding roles. Therefore,
she was left to manage “three very demanding roles” by herself and had a “really difficult time”.
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She says it was largely her own fault because she felt that she alone had to fill the gap, and she
put in a lot of extra hours, including over weekends.
Everyone was on the same page. But I have just taken it to an extreme level, because you
know two other people left in our team, and I happen to be in a very small team, which is only
a team of three, so two people down, that means, you know, 66% resources down.

Eventually, she had to address her WLB issues with her manager. It transpired that her manager
did not know she was struggling. Her manager recruited a new person to support her and gave her
time off to compensate for her extra hours. Her situation instantly improved after her manager’s
intervention.
On a few occasions, when I need to lodge annual leave, she did even mention, “Oh, don’t take
annual leaves. Just take leave with pay.” Or, if I constantly stay back, she would say, “Just
take one day off. Then you know you don’t need to lodge annual leave.”

It is also important for her to have the understanding of her family regarding her work situation,
especially her husband. During the recent difficult times, her relationship with her family was
affected, which in turn influenced her “overall happiness”. Her husband was upset by her situation
and urged her to quit her job several times. She took that as a warning sign that she needed to
work on her WLB, because she knew her husband was genuinely concerned about her health.
My husband does not understand it at all. He is upset, yeah, because he has certain things to
deliver, like every day after 9pm, he has to be in the gym, so this is not negotiable. So, if he
feels like, for me to be late, will affect him to achieve his personal goal, he’ll be really pissed.

Now she no longer works extra hours, and her family is happy again. Her husband even worries
when she stops working late or taking work home. Sometimes he will check on her: “Are you
alright?” or “Are you sure you’ll be fine, or you just drop the ball?” She knows her husband still
genuinely wants her to work. “Surprisingly, there was no consequences. This definitely means
work–life balance can be managed,” she concludes.
To sum up, the story of WM12 is outlined in Table 4.12.
Table 4.12 Overview of WM12’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Satisfaction
Extrinsic
Money
Providing for family
Power
Recognition

WLB views
Reiter’s category Example
Absolutist
Both equally important
Exceptionist
n/a

WLB influences
Influence level
Country
Organisation

Situationist

Family

Social

Subjectivist

Contribution to society
Socialisation
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Flexibility
Prioritisation
Family-oriented

Individual

Example
not mentioned
Organisation
Manager
Husband
Parents
Myself

4.14 Story of WM13
Personal context
WM13 is aged between 35 and 44 and has two young children under the age of 10. She and her
husband are both from China and came to Australia as skilled immigrants. She has her parents
living with her to help look after her family.
She is a finance manager in an employment service company, which she has been with for more
than 11 years. Her job nature means she has peak busy seasons, such as the end of the financial
year or the end of the month when she is especially busy for a couple of days. She works in the
city, which is a long distance from her home, and she spends up to three hours each day
commuting. Despite the travel time, she is happy with her current company. She says she is
successful in managing her WLB.
Work values
She enjoys working. She says that her personality determines that she cannot endure being a stayat-home mum. Work is important for her to build her “social network”, and to enable her to know
“someone outside of the family”. She says that through work, she can realise both her self-value
and what she can achieve. Work provides the opportunity for her to discover her worth, such as
handling issues at work, leading a team and contributing to a company’s growth.
Work brings money so she can help to provide for her family. Meanwhile, she is pleased to set an
example for her children to become “someone like my mum”. She says her children are proud of
her, which is rewarding to her. She says, “You know, you work hard, and your kids really see it
and set you as a model. I think that’s something I really think everything is worthwhile.”
At work, she is satisfied that her work and performance are recognised. Since she came to this
company about nine years ago, she has doubled her salary, stepped up to a management position
and developed her professional knowledge, which she finds motivating and satisfying. “My career
has really progressed a lot, and myself has stepped up.”
WLB views
Together, work and home life make her feel complete. To her, they are two different sides of a
woman: “Without work, you are not complete; and without family, you are not complete.”
However, she believes it is unrealistic to be perfect in both areas, and to achieve a balance requires
making sacrifices “not only at work, but also in the family.” For her, WLB means being able to
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contribute to both the company’s growth and her children’s growth. During work hours, her focus
is on delivering efficiently and performing well; after hours, she sets herself the role of a mother
to support the family. She says, “Leading a team and leading a family is similar. You need to
provide the support and let the members feel that you are always there for them.”
Meanwhile, she emphasises her intention to prioritise her family: “Your bonding with the kids and
with husband is not sacrificed because of your work.”
She likes to take the family on holidays to balance her hard work. Taking overseas holidays is a
way to spend rewarding time together with her family.
I think that the good part is you tell the kids that you work hard and then when it’s reward
time, you still enjoy your time and you have happy time with the family as the reward.

WLB influences
She had some negative experiences relating to WLB in her previous company. Overall, it was a
place where there was no flexibility because the management cared only about deadlines. She
became highly stressed because of her heavy workload, which affected her health. Then an
unpleasant incident happened on her birthday, which eventually triggered her resignation. “That
was a really bad example,” she recalls. Her manager insisted she stay back to finish a report and
refused to let her go home, even in the event of a system malfunction that meant she needed to
wait for the system to be repaired before finishing the report.
She enjoys flexible work arrangements at the current company. As long as she delivers her work,
her manager is “not very fussy about whether you work eight hours or seven hours a day.” She
can go in late or leave early. She gets to attend her children’s school activities and works from
home when needed.
Her manager is supportive of her WLB needs and is keen to retain her. She recalls that her
manager once asked her, “Tell me, how can I keep you here?” She replied, “The only thing that
makes me leave is the company is not supportive enough for me to fulfil my family responsibility
as a mum.”
She lives far from her work location, which is a drawback of her current work situation. She
spends up to three hours on the road each day, which has significant implications for her WLB.
When there is a family emergency, she cannot return quickly to attend to it: “The travel is really
head-aching for me.” She often thinks of changing to a job closer to where she lives. However, it
is hard for her to give up her current work environment. “I enjoy the work, and I like the colleagues
and the managers so much; that’s why I stay that long,” she explains.
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At home, her parents and her husband give her great support. Her parents live with her to help
look after the family. Also, her husband is more involved with the children and chores at those
times when she is not available at home. She is pleased to see her husband play an active role at
home: “I work too much, and he can see it, and he starts to get himself more involved and he
contributes, which is a good thing.”
To sum up, the story of WM13 is outlined in Table 4.13.
Table 4.13 Overview of WM13’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Enjoyment
Suiting my personality
Self-discovery
Role model for children
Satisfaction
Professional learning &
development
Extrinsic
Money
Providing for family
Power
Prestige
Recoginition

WLB views
Reiter’s category Example
Absolutist
Both equally important

WLB influences
Influence level
Country

Example
not mentioned

Exceptionist

Family-oriented

Organisation

Manager

Situationist

n/a

Family

Social

Subjectivist

n/a

Individual

Husband
Parents
Children
not mentioned

Socialisation
Contribution to society

4.15 Story of WM14
Personal context
WM14 is aged between 35 and 44 and has two school-age children, one in high school and the
other in primary school. She and her husband have a Chinese ethnic background. Her mother lives
with her to help look after the family. Her husband runs his own business and is flexible with his
working time.
She acquired a master’s degree in accounting in Australia and currently works as the finance
manager in an industrial services company. Because of the fluctuating demands, she needs to
work extra hours a couple of days each month to meet tight reporting deadlines. Overall, she feels
she is successful in managing her WLB.
Work values
WM14 reports that work comes as a natural thing to do because of her personality. Work keeps
her busy, so time passes quickly and meaningfully. Work for her is also a way to get “a lot of
social life”, allowing her to meet and interact with people. Through work, she contributes to
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society, and she feels “people respect you” for that.
She likes to take on challenges that stimulate her interest. Therefore, she does not want to take on
easy or part-time work: “That is not what I want.” Work gives her a sense of satisfaction. She
feels “very satisfied” when she accomplishes something challenging at work, such as finishing a
project with outstanding results. She feels motivated when her work is recognised by
management, such as when she receives a rating of “highly recommended” in her annual
performance review.
WLB views
“Family and work are always the two most important things” in her life, and for her, WLB means
to keep both work and life growing and “under control”. She feels that WLB also means that she
needs to prioritise her responsibilities from both sides and manage her time effectively. From the
individual’s point of view, choices have to be made about what to give up or what to postpone
when “you can’t manage”.
In her view, it is not easy to achieve WLB in a commercial company because of constant tight
sales targets or deadlines. People are “always under pressure” and often “have to have overtime”
to achieve the company’s expectations. In her role, she needs to meet tight reporting deadlines on
a couple of days each month. She gets very busy on these days and has to stay back late or take
her computer home to work. However, such temporary stressful periods are manageable. Overall,
she is happy with her WLB status and considers herself successful in achieving a good balance.
WLB influences
Having worked in multinational companies in both China and Australia, she has observed
different cultural and organisational attitudes towards WLB between these two countries. In
Australia, most people working in the company have families, so “everyone will go home on
time”. Her company also allows her flexible work arrangements, and she can work from home
when needed. However, in China, she had to work much harder “because there is a lot of
competition” in the company, partly because of “lots of young people” who had no families and
who were willing to work very late for outstanding results. Under such an organisational context,
she felt pressured to work late to remain competitive. In general, Australia as a country has a
relatively WLB-friendly culture. The Australian WLB environment is more supportive because
of its work entitlements, such as annual leave.
I think we are lucky in Australia because everyone got the annual leave. I think the work–life
balance is quite balanced in Australia. So, we still have a lot of time to stay with family, to
enjoy holiday, especially after Friday, nobody will bother you. Saturday and Sunday, you still
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belong to your family.

At home, her family members provide important support and contribute to her WLB management.
As her children grow up, they become more independent and can look after themselves a lot more.
Her mother lives together with her family and has been running the household for her so she can
focus on her work. Her husband runs his own business and has flexible work hours so he can
make time for household matters. Another favourable factor is that her home is located close to
her office, which saves considerable commuting time for her.
To sum up, the story of WM14 is outlined in Table 4.14.
Table 4.14 Overview of WM14’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Keeping busy
Challenges
Satisfaction
Area of interest
Suiting my personality
Extrinsic
n/a
Power
Prestige
Achievement
Recognition
Social
Socialisation
Contribution to society

WLB views
Reiter’s category Example
Absolutist
Both equally important

WLB influences
Influence level
Country

Exceptionist
Situationist

n/a
Time management
Prioritisation

Organisation
Family

Subjectivist

n/a

Individual

Example
Australia

Organisation
Husband
Parents
Children
not mentioned

4.16 Story of WM15
Personal context
WM15 is aged between 45 and 54 and has one daughter, who attends a private high school. She
is married, and both she and her husband full-time. They migrated together to Australia from
China.
She works as a finance manager in a private financial services company. She has been in the
workforce for more than 28 years and has leadership experience in both China and Australia. She
has been with her current company for eight years and stepped up to this managerial position three
years ago. She and her husband both have flexible professional jobs. She considers herself
successful in managing her WLB.
Work values
She never thinks of being a stay-at-home housewife. “This is my personality. It’s just that I don’t
want to stay at home,” she says. She studied many years to obtain her master’s degree, and she
wants to use her knowledge to contribute to society. She values the fact that work gives her a
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sense of achievement. Work is also a way for her to socialise with others. Financially, work brings
money for her to provide for her family, together with her husband.
At work, she currently manages a team. As a manager, she controls what kind of people she
recruits. In her view, it is important to hire people who “have similar personality” and “fit into
the team”. She is content with her working relationships with her team members. She considers
herself “strict about job result, not strict about time”. She looks after her team members and
organises a “team lunch every Friday” to connect with them. She also feels motivated by the
relationship with her manager, who trusts and respects her work competence. She gets along well
with everyone in the company, and her popularity has been gained through her hard work and
care for others. She says, “I always treat other people’s things like my own.” Her manager and
team members come to her for suggestions and solutions, even for difficulties in their personal
lives.
WLB views
For WM15, WLB means keeping work within normal hours: “You need to work normal time, nine
to five.” She feels lucky that her workload is easy to manage and that work never spills over to
interfere with her family life.
As a manager, she is conscious of and supportive of her team members’ WLB needs. She allows
her team members to work flexible hours in order for them to attend to personal matters. She is
“not a control manager” and uses her personality to influence her team members: “I don’t feel
like giving people a hard time or embarrassing situation.”
WLB influences
She is well supported in raising her daughter. When her daughter was born, her parents came to
Australia to help her during the first two years. After that, she put her daughter in long day care
from 7am to 6pm. She became a manager and was very busy when her daughter started school,
but by that time, her daughter was older and able to look after herself more. Her husband works
in a government organisation. His job is stable and flexible, so he provides a lot of help at home.
Her husband does more housework than she does and carries the main responsibility of driving
her daughter to school and to other activities.
Meanwhile, she is supported by her company and her manager through the provision of a flexible
work environment. She can start late or finish early and work from home. Her daughter’s private
school requires parents to be involved in many social activities and events, and she has been able
to attend most of them. During school holidays, she takes her daughter to the office or she works
from home. She concludes: “I’m very happy with my situation.”
116

However, she says is worth pointing out that the flexibility she enjoys at work is only available
to a few people in senior management, like herself. Flexible work arrangements are subject to the
nature of the job and one’s seniority level in the organisation. “Management needs to trust you to
control yourself,” and such trust goes along with seniority and age. Meanwhile, certain jobs just
cannot be done from home, such as sales jobs that require staff to see clients in the office, or
administrative jobs that require team members to copy and scan documents onsite.
To sum up, the story of WM15 is outlined in Table 4.15.
Table 4.15 Overview of WM15’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Suiting my personality

WLB views
Reiter’s category Example
Absolutist
Work–life separation

WLB influences
Influence level
Country

Extrinsic

Money
Providing for family

Exceptionist

n/a

Organisation

Organisation
Manager

Power

Achievement

Situationist

n/a

Family

Social

Socialisation
Contribution to society
Relationship with manager
Relationships with others at work

Subjectivist

n/a

Individual

Husband
Parents
Children
not mentioned

Example
not mentioned

4.17 Story of WM16
Personal context
WM16 is in her mid-50s. She is married and has two adult daughters, who are both in the
workforce. She originally came from China, went to the United Kingdom to do a postgraduate
degree in education, and came to Australia more than 20 years ago with her husband and her then
one-year-old daughter.
She works in a community health centre as a health education officer. As well as maintaining her
full-time job, she also runs a community language school in several local suburbs in Sydney and
is actively involved in other voluntary community activities. Despite all these multiple roles, she
considers herself successful in managing her WLB.
Work values
She loves working and passionately enjoys what she does. She describes herself as a person who
works “like a mad person”. Work is a way for her to undertake self-development, to learn and
improve her English and to grow her professional knowledge in the public health sector.
For her, work is “something that can be very rewarding”. She is not just working for money. Her
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achievements at work make her feel satisfied and rewarded. For her, the positive outcomes of
working includes the recognition of her ability, her value and her contributions, which makes her
feel fulfilled and that the work she is doing is meaningful. She speaks proudly of how her work
helps improve the community’s health.
Once they keep good health, which will directly reduce our hospital admission, reduce the
government pressure – hospital pressure, and save money for the taxpayers. So, I feel what I
do has made a difference to people’s health and to people’s life. It has been recognised by the
organisation and by the community.

She leads a very busy life every day: she works in the health centre from 8am to 4:30pm on
weekdays; after work, she visits language schools to oversee their operation; at night, she
processes paperwork and payments for the language schools; and during weekends, she attends
meetings and activities for her voluntary work. She feels motivated by having “something to look
forward to each day”.
Work allows her to provide quality of life for her family, but more importantly, she is setting an
example of hard work and achievement for her daughters. When she does voluntary work, she
always takes her two daughters with her so that they help and contribute together as a family. She
believes her daughters see what she does and learn from it, which has a positive impact on them.
Both her daughters are now in management positions in their careers.
The first few years was difficult, finding our own position, finding the right jobs, and also
buying a house, paying the mortgage – all those things the children had witnessed as they
were young. They knew that mum and dad had worked really hard to provide a comfortable
life for them. I think that’s important.

WLB views
She believes that work itself provides balance for her. The “social life part” of work – either her
paid work or her voluntary work – meets her need for an internal sense of balance. She describes
what she believes constitutes a healthy and balanced life physically, mentally and socially.
Not only you are physically fit, you’re mentally healthy and strong, but also you are socially –
you keep a very active social life that also give you a very good health. So, I see the social life
part is where I get the balance from. And now I’m thinking, of course, physical exercise,
spending time with family, with friends, is also contributing into the balance part of your
working life.

In her view, work contributes in many ways to her WLB. As well as the social value of work, her
achievements at work also keep her feeling balanced. She feels rewarded and satisfied when she
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has done something for others, which gives “a lot of weight on the other side of the scale”. She
adds, “Not only just you put in efforts, but you are also getting something. So, I think that is a
balance.”
However, after recently experiencing some health issues, she started to evaluate her WLB stance.
She had overused her body, so her health had suffered. She took this health issue as a warning to
slow down, and she now tries to set some boundaries around what she does.
WLB influences
Working for a large government organisation in the health sector helps her manage her WLB.
Even though she does not have flexible work hours, she is protected by the policies and procedures
in place and “the management is very supportive overall” of the staff’s wellbeing. Her
organisation also offers various staff support services to help them manage work and life
situations. In contrast, she experienced unfair treatment at a small private company when she first
came to Australia, where “the boss is the law”, and she had no opportunity to appeal to protect
herself.
So, in a large organisation, you don’t argue with the person, because everything is in place.
You just follow the policy and procedure. You do the right thing. You will get rewarded.

She also attributes her WLB success to the support she receives from her family. When her
daughters were young, her parents came to Australia to help look after them. When her daughters
were older, she involved the whole family in her voluntary work. A strong value of helping others
runs through her family.
When you achieve, not only yourself gets satisfaction, but the family will also have made their
own contribution – each one of them by supporting you do the right thing or to help others.
So, the family has got that – the whole family has that atmosphere of the feeling: they are
involved in helping you to achieve something as well. I think the proudness, the proudness of
the whole family – and also you, the family keep more harmony and also its coordination and
supportive of each other – that’s important too.

She also consciously makes the effort to manage her WLB, and she has set some rules for herself.
First, “Sunday, no work.” She tries to keep Sundays free of meetings and voluntary work; instead,
she tries to do something entertaining and relaxing. She also tries not to take phone calls on
Sundays. Second, she sets a time limit on her evening work: she stops working at midnight. She
stresses the importance of working with intention on WLB.
I would say to all the young people, yes, you can do everything you think you can, but you
really have to start thinking the balance from an early age, not until too late. That’s my advice
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to everybody.

To sum up, the story of WM16 is outlined in Table 4.16.
Table 4.16 Overview of WM16’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Enjoyment
Area of interest
Professional learning &
development
Satisfaction
Role model for children
Extrinsic
Money
Providing for family
Standard of living
Power
Achievement
Recognition

WLB views
Reiter’s category Example
Absolutist
n/a

WLB influences
Influence level
Country

Example
not mentioned

Exceptionist

n/a

Organisation

Organisation

Situationist

n/a

Family

Social

Subjectivist

Internal balance

Individual

Husband
Parents
Children
Myself

Contributing to society

4.18 Story of WM17
Personal context
WM17 is aged between 35 and 44 and has two school-age children, one in high school and the
other in primary school. She has a Chinese ethnic background. Her mother lives with her family,
and helps her look after the children and household.
She obtained her diploma of community services in Australia and has been working in this field
for 11 years. She is the team leader of a disability group house, which she established from scratch.
As the house leader, she does shift work and manages her staff and the day-to-day operations of
the house. She feels that most of the time she manages her WLB well.
Work values
She works not only to bring in money to support her family but also because she is interested in
helping people. She has deep empathy for disabled people because they “can’t fight for their
rights” and “can’t live independently” in the community. Her work helps these disadvantaged
people and helps support the community. Through her work, she also wants to set an example for
her children to help those in need. She took her older son to the house to see what she does, and
she encourages her son to help disadvantaged children at his school.
The house residents are referred to as “clients”. She enjoys a good relationship with her clients
and knows them very well. She is proud of how close her clients are to her. “One of the clients
just call me mummy, even he is older than me,” she laughs. Being able to provide for her clients’
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needs through her work is motivational for her.
WLB views
Her work is clearly delineated by her work location; she tries to keep her mind off work when she
finishes her shift. WLB for her means to “stop thinking what happened in this group home when
I go back”. She says that when she is at home, she focuses on her family to “empty my mind and
enjoy my family”.
However, as a house leader, she often needs to stay back during busy times for extra hours beyond
her allocated shift. Especially when she first started the group house, she had to invest a lot of
time to set it up. During that period, she had to put work first, and she worked more than 12 hours
every day. She acknowledges that in temporary and emergency situations, work has to be the
focus of her life.
WLB influences
WM17 gets huge support from her mother to manage her family. During the initial months of
starting up the group house, when she spent excessive time at work, her mother kept the household
running and looked after the children. Her husband works even longer hours than she does, so she
cannot count on him to do much.
However, she still had some issues at home that she had to deal with. While she was delayed at
work, her children did not do their homework or go to sleep on time, which meant that they failed
to hand in their homework and got into trouble at school. She had to teach her children to become
independent and to take on responsibilities: “I don’t have time. They have to be independent. This
is the order. They have to do. No choice.” She started to train her children to do things themselves
and stepped back so that they could learn and grow. She is pleased with the result. The oldest
child got into a selective school, and he now not only looks after himself but also assists his
younger brother with his studies. This helps to alleviate her pressure at home.
I’m happy as my big one is quite independent. He is the one taking care of himself. Everything.
And he sometimes tries to help me to look after my little one. So, this is a bit helpful.

Nowadays, she still needs to stay alert for any incidents that can easily break the routine and lead
to a spell of extra work; for example, if a client becomes sick or an accident occurs in the group
house. Sometimes, staff can also create difficulties when they do not support her work. For
example, some members of the staff wanted to roster off or change their roster: “That was
disappointing – one staff would affect all the other staff. And this is a really hard time.” On such
occasions, she had to work extra hours to reschedule and cover all the shifts.
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To sum up, the story of WM17 is outlined in Table 4.17.
Table 4.17 Overview of WM17’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Area of interest
Role model for children
Extrinsic
Money
Providing for family
Power
n/a

WLB views
Reiter’s category Example
Absolutist
Work–life separation

WLB influences
Influence level
Country

Example
not mentioned

Exceptionist

Work comes first

Organisation

Others at work

Situationist

n/a

Family

Social

Subjectivist

n/a

Individual

Parents
Children
not mentioned

Contribution to society
Relationships with others at work

4.19 Story of WM18
Personal context
WM18 is in her mid-50s and originates from India. She is married and has two adult children,
who are both in the workforce. She has a bachelor’s degree acquired in India. Back in India, her
father did not allow her to work because he opposed women working, even though she was offered
a full-time position at a school. In Australia, she has always worked full-time, even when bringing
up her children.
She has more than 22 years of professional experience. She is now a senior manager at a
telecommunications company with two direct reports. She went through a redundancy in her
previous job because of a company restructure, and she came to her current telecommunications
company about two years ago. She also went through a period of three to four years of
concurrently managing work, study and family in order to upskill. She considers herself as
successful “to some extent” in managing her WLB.
Work values
WM18 says her work is important because she helps organisations grow. She thinks that if women
sit idly at home, they are not contributing anything. Work keeps her busy and proves she can
multitask. Work suits her personality, her need to go out and do something; otherwise, she would
get bored staying at home.
Her work is “a big financial assistance for the family”. She is motivated to go to work and share
the financial burden with her husband. It is not easy to survive on one income nowadays, and two
incomes support her family to achieve their life goals and a certain lifestyle. Now in her 50s, she
sometimes wonders “if career is important at this level”. She thinks money is still important, but
there is only so much “you can push yourself”.
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I feel sharing the burden is really good and that helps you to, you know, buy towards a
property or whatever you want to achieve in life. If you got some ambition, if you want to
achieve, I think if both persons work, you can reach the goal.

At work, she is motivated by seeing other women stepping up and achieving. After her children
grew older, she followed the steps of other women in management and moved up to higher
positions within the company. During this process, she learnt a lot and became more skilled and
experienced professionally.
She also believes her work sets an example for her children to follow in her steps. She encourages
them, saying, “If you put in your mind, you can achieve anything.” Both her adult children now
have good professional jobs, which she feels is the result of her example: “If I can do, you can do
as well.”
WLB views
Her view of WLB has varied according to her life stages and jobs. When her children were young
and needed a lot of care, she took on the main responsibilities of parenting because her husband
was in a better position and travelled a lot for work. Therefore, her focus was on her family, and
her career was secondary.
But those days for me, career was nothing. For me, family thing was family. So, I didn’t even
bother, so as long as some money was coming and, you know, I could manage the kids, home,
work, everything.

She changed jobs a few times over the next few years. In one job, she worked in a service delivery
team, where she needed to take client calls at any time of the day or night. She was on-call 24/7
because of her job requirements and had to carry her phone wherever she went, being “proactive
and attending” to calls all the time. During that period, work came ahead of her family.
If there is an issue, yes, you need to be prepared, so no matter what you have planned for –
the family or anything – that goes the priority. Work comes first.

In addition, every time she changes to a new job or moves to a higher position, her priority shifts
to work. Sometimes she needs to put in a great deal of effort to prove herself. During these initial
months, “Work becomes so crucial. Family goes bit behind.” She has to work extra hard to learn
about the “art and skills” of a new job. Once she becomes confident in the job, she can manage a
good level of WLB again.
“How you manage your balance, your office work and your family” also comes down to time
management. She feels she never has enough time to do the things she needs to do. She constantly
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feels pressured for time.
WLB influences
For her, losing her job could be the worst WLB experience. She went through a redundancy at
her previous company, and that was a very stressful period for her. During that time, she
desperately looked for a job, wanting to get back to the routine of working. , Having worked for
19 years in a row, “suddenly sitting at home without a job” was not relaxing for her. “I felt very
guilty when I was at home,” she says.
She had different WLB experiences with different managers, some positive and some negative.
When a manager believes in WLB and has their own needs for WLB, it is easier for everyone in
the team to obtain flexibility. At a previous job, her manager had four children and helped his
wife take the children to school. The manager also had to travel a long distance from the
mountains to work. Therefore, her manager obtained permission to work two days from home
and allowed all of his team members to do the same. Such flexibility helped everyone in the team
to manage their WLB needs. She was able to attend most of her children’s school activities and
functions.
However, such flexible work arrangements depend on the particular manager, as “one manager
restricts; one manager is very lenient”. Her manager in her current company recently refused her
request to work from home, because he is “not a great believer of working from home” despite
allowing others to work two days from home. This type of inequality upsets her. She wishes the
company had an “across the board” policy so that “everyone, everybody can work one day from
home”. That would avoid inequality and favouritism regarding working from home, among both
staff and managers.
Being a manager herself, she also needs to manage her subordinates in terms of flexible work
arrangements. One subordinate, when working from home, does not respond to emails or answer
calls, which creates some issues in her team, and so she has tried to reduce her subordinate to only
one day from home and to improve their responses during work hours. She explains: “Any working
from home is not permanent. That’s something that everyone has to remember. Because every
time there is a change in the management, they can stop everything.”
To sum up, the story of WM18 is outlined in Table 4.18.
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Table 4.18 Overview of WM18’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Keeping busy
Suiting my personality
Professional learning &
development
Role model for children
Extrinsic
Money
Standard of living
Providing for family
Power
Achievement
Prestige
Social
Contribution to society

WLB views
Reiter’s category Example
Absolutist
n/a

WLB influences
Influence level
Country

Exceptionist

Family-oriented
Work comes first

Organisation

Situationist

Time management

Family

Subjectivist

n/a

Individual

Example
not mentioned

Organisation
Manager
Others at work
Husband
Children
not mentioned

4.20 Story of WM19
Personal context
WM19 is aged between 25 and 34. She is married and has three young children, all under the age
of 10. She and her husband migrated from Pakistan together, and they both work full-time in
technology companies.
She holds a bachelor’s degree in computer science and works as a technical support manager. She
works shifts, coming to the office five days a week from Tuesday to Saturday. She has Sunday
and Monday off. Her husband works from home a couple of days during the week and usually
drops off and picks up their children from school and childcare. She feels she can only
“sometimes” achieve satisfying WLB.
Work values
First, she works for financial reasons. She needs an income to support her family because living
expenses are high in Australia. She may not need to work if she were living in Pakistan, because
she would have family support, and things are more affordable. She believes her work is helping
to build her children’s future in Australia. “I think it’s for my family. To support my family is the
drive. It’s because of them I work,” she says.
She is a “people person”. She likes to deal with customers, help people and support others with
their technical issues and problems. Therefore, her current job matches her personal interests. Her
current company encourages people to move around between work areas, and this allows her to
learn and develop new knowledge and technical skills to benefit her professional advancement.
Recognition at work motivates her to perform well. She received formal recognition for her
excellent customer service and won a spot bonus award, for which she was nominated by
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colleagues from the United States and local teams. She was “really happy”. “I got a lot of
recommendation from everyone in the office. Everyone really appreciated my work. That’s really
good,” she says.
WLB views
For her, WLB is like “nine to five [for] work”, and the rest is for family. She prefers to keep work
within work hours and in the office, and not to bring work stress home. When she comes home,
she makes sure she spends time with her family since they are all home too.
I think work–life balance is more like 9 to 5 work, so it’s like not more than that. And what
you do at work stays at work and doesn’t come home. And when you are at home you are at
home.

For her, WLB also means having both a “cooperative home environment” and a “cooperative
work environment”, where the importance of both areas of her life is acknowledged. WLB also
depends on “how comfortable you are in your job” and whether she can easily adjust work to
respond to any family issues.
Her WLB challenges mainly come from her family life, especially “time management” at home.
She has so much to do but so little time when she gets home – to organise dinner, to sit down with
children for their homework, and to take children to extracurricular activities on weekends for
coaching, music and tennis lessons. She is stressed about her children’s future and says she often
feels guilty about “not spending quality time with my kids”. However, she has a positive outlook
on her WLB. She thinks in a couple of years when her children are older, her WLB will improve.
The little one starts school in the next two to three years [and] when she starts at preschool,
I’ll be more stable. I think that’s what keeps me doing. I feel like it’s just these few years and
then everything will be much more stable.

WLB influences
“Team factor accounts a lot” in her WLB experience, and she works with a “helpful”,
“understanding” and “supportive” team. If her child is sick or something happens in her family,
her team members are “OK for me to leave on the moment”. Her manager also gives her “as much
flexibility as she can provide”, such as giving her time off upon short notice.
At home though, she encounters some pressure from her husband. She and her husband have
disagreements around children’s homework and Sunday classes. She feels stressed trying to push
her children to study and at the same time guilty that she does not manage time well at home to
help them more.
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I feel like I’m not organising stuff so well at home. I should have, like, cooked dinner before
I go, so I could like sit down with them a bit earlier and help them out.

She is also exhausted because her youngest child keeps her awake at night. The toddler becomes
demanding during the night, which is stressful for her.
Then again, like at night these days, she’s waking a lot at half night too, like just to get a
cuddle. She wanted me to hold her in the arms. … But because I’m working, she becomes a
bit more demanding. I stand up the whole night, then I wake up in the morning and get ready
and everything.

However, her children make her proud with their achievements, which balances out the hardship.
Her son won a tennis competition and attended the Australian Open for young players, and her
daughter won an academic award at school last year. She is very happy that she and her husband
work hard to provide for their children and push them to do more, and they are achieving well.
To sum up, the story of WM19 is outlined in Table 4.19.
Table 4.19 Overview of WM19’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Area of interest
Professional learning &
development
Extrinsic
Money
Standard of living
Providing for family
Power
Recognition

WLB views
Reiter’s category Example
Absolutist
Work–life separation

WLB influences
Influence level
Country

Exceptionist

n/a

Organisation

Manager
Others at work

Situationist

Time management

Family

Social

Subjectivist

n/a

Individual

Husband
Children
not mentioned

Contribution to society
Socialisation

Example
not mentioned

4.21 Story of WM20
Personal context
WM20 is a locally born Australian, aged between 35 and 44. She is single and lives alone. She
does not have to care for her parents at the moment, but she foresees that in the future she may
need to look after her father, who is not in good health.
She has working experience of more than 20 years with various jobs. She began in sales and
worked her way up to management. She now holds a senior management position in a computing
company. She works long hours and travels frequently for business. She feels she is not successful
in managing her WLB.
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Work values
Money is one of her reasons for working, but not her primary reason. Her high-flying career
affords her a comfortable lifestyle, which is also preparing her financially for the future. Her
income will allow her to support her parents when they get older. She says this is a big motivation
for her to keep working.
She uses the word “satisfaction” multiple times when explaining why she works and what
motivates her. When she was younger, work was “a social place” for her to meet people and to
learn from them, which “was really satisfying”. She still likes to collaborate and engage with
people at work, especially to help others. She says that being part of other people’s growth and
career development is “probably the biggest satisfaction”. She has made “lifelong friends over
the years” with some colleagues and clients.
She enjoys her work and is “really comfortable” with what she is doing now. She likes to “help
grow the organisation” and has “always been very achieving” and gone out of her way to deliver,
which gives her a sense of satisfaction, too.
WLB views
For her, WLB means that work takes priority. “Monday to Friday is really about work,” she says.
She tends to work very long hours, at least 60 hours a week. She says working hard is “something
very much in my nature”.
She gets “balance” from work satisfaction in two forms. First, when she helps others to grow, she
finds it satisfying to watch them succeed in their career. Second, the friendships that she builds
with colleagues and clients go beyond job changes, which she also finds satisfying.
That probably is something I find very good balance, when you meet some people who really
want to do well and want to learn and they are open to that, and you help coach or mentor
them, and they end up being very successful, and you form great friendship from it.

She does not think she has a satisfying WLB status because she did give up having a family for
her work. This is “a big thing” for her. She chose not to make time for having a family because
she was too focused on work. However, she says she is now at an age when she has to make more
decisions. “I’m really starting to focus on that balance a lot more” and she plans to make more
time for friends and family.
WLB influences
WM20 says that WLB is, first of all, a mindset and that it depends on her, and that this took her
a while to realise. She experienced some serious health problem in a previous role, which
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prompted her to become “really conscious I need more balance”.
This was quite a few years ago that I was really stepping up into a senior role and I had to
travel a lot. I had to get to London through a three-day meeting and come straight home, and
then I had next couple of hours at home, then I had to go on a plane again. And I got to the
point where I got pneumonia. And I still worked. I didn’t take any time off. And I got, ended
up getting, so sick and in hospital and burnt out.

As a result of that experience, she started to work on her WLB consciously. For example, she is
hiring an assistant, which will enable her to delegate some work and free up some of her time.
She recognises she needs “a little more support at work”, and this move is critical for her to
succeed in her role and achieve some balance.
Her managers have also had significant impacts on her WLB. She once had a manager who “made
life really difficult” for her. That manager seemed to have issues with women in leadership. No
matter how hard she worked and no matter how many results she brought in, she could not
improve the situation, and she eventually left the job. That experience “was quite devastating”
because she gave up so much of her time and sacrificed her personal life to deliver results.
Now, in her current company, it is the opposite, and she has a manager who cares about WLB.
“Now is where I probably feeling the best. Now, I’m supported.” Her manager is “purely amazing”
and very much on to her about her WLB needs. She can leave work at a reasonable time now.
Her current company has a “great environment” for WLB because of its culture. There is no
formal WLB policy, but the concept of WLB is “really just built into the culture of how things
are”. There is encouragement and support for staff to leave on time. She shares an example of
how the company supports staff in challenging times.
This is a little bit sad, but there is a fellow in the team. His wife is going through terminal
cancer at the moment. The company is giving him three-month leave, fully paid, outside of his
normal entitlement, just helping him through it. … So, it’s very much got that kind of culture,
which is really good.

Influenced by the company culture, she also takes the initiative in helping others manage their
WLB. She noticed a person in her team struggling with a project and working late. She stepped
in and hired a contractor to help him so that he could finish work “at normal hours” and is now
“much happier”. She is pleased that she was able to recognise his situation and find solutions for
him.
To sum up, the story of WM20 is outlined in Table 4.20.
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Table 4.20 Overview of WM20’s work values, WLB views and WLB influences
Work values
Schwartz’s dimension Example
Intrinsic
Satisfaction
Enjoyment
Professional learning &
development
Extrinsic
Money
Standard of living
Providing for family
Power
Achievement
Social
Socialisation
Relationships with others at work
Contribution to society

WLB views
Reiter’s category Example
Absolutist
n/a

WLB influences
Influence level
Country

Exceptionist

Work comes first

Organisation

Organisation
Manager

Situationist
Subjectivist

n/a
Internal balance

Family
Individual

not mentioned
Myself

Example
not mentioned

4.22 Summary
This chapter retold the stories of the 20 research participants individually. Each participant was
reported on separately for their personal context, work values, WLB views and influences. This
approach depicted a holistic story of each participant and provided a person-centred account. The
next chapter will reflect on the outcomes of cross-participant analysis and present themes
identified across participants.
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Chapter 5 Findings: Cross-Participant Analysis

5.1 Introduction
Chapter 4 retold the individual stories of the 20 research participants. This chapter reports on the
results of the data analysis across all participants, and it displays the participants’ collective views
of the work–life balance (WLB) phenomenon.
This chapter is structured according to the three investigative research questions regarding work
values, the meaning of WLB, and the perceived WLB influences and their relationship to value
congruence. Section 5.2 presents an overview of the work values identified among research
participants. Section 5.3 further elaborates the specific work values of participants, following
Schwartz’s four dimensions (Schwartz 1999). Section 5.4 provides an account of the meanings of
WLB from the perspectives of participants. Section 5.5 explains participants’ WLB views,
following Reiter’s typology (Reiter 2007). Section 5.6 reports participants’ satisfaction with their
management of WLB. Section 5.7 presents critical incidents reported from participants’ WLB
experiences. Section 5.8 explains the impact of value congruence at various stakeholder levels
with reference to some individual participant examples. Section 5.9 summarises the chapter.

5.2 Overview of participants’ work values
In this section, an overview of work values expressed by the participants is reported. These
identified work values are taken from participants’ responses to the questions: “Is work important
to you?”, “Why do you work?” and “What motivates you to work?” These responses provide
insight into the values that these participants attribute to work. In total, 23 items of work values
were identified, and these are reported in Figure 5.1, ranked by the number of times each was
mentioned by participants, indicating a value item’s priority or importance to participants
(Schwartz 1999).
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Figure 5.1 The 23 work values identified in this study
These 23 work values can be categorised into the four work-values dimensions defined by
Schwartz (Schwartz 1999): intrinsic, extrinsic, power and social, as per the work-values typology
reviewed in Chapter 2 (see Section 2.4.1, Table 2.1), as shown in Table 5.1.
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Table 5.1 Dimensions of identified work values based on the number of mentions
Schwartz’s higher- Schwartz’s work- Schwartz’s 10
The number
order values
values dimensions work-values factors Work-values item
of mentions
Openess to change Intrinsic (101)
Stimulation
Professional learning & development
24
Role model for children
11
Challenges
5
Self-discovery
4

Conservation

Extrinsic (61)

Self-direction

Autonomy
Flexible work arrangements

Hedonism

Satisfaction
Suiting my personality
Keeping busy
Enjoyment
Area of interest

13
10
9
9
8

n/a

Money
Providing for family
Standard of living

17
17
15

Conformity/Tradition Organisational culture

Self-enhancement

Self-transcendence

Power (41)

Social (59)

6
2

10

Security

Job security

2

Achievement

Recognition
Achievement

15
11

Power

Prestige

15

Benevolence

Contribution to society

22

Universalism

Socialisation
Relationships with others at work
Relationship with manager

15
13
9

The number of mentions of intrinsic work values demonstrates that this group of women managers
attach high intrinsic meanings to work. Extrinsic work values and social work values were the
next most frequently mentioned dimensions. The power dimension was the least frequently
mentioned by the participants in this study. Three items that relate to pay or monetary returns
cannot be allocated to a work value factor and are marked as n/a under extrinsic values because
they belong to conservation under high-order values. A radar chart can illustrate visually the
direction of these dimensions based on mentions, as shown in Figure 5.2.
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Figure 5.2 Radar chart of the four work-values dimensions in this study

5.3 Specific work values identified by participants
This section presents the details of the identified work values, following Schwartz’s four
dimensions (Schwartz 1999) based on how many of the participants mentioned the values within
each dimension. Table 5.2 shows that not all 20 participants reported all four dimensions. Four
participants did not express any power work values. The intrinsic, extrinsic and social work values
each had one participant make no mention them.
Table 5.2 Dimension coverage of work values by participants
Dimension
Intrinsic
Extrinsic
Power
Social

Exceptions
WM11
WM14
WM5, WM7, WM8, WM10
WM11

Participant count
19
19
16
19

All participants were unanimous in their view that work is important to them. Additionally, three
participants expressed their long-term commitment to work, adding that they would like to work
“until 70 years old” (WM4) or “as long as my health is OK” (WM5), with one participant in her
mid-50s saying she was not thinking of retirement yet and “not planning to stop at all” (WM16).
The participants regard work as an essential part of their lives and a natural thing to do. A
combination of reasons, goals and motivations were given by participants to explain why they
choose to work and what work means for them more specifically.
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5.3.1 Intrinsic work values
According to Schwartz, intrinsic work values refer to those goals and rewards, which people seek
through their work, that are “intellectual” or “affective” (Schwartz 1999, p. 41), such as “personal
growth, autonomy, interest, and creativity” (p. 43). This work-values dimension is the largest
category in the work values expressed by the research participants, with 11 themes mentioned.
Table 5.2 shows these values by participant count – that is, the number of participants who
reported a specific work value.
Table 5.3 Identified intrinsic work values by participant count
Schwartz’s higher- Schwartz’s work- Schwartz’s 10
Participant
order values
values dimensions work-values factors Work-values item
count
Openess to change Intrinsic (65)
Stimulation
Professional learning & development
11
Role model for children
6
Challenges
5
Self-discovery
4
Self-direction

Autonomy
Flexible work arrangements

Hedonism

Satisfaction
Suiting my personality
Keeping busy
Enjoyment
Area of interest

2
2
9
10
6
4
6

5.3.1.1 Professional learning and development
Professional learning and development is a prominent work value among participants. Eleven
participants consider work a unique opportunity for continued learning and self-enhancement.
Work provides ways to learn, to upskill and to grow their professional knowledge and skills. For
example, WM5 feels she gets to learn new things every day at work. Similarly, WM7 says she is
“constantly upgrading and learning” through her work.
5.3.1.2 Suiting my personality
Half of the participants, 10 of them, claim that they simply “can’t stay at home”, because work
suits their “personality”. As WM5 says, “I don’t see myself just sitting at home, really.” Similarly,
WM15 states, “This is my personality. It’s just that I don’t want to stay at home.” For WM14,
work is simply “a natural thing to do”, in part because of her personality.
5.3.1.3 Satisfaction
Satisfaction was referred to by participants as “work satisfaction” or “job satisfaction” derived
from their day-to-day work. For nine participants, work was reported to be an important source
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of satisfaction for them. As one participant says, “It’s where I get my personal satisfaction. … I
enjoy what I’m doing, I get a lot of satisfaction from what I do.” (WM20)
5.3.1.4 Keeping busy
Keeping busy was mentioned by six participants as a reason for working. To some extent, this
may reflect how participants treat work as a natural part of their lives and how they wish to spend
their time. As one participant describes, “I’m a very active person. So, I like to keep myself busy.
So yeah, I like that.” (WM10)
5.3.1.5 Area of interest
Interest was described by six participants to mean liking the profession they are in or the work
that they do. For example, one participant says, “I like being interested – while it got you there
five days a week, so you got sort of like it.” (WM2). For WM17, “It fits my interest of helping
people” and she works as a leader in disabled care.
5.3.1.6 Role model for children
Six parent participants claimed that their work provided positive influences on their children.
They believe that having an active career allows them to set an example for their children to
follow. Through their pursuit of work, they hope to shape the work values of their children and
encourage the next generation to take a similar path.
I’m able to give them a good model as well. So, they can see that I’m working, I’m working
hard, I’m studying – and so hopefully that will encourage them as well to do the same. (WM5)
So really, and also to the kids is, when they grow up, they know that, “OK, my mum is… I
want to be like someone like my mum, you know, can handle something, can lead a team, or
really contribute to a company’s growth, you know.” (WM13)

5.3.1.7 Challenges
Challenges were reported by five participants. They said they are motivated to work because they
“enjoy challenges” (WM1) or “like to be challenged” (WM2), and would not want to “just take
some very easy and relaxed job” (WM14).
5.3.1.8 Self-discovery
Four participants believe that work helps build what they are and discover their inner self. Work
allows them to “find out more of myself” (WM8) and “realise your importance and what you can
do” (WM13). WM3 said, “I’ll be totally different if you stay at home, totally different inside. ”
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5.3.1.9 Enjoyment
Enjoyment was expressed by four participants as one of the reasons to work, which is associated
with positive and affective feelings towards work, such as “peace of mind” (WM1) and
“meaningful” (WM16).
5.3.1.10 Autonomy
For two participants, work autonomy is also an attractive attribute. As WM1 said, “I’m running
it the way that I want to run it.” For WM8, autonomy is “the best thing” about her work, and she
wants “no micro-managing at all”.
5.3.1.11 Flexible work arrangements
Two participants consider flexible work arrangements to be a motivating value for them. For
WM3, “flexibility is the second” thing she seeks in a job. Similarly, for WM10, she considers
flexibility to be a key value in her work.

5.3.2 Extrinsic work values
Schwartz considers extrinsic work values to include “pay and security” (Schwartz 1999, p. 43).
In this study, these two extrinsic values and others were reported by the participants, including
job security and workplace environment. Table 5.4 illustrates the extrinsic work values identified
in the study.
Table 5.4 Identified extrinsic work values by participant count
Schwartz’s higher- Schwartz’s work- Schwartz’s 10 workorder values
values dimensions values factors
Work-values item
Conservation
Extrinsic (46)
n/a
Money
Providing for family
Standard of living

Participant
count
17
13
12

Conformity/Tradition Organisational culture

2

Security

2

Job security

5.3.2.1 Money
Money is a prominent drive for the majority of participants, with 17 of them reporting this value.
Money was reported using a variety of terms, such as “income”, “pay”, “financial reasons” and
“financial benefits of work” by participants. “Money is the first,” said WM3.
5.3.2.2 Providing for family
For 13 participants, work is explicitly regarded as a means for them to feed their family and to
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provide for their children. Here, work is related to family reasons, and this is not only for parenting
participants. WM20 mentioned that being able to support her parents financially in the future is a
big motivator for her to work. For others, work often relates to sharing the responsibility of raising
a family.
Back to the beginning, only my husband worked, not me. I felt kind of the family not balanced
if I always stayed at home. I should help him. That’s another reason back to work. (WM4)

5.3.2.3 Standard of living
Twelve participants believe work provides them with a certain standard of living. Work makes it
possible for them to have a certain lifestyle. It can be as essential as “a roof over your head”
(WM8), or something more ambitious, such as having a big house (WM10 & WM20) or a
“desirable lifestyle” (WM11).
5.3.2.4 Organisational culture
Organisational culture refers to the traits of a participant’s work environment, which includes
“organizational traditions, culture, and customs” and “management expectations and norms”
(Consiglio et al. 2017, p. 410), matching the work value factors of conformity and tradition under
the conservation high-order values. Two participants consider a favourable culture to be
motivational. WM3 regards a good organisational culture to be the third reason for her job
decisions, while WM11 is deliberately seeking the right fit between her and the organisation.
5.3.2.5 Job security
Job security was mentioned by only two participants as part of the extrinsic work values. For
WM8, job security has “always been a problem” in her work. In the case of WM11, she is the
main breadwinner for her family and is therefore concerned about the security of her job and her
income.

5.3.3 Social work values
Schwartz’s social work values include “contact with people and contribution to society”
(Schwartz 1999, p. 43). In this study, work not only allowed participants to contribute to
organisations, clients, or the community as a whole, but was also a venue where participants
socialised and established people relationships. Relationships with their managers were central,
as were relationships with others at work, such as subordinates and peer colleagues in their
organisation, and clients. Table 5.5 lists the social values reported by the participants in this study.

138

Table 5.5 Identified social work values by participant count
Schwartz’s higher- Schwartz’s work- Schwartz’s 10
order values
values dimensions work-values factors Work-values item
Self-transcendence Social (38)
Benevolence
Contribution to society
Universalism

Participant
count

Socialisation
Relationships with others at work
Relationship with manager

15
12
6
5

5.3.3.1 Contribution to society
Fifteen participants reported that work was a way for them to give back to the community and to
help others, which included the organisations they work for, the people they serve or help through
work, the general community, and the Australian nation. This work value extends beyond
benefiting themselves or their family to the welfare of the wider public.
My own feeling of… not necessarily belonging, but having something important to contribute
to society, I guess. (WM1)
From my experience, I always helped people as a lawyer. I’m thinking about – I still have the
capability to do something for this country. I love it here. I’m very lucky – one of the lucky
ones. So, I think about I should do something for this country. (WM4)
I just feel I need to help them … help my clients, because they can’t fight for their right. They
don’t know – they can’t, like – live independently in the community area. So, we need to
support them. (WM17)

5.3.3.2 Socialisation
Twelve participants reported that the social aspects of work are important reasons for their pursuit
of work. Work meets participants’ social needs to meet people other than their family.
I prefer to be more social and more interactive, and work gives me that sort of interaction
where you meet different types of people. (WM6)
Basically, we kind of, like, build our own social network. We definitely need to know someone,
talk to someone, outside of the family. (WM13)

5.3.3.3 Relationships with others at work
Six participants reported that having relationships with others at work was a motivation to work.
This work value includes relationships with other workplace stakeholders, such as colleagues and
clients, other than participants’ managers. As WM8 says, “Your relationship with your colleagues
is one important thing.” In the case of WM20, she developed friendships through her work.
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When I was younger, my background was quite varied but predominantly sales. And that was
very, I mean, very customer-facing, and meeting a lot of different types of people. ... And a lot
of those I made lifelong friends over the years from that perspective. (WM20)

5.3.3.4 Relationship with manager
The relationship with a direct manager was singled out by five participants as a key work
motivator. These participants consider managers to be “the people you interact with the most”
(WM8). Therefore, a manager’s trust and support directly influenced participants’ work.
I get my motivation from how supportive my supervisor is in terms of overall communication,
like you need to be able to say whatever you like or don’t like in a person up front, right. I
need that. (WM9)

5.3.4 Power work values
Schwartz categorises “prestige, authority, influence” as work values under the power dimension
(Schwartz 1999, p. 43). Meanwhile, “achievement, advancement, status, recognition” also fall
into the same prestige dimension (Ros et al. 1999, p. 56) because they demonstrate “personal
success” and “competence according to social standards (Successful, Capable, Ambitious,
Influential)” (p. 52). In this study, three power values were expressed by participants, as shown
by Table 5.6.
Table 5.6 Identified power work values by participant count
Schwartz’s higher- Schwartz’s work- Schwartz’s 10 workorder values
values dimensions values factors
Work-values item
Self-enhancement Power (21)
Achievement
Recognition
Achievement
Power

Participant
count

Prestige

8
8
5

5.3.4.1 Recognition
Eight participants mentioned they are motivated by recognition received for their work;
recognition could come from their managers, colleagues, organisations, or the community – both
formally and informally.
And she [the participant’s manager] constantly gives me, like gift voucher, things to
compensate; yeah, so sending me very nice, sweetie emails. … Just recently during our
performance review, she actually gave me “superior contribution”. … I think it’s the highest
level. (WM12)
For the last nine years, I would say it’s more like whether your performance or your hard
work at workplace is recognised. If your work is recognised properly, you would feel like, you
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know, it’s self-satisfied. (WM13)

5.3.4.2 Achievement
Eight participants reported that achievements were a work value for them. They feel motivated
by completing an impactful project, delivering work results, or simply fulfilling daily work
activities. One participant described her feelings of achievement embedded in her ordinary, but
meaningful, workdays.
I feel fulfilled every day, although I feel I’m busy, but I’m busy and meaningful – very
meaningful, busy days every day. Better off you know you got so much going on today, you
got so much to do, and at the end of the day, you know you have achieved something for the
day – if not all but some, and then you know that there is another day for you to continue on
to do something – so that’s how I feel that I have something to look forward to each day.
(WM16)

5.3.4.3 Prestige
Research participants were modest when talking about the power work values, and only five
participants touched upon their advancement and position status.
When I was a young girl, I was very... um, what’s the word, ambitious. Career was very
important to me; getting to a certain level was very important to me. … You know, I got to the
levels where I wanted to be in my career. (WM2)
I think the last couple of years since I had the two kids, my career has really progressed a lot
and myself has stepped up. (WM13)

5.3.5 Summary of identified participants’ work values
Whether measured by frequency of mentions or by participant count, work values can be
measured and ranked based on their priorities and importance to individuals (Schwartz 1999). A
common finding is consistent across the identified work values in this study – that is, the intrinsic
work values were the most reported, followed by extrinsic and social, with power being the least
mentioned.
In short, for these women managers, intrinsic values are a major driver for them to work,
consistently among both immigrants and local-born participants (Meares 2010). Given their
managerial and professional positions, these participants represent a typical middle-class group
(Dyer et al. 2011; McGill-O'Rourke 2012; McIntosh et al. 2015; Pringle et al. 2017). Money is
still important and was frequently mentioned by participants but often in relation to the purpose
of providing for family or children. These women managers have an emphasis on the social values
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as well, which refer not only to their socialisation needs and workplace relationships but also to
the contribution they make to society through their work. However, power comes last in the workvalues dimensions, which is somewhat unexpected, given that participants are all in managerial
positions.

5.4 Overview of participants’ WLB meanings
This section presents an overview of the WLB views expressed by participants. The purpose was
to explore what WLB means in real life from the perspective of participants – that is, their own
definitions. The main finding is that there are multiple definitions of WLB among participants,
corresponding to Reiter’s four typology categories (Reiter 2007). Moreover, the participants’
WLB meanings were not static; rather, they varied according to the specific circumstances or
stage in their work or personal lives.
A clear discovery in the WLB investigation reported here is that participants tend to hold multiple,
sometimes even self-contradictory, views of WLB. More than half of the participants (n=12)
expressed more than one view of WLB. One participant reported four differing views of WLB;
five participants reported three varied WLB views each, and six participants reported two views
each. Table 5.7 presents a summary of all the reported WLB meanings under the nine themes
identified in this research.
Table 5.7 Participant-based WLB meanings
Both equally Work–life
important
separation
WM1
WM2
WM3
WM4
WM5
WM6
WM7
WM8
WM9
WM10
WM11
WM12
WM13
WM14
WM15
WM16
WM17
WM18
WM19
WM20
Subtotal

1

1

1
1
1
1

6

Family- Work comes
Time
Internal Stress
oriented first
Flexibility Prioritisation management balance management Subtotal
1
1
1
1
1
1
3
1
1
1
1
1
1
3
1
1
1
1
1
3
1
1
2
1
1
2
1
1
1
1
4
1
2
1
1
3
1
1
1
1
1
1
2
1
1
1
3
1
1
2
1
1
2
6
6
5
3
4
4
3
2
39
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The categorisation of participants’ views within Reiter’s (2007) WLB framework can be
illustrated in Table 5.8. Based on participant count, WLB definitions are concentrated in the
absolutist (n=12), exceptionist (n=11) and situationist views (n=11), with subjectivist least
supported (n=5). Moreover, participants are almost equally divided regarding whether moral
values can be applied in all situations (absolutist, n=12) or whether each situation needs to be
considered individually (situationist, n=11). These participants mostly believe that good WLB
outcomes are possible, but their opinions differed regarding how this might be achieved.
Table 5.8 Categorisation of participants’ themes within Reiter’s framework
Reiter’s category of
Participant
Themes
Participants
WLB definitions
count
Absolutist
Both equally important WM3, WM6, WM11, WM12, WM13, WM14
6
Work–life separation
WM6, WM7, WM9, WM15, WM17, WM19
6
Exceptionist

Family-oriented
Work comes first

WM1, WM5, WM9, WM11, WM13, WM18
WM4, WM8, WM17 WM18, WM20

6
5

Situationist

Flexibility
Prioritisation
Time management

WM2, WM10, WM12
WM6, WM8, WM12, WM14
WM3, WM14, WM18, WM19

3
4
4

Subjectivist

Internal balance
Stress management

WM10, WM16, WM20
WM3, WM8

3
2

A radar chart visually illustrates the category directions in Figure 5.3, which depicts the three
relatively high WLB views (absolutist, exceptionist, situationist) versus one clear, low category,
subjectivist. The findings suggest that these women managers believe there is a balance that can
be achieved through the application of rules and principles, and that individual’s personal values
have limited influence on WLB because there are often other stakeholders and contexts. In the
next sections, participants’ WLB views are presented in more detail according to Reiter’s four
categories (Reiter 2007).
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Figure 5.3 Radar chart of the four WLB categories in this study

5.5 Specific WLB meanings in this study
In total, nine themes of WLB meanings can be identified among the participants based on the
relationships described between work and life roles and the nature of WLB reported. Figure 5.4
displays these nine themes within the adapted Reiter’s framework (2007) from Chapter 2 (see
Section 2.5.2, Figure 2.1). Participant count is marked on each theme within the WLB views. The
four themes of WLB meanings on the left side of Figure 5.4 centre around balance as the
relationship between the work and nonwork areas of life. These views are based ideologically on
beliefs that assume low relativity between situations. The five themes of WLB meanings on the
right side of the figure are based ideologically on beliefs that assume high relativity between
situations.
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Figure 5.4 Placing the nine themes of WLB meanings within Reiter’s typology

5.5.1 Absolutist views of WLB
The absolutist views of WLB meanings defer to the belief that there are “universal rules” or “a
‘right’ formula for balance”, which is inclined to lead to the idealist stance that “with the right
conditions, the desired outcomes can always be achieved” (Reiter 2007, pp. 274-275). Under the
absolutist category, two themes of WLB meanings are identified – (i) both equally important and
(ii) work–life separation – which define WLB either as an equal division or as a rigid separation
between work and nonwork domains.
5.5.1.1 Both equally important
Six participants claimed that, for them, WLB means trying to treat both work and life as equally
important – that is, not giving special emphasis to one or the other, nor losing sight of either of
them. Their focus is to make sure both areas are looked after evenly, not to focus on one at the
cost of the other. In this sense, balance means “giving equal time to both and not giving priority
one over the other” (WM6) by acknowledging that work and nonwork life are both important.
WM13 interprets her WLB view from a role perspective, and considers growing her roles equally
both at work and in the family to make her complete as a woman.
5.5.1.2 Work–life separation
Six participants expressed the view that WLB means work–life separation. Ideally, they would
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like to separate their work from their nonwork life as much as possible, by time and/or location
compartmentalisation. For them, WLB means limiting work hours to a certain range during
workdays and keeping work at the office, not mixing work with their personal lives. As WM19
says, WLB means to keep work to “9 to 5” and “what you do at work stays at work and doesn’t
come home”. Another participant explains her view.
I think for work–life balance would be that when I’m at work, I’m fully dedicated to work,
and when I come home– I want to have that compartmentalisation of my day in terms of I
have a few hours or a major part of my day working for 9 to 5 or 6 into work, OK, and once
that is over, I look at– When I come home back, I look at being part of the family, looking
after the kid, and the husband, and the home. (WM6)

5.5.2 Exceptionist views of WLB
The exceptionist views of WLB mean sticking to the doctrine of utilitarianism and to “seek to
reflect the greatest good for the greatest number” (Reiter 2007, p. 275). Participants expressing
the exceptionist views tend to use “moral absolutes to guide judgments” regarding the meaning
of WLB (Reiter 2007, p. 277). Their WLB views are of a simple, pragmatic nature to maximise
one or the other in the work and nonwork relationship, regardless of individual situations.
5.5.2.1 Family-oriented
Six participants expressed their meaning of WLB as heavily focused on the family side of their
lives. For participants with the family-orientated view, when it comes to decisions relating to
WLB, family always comes first. Their purpose in working, their level of happiness in their life,
or their satisfaction with their WLB are all subject to their family’s wellbeing and especially to
how well their children are doing.
The family-oriented WLB view can be illustrated in participants’ own words. For example, WM1
interprets the meaning of WLB to her as “me working and my children having a life”. She
considers that “my children are happy” is her “ultimate goal” for WLB. She says, “It really means,
work–life balance mainly means being able to invest in my children.” Her children always came
first in her job decisions. She works in order to “pass on the life torch” to her children. In the case
of WM9, as a newlywed without children, she focuses on spending time and building relationships
with her husband’s family and friends. For her, she would always put family before work. In
situations where she needs to make a decision between the two, “I do not think twice,” she says.
5.5.2.2 Work comes first
The view that work comes first was expressed by five participants, but at different stages of their
career and personal life. Two participants (WM8 and WM20) always put work as their first
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priority because they are single and have ambitious career goals. Three participants put work first
for a limited period only, such as during a specific career period or stage, when stepping up to a
higher position or when changing to a new job; examples include WM4, WM17 and WM18.
WM4 used to be a criminal lawyer, which required her full dedication during that period of her
career. “Some profession you have to put 100% your time, your energy, everything in there. You
can’t look after your family,” she says. In the case of WM8, who is single, WLB for her means to
put work first as she does not have a family.
If you are by yourself, you somehow end up prioritising work above everything else. … I
sometimes do end up prioritising my work above other things and I do realise that the more
you get into work, and the more ambitious you are to get higher up in the hierarchy, it’s work
takes the first seat. (WM8)

5.5.3 Situationist views of WLB
The situationist views of WLB are based on high relativism and low idealism, which “advocates
individualistic analysis of each act in each situation” (Reiter 2007, p. 278). WLB meanings
associated with the situationist stance tend to emphasise individual and situational variables;
therefore, these WLB views are fluid and subject to circumstances.
5.5.3.1 Flexibility
For three participants, the essence of WLB means having flexibility at work. Flexibility allows
them to attend to children or family emergencies and to take time off work or adjust work time
easily. Flexibility for these participants means having flexible work hours, flexible starting or
finishing times, working from home or accessing leave easily when needed. For example, in the
case of WM2, she is a single mother and works full-time. She considers “flexibility is the most
important thing” in the whole meaning of WLB.
5.5.3.2 Prioritisation
Four participants claimed that, for them, WLB is an art of prioritisation according to
circumstances. For them, WLB does not always mean always having the same priority, work or
life. Instead, it means having a situationally adaptive approach. It also does not mean that work
and life can be clearly divided or separated. WLB means they need to constantly judge the
demands of both work and nonwork and decide which takes priority in certain circumstances.
I don’t believe we are in an age where work and personal life can be kept separate. Somehow
in what I do, it just, it just overlaps. But it’s more about prioritising it, depending on the
situation and time. (WM8)
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5.5.3.3 Time management
Four participants regard WLB simply as a matter of time management. They believe, regardless
of whether or not they have flexibility at work, the total amount of work time and timing of work
hours matter.
I think it is how to manage the time between work and life. So, for example, I think this work
is flexible, so I can look after kids when they are sick. I can work from home. But the thing is
when we work many hours, long hours or all the weekend, we lost the family – we lost the
family connection time during the spare time, so this is not kind of balance. (WM3)

5.5.4 Subjectivist views of WLB
The subjectivist views of WLB rely on “moral evaluations” and “individual’s desires” to judge
WLB, which reflects a high relativism stance of “as long as they are with happy with WLB,
nothing else matters” (Reiter 2007, p. 275). Reflected in participants’ views in this study, the
subjectivist WLB meanings tend to be based on subjective, psychological evaluation and personal
feelings, which is represented by the themes of internal balance and stress management.
5.5.4.1 Internal balance
Three participants expressed their view of internal balance as the meaning of WLB, which refers
to the fact that work brings balance through satisfaction. Hence, it is labelled “internal balance”
as it implies the balance is an internal state derived from the work itself, and does not include the
nonwork domain. Participants expressing this WLB view believe that “work gives me balance”
(WM10). A statement from another participant explains well how she interprets this internal
WLB.
I feel that I have got some kind of balance in the work that make me feel that work is not just
to earn money, and not just to do a job, it’s something that can be very rewarding. ... So not
only just you put in efforts, but also you are getting something. So, I think that is a balance.
… But to me, the rewarding part of all achievement – whatever you have achieved – that gives
me a lot of satisfaction. The satisfaction is where I get my balance from. ... That satisfaction
contributes into the balance. (WM16)

5.5.4.2 Stress management
For two participants, WLB is about how to manage the stress associated with work and nonwork
responsibilities. WM8 believes that “stress is part of the job in whatever you do”, and she
emphasises the importance of managing the feeling of stress in order to achieve balance. WLB
becomes a matter of executing stress management. As one participant says, “So my work–life
balance is how you manage the work and life together and how you manage the stress between
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them.” (WM3)

5.5.5 Concurrent WLB meanings by individual participants
Multiple views on the meaning of WLB were reported by individuals. For example, WM3 thinks
that both work and life are equally important, but she also believes that WLB is a matter of time
management and stress management, which is a highly relative view of WLB as opposed to the
absolutist view of both being equal. Similarly, WM6 reported multiple views of WLB. She is a
strong advocate of the concept that both work and life are equally important, but she also
acknowledges that there were situations in which she would prioritise family over work
temporarily, suggesting a more situationally defined view of WLB.
It could be times when one goes a little higher than the other but those would be – I’ll give
family more importance than work in that sense, but as long as you keep both in balance, that
will be my work–life balance. (WM6)

For some participants, the seemingly self-contradictory views of WLB reflected their different
perspectives and shifting priorities at specific times. In the instance of WM12, her general view
of WLB is to treat both work and life as important and to focus on achievement in both areas. She
says, “Work–life balance means, you know, having a really good balance between the needs from
my family and also career developments.” For a certain period at work, she enjoyed great
flexibility, which was the theme of her WLB view during that time. However, later, in a different
business unit, she suffered burnout for several months because of reduced staff in her team, which
harmed her family relationship and changed her view of WLB. Her meaning of WLB evolved to
mean prioritisation, as she had to make constant decisions to juggle through various situations. At
the time of interview, she assumed the family-oriented view of WLB after all these changes.
I think I get more satisfaction of the time that I spend with family. Hmm, if I didn’t do that,
not to my satisfaction, I think I’ll ... I would be stressed. I think I’ll be stressed for not doing
that. … I’m not stressful about work but stressful about the things I missed in my personal
life. I’m no longer willing to sacrifice family time a lot to compensate work. (WM12)

For other participants, different WLB meanings would occur to them in a repeated, and sometimes
overlapping, manner. As an example, when WM18 had her first child, she possessed a familyoriented view. She says, “Those days for me, career was nothing. For me, family thing was
family.” Then when she changed to an on-call job at a service company – in fact, every time she
changed to a new job – she had to put work as the first priority. She says that at those times, “work
becomes so crucial” that family had to go “a bit behind”. Later, when her second child was born,
she shifted back to focus on family again. Now that her children are adults, she can resume
prioritising her career development. She also expressed the view that WLB is about “time
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management”. In a general sense, she says her WLB always comes down to the crucial issue of
time shortage to do it all, because “there is not enough time”.
The coexistence of multiple WLB meanings demonstrates the complexity of the WLB
phenomenon. No single definition can cover the multiple perspectives on the meaning of WLB.
What constitutes WLB varies between individuals; although, among this group of women
managers, there is a high tendency towards idealism. Meanings of WLB adapt to changes in
response to life or career stages for the same person. For some participants, they have multiple
views of WLB, which coexist, transfer in sequence or evolve circularly.

5.6 Participants’ self-reported satisfaction with their WLB management
Participants were asked to comment on their satisfaction with their WLB. The majority of
participants responded positively about their WLB status. Table 5.9 shows a breakdown of their
responses on self-reported satisfaction with their WLB management.
Table 5.9 Perceived success of WLB management
Total
Yes
Yes most of the time
Yes sometimes
No

%
12
1
3
4

60%
5%
15%
20%

The overall picture looks fairly positive. Twelve participants indicated that they felt satisfied with
their WLB. One participant said she was satisfied most of the time, and three replied that they
were satisfied only sometimes. Four participants were not satisfied with their WLB. In total, up
to 16 participants, or 80%, regarded themselves as satisfied or somewhat satisfied with their WLB
management, and only 20% reported themselves to be dissatisfied.
Interestingly, there is no identifiable relationship between participants’ views of WLB, whether
singular or multiple, and their self-reported satisfaction with their WLB. Similarly, there is no
identifiable relationship between individual participants’ work values and their self-reported
satisfaction with their WLB. This is despite the clear dominance of the intrinsic dimension of
work values among all the participants and the generally high idealism of their collective views
of WLB. Instead, the congruence between the values of the individual women managers and their
contextual stakeholders appears to better explain their WLB experiences.
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5.7 Reported critical incidents in participants’ WLB experiences
During the one-on-one interviews, participants were asked to recall critical incidents from their
WLB experiences with both positive and negative outcomes. The value of critical incidents lies
in the description of what a positive or negative WLB experience looks and feels like. Critical
incidents allow an inside peek into the phenomenon that could not be gained from general
enquiries. In this study, critical incidents were used to reveal the interpretation of WLB
experiences and identify stakeholders or actors involved in those experiences. For example,
WM18 told the experience of her second maternity leave as an example of negative WLB. Her
unease during the “idle” weeks before the baby’s birth felt strange and unusual to her.
I felt very guilty when I was at home. Just to give you an example. … I took two weeks off just
before giving birth. And I thought, “Oh my god, I think what I can finally sit and relax and
everything.” So, my husband and son, son went to childcare and my husband went to work,
and then I thought I did some pending work that was at home getting everything ready. And
afterwards, after I did everything, after two to three days, I started feeling, “Oh my god,
everyone is going to work … rushing in the morning, getting ready, and going to work. What
am I doing? I am so useless. I’m not doing anything. I’m just sitting and wasting my time.”
And that’s my annual leave. It’s my maternity leave. But I felt so guilty for the first few weeks.
(WM18)

The specific example that WM18 gave of a negative WLB experience exactly matches her earlier
statement about the value of work to her and explains the impact of her own work values on her
WLB experiences. WM18’s feelings are a reflection of her view on women working and her work
values. Earlier in the interview, when asked why she works, she replied:
I feel, you know, if women sit idly at home, they are not contributing anything. There is not
much you can do – after the housework, you are bored. And I think, to put it this way, if women
are kept busy, it’s a lot better. (WM18)

Critical incidents are unique, individual and context-specific. However, when pooled together,
such as in this study, they allow the researcher to identify commonalities across incidents and
across individuals (Ruiz, Carlos E. et al. 2013), and to reveal reasons for individual actions (Chell
& Pittaway 1998).
Bott and Tourish (2016) state that critical incidents can be classified based on frequency of
occurrence, and they propose four incident types based on typicality: typical, atypical,
prototypical and archetypal. This study adopted a more simplified classification with two types
of incidents: typical and critical. The typical incidents represent those more repetitive and regular
events reported by participants (Bott & Tourish 2016) that also do not capture specific rich
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contextual or sequential details.
In total, 138 incidents were reported. Of these incidents, 111 are identified as “critical” and 27 as
“typical” incidents, as listed in Table 5.10. The 27 incidents that were considered typical occurred
frequently and lacked contextual and situational details. For example, an incident considered
“typical”, reported by WM15, was that she was able to “always attend my daughter’s school
activities”. She did not specify which school activities, when they happened, what work
arrangement were made at the time, or who else was involved in the situations. Therefore, typical
incidents were not included in the analysis of WLB experiences.
Table 5.10 Reported WLB incidents: Critical vs typical

Critical incidents
Typical incidents

Negative WLB Positive WLB Subtotal
71
40
111
18
9
27

Total incidents

89

49

138

Of the 111 critical incidents, 71 were negative WLB experiences, and only 40 were positive
experiences, as shown in Figure 5.5.

Figure 5.5 Critical incidents of WLB experiences: Negative vs positive
These critical incidents were further classified into three categories according to the source of the
direct trigger and the primary reason for those experiences: work-initiated, nonwork-initiated or
entwined. This corresponds to other WLB research that work domain causes most WLB conflicts
for people (Dyer et al. 2018). As Figure 5.6 shows, work-initiated critical incidents took up the
majority of negative WLB experiences (75%), but only a modest portion of the positive WLB
experiences (25%). Critical incidents initiated as nonwork or entwined together contributed more
than twice as many positive experiences as negative experiences for these participants’ WLB.
Overwhelmingly, nonwork WLB critical incidents make up a large portion (35%) of positive
experiences for WLB, even though this domain includes home, family and children, which are
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areas most often cited as causing problems for women’s WLB (Eby et al. 2005; Uppalury &
Racherla 2014). Of particular note are the entwined critical incidents, which represent the largest
portion (40%) of positive WLB experiences – that is, work and nonwork reasons interacted to
initiate positive WLB experiences.

Figure 5.6 Critical incidents of WLB experiences by domain

5.7.1 Work-initiated critical incidents
With participants’ WLB critical incidents triggered by the work domain, negative WLB
experiences were far more complicated than the positive experiences. In Table 5.11, these two
types of work-initiated experiences are compared. For these participants’ WLB, the work domain
caused more than five times as many negative experiences as positive experiences.
Table 5.11 Work-initiated WLB critical incidents: Negative vs positive
Work-initiated Negative WLB
Subcategories
Difficult manager
Workload & work hours
Job status change
Health & safety related
Other work relationship
Recognition

Critical incident
count
13
12
10
9
7
2

Work-initiated Positive WLB
Subcategories
Work achievement & recognition
Australia's WLB culture
Manager appreciation

Critical incident
count
8
1
1

The most commonly reported influence on negative WLB experiences is difficult managers –
participants’ direct supervisors – suggesting that this is an area for direct intervention to improve
WLB. Negative WLB experiences in this sub-category were reported as managers rejecting
participants’ leave requests (e.g. WM10) and refusing to allow working from home (e.g. WM18).
In the case of WM13, her manager was only concerned with “deadlines, deadlines” and she
became so upset that she eventually quit the job after a terrible experience.
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I remember that it was my birthday, and I have colleagues – they say, “Well, we celebrate
your birthday after work.” So, they went to the restaurant earlier. And I was there. I was
thinking it’s only another 10 minutes work to get the job done. But the system was down.
Before I finished everything, the system was down. And I told my boss. I said, “The system
was down. Can I come over tomorrow morning and then finish the report?” He said, “No,
you stay here. Wait until the system is back.” I said, “Today is my birthday. I got friends, you
know, colleagues actually waiting for me.” He said, “I’m sorry. But I need the job done
today.” So, if I remember correctly, I stayed in the office – I had to call them to cancel that –
I stayed in the office until 8 o’clock. The system is still down, until I was told by the system
technician, saying, “Go home. There is no way we can fix this today.” So, I left work without
anything done, but I wasted my time in the office for over two hours and I missed my birthday
party. That was a really bad example. And that made me make the decision that “That’s it.
I’m not going to keep going like this.” So, I quit the job and came to where I am now. (WM13)

In these examples, the managers directly impaired the participants’ ability to address the
competing needs in their work and nonwork lives. Similarly, at the organisational level, other
negative work-initiated influences on these participants’ WLB included organisational values that
demanded the prioritisation of work to the detriment of the nonwork areas of the participants’
lives, such as onerous workload – even during ill health.
I had a shoulder injury a few years ago, and I basically had to cut down my hours. The
company was very supportive on that sort of things – like you get generous sick leaves, all
that sort of things – but they didn’t take the work away from me. I still tried to do 9 hours
work, and 6 hours on my phone, and was really stressful. And you were in pain, and you were
miserable, and you going for physio for 5 minutes. That was tough. That’s probably my worst
experience. I didn’t feel very supported at all. (WM2)

In contrast, with the positive WLB experiences, the majority of critical incidents came from
reported experiences of work achievement and recognition. This is in line with the participants’
work values in the power dimension, which focuses on achievement and recognition at work. The
two positive examples comprised the highly positive WLB culture of Australia and the manager’s
appreciation for a participant’s hard work. However, few of these types of positive WLB
experiences were mentioned.

5.7.2 Nonwork-initiated critical incidents
In the nonwork-initiated critical incidents, experiences usually originated from the home domain,
with the number of critical incidents reports for positive and negative WLB experiences almost
the same. As Table 5.12 demonstrates, the majority of negative WLB examples were related to
the demands and difficulties in raising children, two were linked to the challenges of settling in a
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new country when two participants first migrated to Australia (WM6 and WM16), and one was
caused by a restless period during maternity leave (WM18) as cited at the beginning of Section
5.7.
Table 5.12 Nonwork-initiated WLB critical incidents: Negative vs positive
Nonwork-initiated Positive WLB
Nonwork-initiated Negative WLB
Subcategories
Children-related
Settling in a new country
Stress of not working

Critical incident
count
10
2
1

Subcategories
Family achievement
Family support & recognition
Giving back to community
Australia's WLB welfare

Critical incident
count
6
5
2
1

The negative WLB experiences that arise in relation to children can be illustrated by a story from
WM5’s interview, in which her daughter started to take the bus to school on her own because
WM5 had to work. Her daughter took the wrong bus and became stranded.
Once she took the wrong bus, and then she got off and she did not know where she was. Thank
goodness she had the telephone with her so she could call me. And I asked, “Where are you?”
and she goes, “I don’t know.” And I said, “Which bus did you take?” and roughly she would
describe where she was, and I had to leave work actually to find her. She was panicking and
I was panicking as well. And at work I had to leave and I had to ask someone else to take my
position to cover me. (WM5)

The positive WLB experiences concentrated on family achievements and family support and
recognition corresponded to participants’ intrinsic work values of setting a role model for children
and to the extrinsic values of providing for family through their work. Two examples were given
by participants as giving back to community and helping others in need, which is in line with the
participants’ social work values. For the intrinsic value of providing a role model, WM13 reported
a touching personal experience.
I can feel that my kids are proud of me sometimes when they talk to their friends. Like we went
to the movie Ice Age in August with friends. And my friend, she is a stay-at-home mum. And
when my daughter talking to her son, I overheard their conversation and what she said. She
was saying, “My mummy is working full-time. And she is very busy at work. She is a
manager.” And she was like – you know, when she talked about that, you can tell that she was
really proud of that. And I feel like, oh, kind of a reward to me. You know, you work hard and
your kids really see it and set you as a model. I think that’s something I really think everything
is worthwhile. (WM13)

5.7.3 Entwined critical incidents
Unlike the previous experiences that were either work-initiated or nonwork-initiated, the
155

entwined critical incidents of WLB involved both work and nonwork domains at the same time.
Interestingly, more examples of positive experiences were reported than negative experiences, as
shown by Table 5.13.
Table 5.13 Entwined WLB critical incidents: Negative vs positive
Entwined Positive WLB

Entwined Negative WLB
Critical incident
count
Subcategories
Work-family-study
2
Work damaging family relationship
2
Sick child & work deadline
1

Subcategories
Manager support & flexibility
Breaks & holidays
Friendship from work
Work visa sponsorship

Critical incident
count
12
2
1
1

The negative WLB experiences that emanated from both work and nonwork areas combined were
both incidental and long term. A critical incident that lasted over a long period was reported by
WM18; she had undertaken further study in addition to a full-time job and her family
responsibilities. In fact, four participants mentioned taking on further study during their careers,
although only two reported related experiences as critical incidents.
To upskill myself, I had to do a specialised course which was– I started off just with two years
part-time. Then, I think I ended up doing for 3 years or 4 years. So, going to college in three
nights a week in the evening, after coming back from work. ... It was totally, totally, very, very
tiring because you’ve got an assignment, you got to hand in things, you got group assignment
… plus you got your family to look after and plus work. So, that was just a killer. So, if I have
to upskill, which means I have to sacrifice a lot more for the family. (WM18)

Meanwhile, entwined negative experiences could be a one-off incident, such as for WM12, who
once had to look after a sick child and manage a work deadline at the same time.
When my younger one was sick, and we had to send her to emergency room in the hospital.
And even in the hospital, you know, you had to wait for 6, 7 hours just to get through to see
the doctor. Even like at midnight, 2am, 3am, 4am, I had to, you know, rush off doing a report,
which was due the next day. Because I know I wouldn’t be able to turn up to work next day,
so I had to try to finalise a lot of things in midnight, yeah, just to be able to take one day off
the next day. So that’s a bad experience, definitely a very stressful one. (WM12)

The positive WLB critical incidents were overwhelmingly (75%) centred on participants’
experiences of receiving support and flexibility from their direct managers to deal with family
demands. What is common across these experiences is that they originated for family or personal
reasons but they were facilitated by flexible work arrangements with the support of their
managers, and all had happy conclusions, hence becoming memories of positive WLB
experiences.
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In the case of WM12, she had some great WLB experiences when her direct managers instigated
extra free leave for team members to accommodate their WLB needs. This allowed her to deal
with family emergencies without having to use her annual leave. One of her managers even
suggested she work from home during her first pregnancy.
During my first pregnancy, my manager at that time brought up the topic about working from
home one day, proactively. I didn’t even know that was an option because no one else from
our entire team about 50 people who actually was doing that at that time. So, he actually
brought up, “When you come back from maternity, you can probably think about having one
day working from home.” So, my immediate reaction was, “Why would he bring this up?”
[chuckle] So, I didn’t even think that’s for my benefit. But yeah, I just happily took it. And I
worked from home one day a week for the next four years, before I left that company. (WM12)

Other positive entwined WLB examples include a direct manager allowing a participant to work
from another city between Christmas and New Year to facilitate her family holidays (WM18). For
participant WM10, when her husband travelled for work and she had to take on more family
responsibilities, her direct manager helped her finish her work and allowed her shorter working
hours. “So, there you go, you need a very good manager,” says WM10.

5.8 Impact of perceived stakeholders’ values on WLB experiences:
Value congruence
To get an overview of WLB influences that are stakeholder related, the four levels of
stakeholders – national, organisational, family and individual – were separated and examined
further. Stakeholders can include entities, such as countries and organisations, or people, such as
managers, colleagues, clients, family members or the participant herself. Other WLB influences,
such as work location, job nature and workload, and status (such as being single or childless),
were excluded from the stakeholder analysis. In Table 5.14, each stakeholder that was mentioned
in participants’ interviews has been included.
Table 5.14 Stakeholders identified as WLB influences
WLB stakeholder influence
Country level
Organisational level
Family level
Individual level
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By mention By participant
10
3
129
19
57
17
19
8

5.8.1 The impact of stakeholder influences in WLB by participant
The impact of stakeholders comes down to the question of whose work values matter in WLB
experiences, and in what ways those values drive behaviours. The participants’ values are only
some of the values and behaviours that play a role in the context of WLB. Individual work values
drive these participants to pursue work, as reported in sections of 5.2 and 5.3. In the real scenarios
of WLB, various stakeholders’ behaviours and work values were described by the participants as
key influences on their experiences. Table 5.15 displays the various stakeholder levels and their
mentions, based on the accounts provided by the participants in this study.
Table 5.15 Stakeholder influences in WLB by participant: Negative vs positive
As a negative influence
Australia
Organisation Manager Others at work Husband Children Parents Myself
WM1
1
1
1
1
WM2
1
1
WM3
1
WM4
1
WM5
1
WM6
WM7
1
WM8
1
1
1
1
WM9
1
WM10
1
1
1
WM11
1
1
WM12
1
1
1
1
1
WM13
1
1
WM14
1
WM15
WM16
1
1
WM17
1
WM18
1
1
1
1
WM19
1
1
1
WM20
1
1
Total

0

8

8

4
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5

8

0

7

As a positive influence
Australia
Organisation Manager Others at work Husband Children Parents Myself
WM1
1
1
WM2
1
1
WM3
1
1
1
WM4
1
1
1
WM5
1
1
1
1
WM6
1
1
1
1
1
1
WM7
1
WM8
1
1
1
WM9
1
WM10
1
1
1
1
1
WM11
1
1
WM12
1
1
1
1
WM13
1
1
1
1
WM14
1
1
1
1
1
WM15
1
1
1
1
1
WM16
1
1
1
1
1
WM17
1
1
1
WM18
1
1
WM19
1
1
1
1
WM20
1
1
1
Total

3

12

11

6

12

9

7

7

Among the reports provided by the participants in this study, most stakeholder influences are
positive (negative = 40 counts, positive = 67 counts). This is consistent with the reports that most
participants are satisfied with their WLB. Of the influences reported at the four levels of country,
organisation, family and individual, the organisation and family levels are by far the greatest
influences on WLB, both positive and negative (negative = 33 counts out of 40 or 82.5%; positive
= 57 counts out of 67 or 85.07%).
These eight WLB stakeholders’ behaviours were described by participants in their responses to
the critical incident component of the interview questions. As shown in Figure 5.7, these
stakeholders’ behaviours had both positive and negative influences on the participants’ WLB
experiences. The blue bars on the left of the figure indicate that the stakeholder is a negative
influence; the orange bars on the right indicate a positive influence. Participants also included
their own views and behaviours in their accounts of WLB experiences; therefore, they were also
reported in this analysis as stakeholders, denoted as “myself”.
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Figure 5.7 Stakeholder influences in WLB: Negative vs positive
Ranked by participants, organisation, manager, husband and children were the top four WLB
stakeholders, either as a positive or negative influence. Organisational culture and direct
managers’ behaviours regarding work also played a significant role in participants’ WLB
experiences. Four participants – three single and one divorced – did not report on the husband
stakeholder, but almost all married participants (except WM17) reported their husband’s
influence on their WLB experiences. Similarly, children were reported as a family stakeholder by
12 participants (out of the 16 parenting participants). “Myself” and others at work were the next
most reported influences. Participants’ parents or parents-in-law and Australia (as the countrylevel stakeholder) came as the least mentioned stakeholders, but they were both positive WLB
influences only.
Australia was reported by three immigrant participants as a positive influence on WLB, but
Australia-born participants made no mention of the country’s influence. Second, five Chinesebackground participants reported, as an influence, parents or parents-in-law living in the same
household to help with housework and raising the children. This was the only ethnic group to
report in-house elder help in this study. Third, almost all participants reported at least two
stakeholder levels or more, except WM7, who reported others at work as her only WLB influence,
which included her subordinates and clients. The next section will explain how the value
congruence of these stakeholders impacted participants’ WLB, using some specific participant
examples.

5.8.2 At the country level
Australia as a country was reported only as a positive influence on WLB experiences. The
country’s work values are reflected in the family-orientated national culture, worker entitlements
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for sick leave and annual leave, and unemployment benefits offered by the government. WM14
says, ‘I think we are lucky in Australia because everyone got the annual leave. I think the work–
life balance is quite balanced in Australia.’
WM6 also spoke positively about Australia as a country with a strong WLB culture. Based on her
own experiences, she provided comparisons with other countries that showed Australia’s
influence to be favourably positive. WM6 commented on multiple aspects of the characteristics
of the Australian work environment and the ways in which it contributed to a well-rounded,
balanced work and life experience for her. “Overall, I think in Australia I feel I do have a lot more
work–life balance than I had probably in my previous life,” she says.
At work, WM6 often interacts with colleagues from Singapore and Hong Kong. She observes that
people from these two countries tend to sit at work late until 7pm or 8pm. However, she says that
as an Australian, she can stand up and “say no” to defend her WLB.
There are times when they call us, they expect us to be there too. And we tell them, “No, this
is Australia. We are not. We have work–life balance here. We have to go.” And then they
don’t understand. Then we said that, “You got help at home. We don’t have it here.”
So, I think the understanding in Australia is that you don’t have that. I think the work–life
culture is more strong and balance is more strong in Australia. … As Australians we can
really stand up and say that you don’t do it here. (WM6)

When compared with her time in Dubai in the United Arab Emirates, WM6 comments that despite
a comfortable life and the high-flying career she had there, she felt it was not a good environment
in which to bring up her son. Because of the hot weather, all activities there are held indoors, such
as indoor cricket, indoor swimming and indoor skiing. “It’s all artificial,” she says, “It is not given
to you as natural.” In contrast, Australia provides a natural, outdoor lifestyle, which has positive
effects on people’s overall health and happiness.
I think that’s what the government is also looking at that in Australia. There is more emphasis
on, you know, having more parks, you know, having families go for picnic outside, more
outdoor activities. It’s more because you have less other issues of being lonely or depressed
or having more ill health. So, I think it has lot of other roll-on effects. If you have a good
work–life balance, it brings a lot of happiness within the country. (WM6)

She comments that in populated countries such as India or China, space and resource constraints
could restrict people from fully developing themselves, even though they themselves or society
wanted them to do more. Whereas, in Australia, things are abundant. “We are really blessed to
have a large land with less population so that gives room for opportunity,” she says. She
concludes that moving to Australia was “one of the best decisions we did” for the future of her
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son.

5.8.3 At the organisational level
An organisation’s cultural attitude towards WLB and work arrangements had huge impacts on
participants’ WLB experiences. As a positive influence, the organisations are workplaces, which
provided flexible work arrangements, offered generous leave schemes, understood and valued its
employees, and demonstrated a WLB-friendly company culture. When WM6 reflects on the
culture of her organisation, she says:
I think the understanding is there across every level of organisation, whether you are the CEO
of the bank, or whether you are the line manager, it’s very clear everyone needs to go home
and do their part. (WM6)

As a negative influence, some organisations tended to have an aggressive culture, emphasising
work outputs and deadlines while paying little or no attention to work flexibility. As WM11 states,
her company was under-resourced, and she had to do extra work hours to cope.
It was the culture of the organisation: had very high expectations, and – but they didn’t match
that with resourcing. So, it meant that someone had to deal, you know, someone had to do it.
It couldn’t always be done during office hours. (WM11)

At the organisational level, participants’ direct managers were reported as the most significant
stakeholder influencing WLB experiences. As one participant puts it, “Your supervisor can make
or break your career” (WM9). As a good influence, an understanding manager usually allows
work time flexibility, supports working from home, accommodates staff’s family emergencies,
helps by prioritising work, gives clear directions, and creates a working team of good people.
My CEO, she is purely amazing. She very much recognises the need for work–life balance
and she is very much onto me about it, asking what I’m doing about it, which is great. (WM20)

As a negative influence, direct managers were reported as rejecting staff’s leave requests, refusing
to allow working from home, or being simply demanding and difficult to work with. For example,
WM11 had a demanding manager who had unreasonable work expectations. “It was nothing for
me to get an email for 2am in the morning. … If it was from one particular person, yes, it would
be, because that was the chief executive.” She had to respond to her manager’s emails as soon as
possible, because that was the expectation of her manager.
By frequency of mentions, direct managers were one of the most reported triggers of participants’
negative WLB experiences. This was often related to direct managers’ attitudes and authority
towards work arrangements and leave. In these experiences, direct managers demanded that
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participants prioritise work over personal matters, refused to grant lawful leave, appeared to hold
prejudices against women, micro-managed staff, and/or denied flexible work options. Clashes
then arose as a result of disagreements between participants and their managers, which led to
negative WLB experiences for participants and, in some circumstances, led to the resignation of
participants when they considered the value incongruence unsolvable.

5.8.4 At the family level
The specific family comments suggest that the alignment of work values between participants and
their husbands – that is, value congruence – led to supportive behaviours, and non-alignment led
to unsupportive behaviours.
As a positive influence on WLB, husbands were reported to not only understand and support
participants’ work commitments but also to share the family responsibilities, in particular the
housework and care of the children. For example, WM12 commented that her husband “helped
me prioritise and gave me clear directions” in her career development. WM9 reported the
influence of her husband in her WLB management, as “he has been very understanding of my
situation, trying to help me manage the situation.” In the case of WM5, “He’ll come home and do
the housework as well. So, we are sharing the load as well.” For WM13, she was pleased to find
her husband “actually gets himself more involved in with the kids and with the chores” when she
works late.
The negative influence of family, specifically husbands, on WLB had more to do with their
absence than with anything else. For example, husbands had to travel for work, either for short or
extended periods (WM10 and WM18), or they were unable to help because of their own long
work hours or shift work (WM1). However, there were instances of husbands contributing to the
WLB difficulties directly, such as in the case of WM12.
From the family stakeholder point of view, WM12’s husband played a significant role in her WLB
experiences, which varied during different periods of her working life. When her team lost two
staff, WM12 experienced a long period of feeling unbalanced because of her workload, spanning
several months. It eventually affected her family relationships, because “they don’t see me much”,
which in turn affected her “overall happiness”. During that time, she encountered resistance from
her husband, who felt her excess work was “getting the family sacrifice”.
I don’t think, like, being at work for long hours is appreciated at home. Yeah. … I haven’t
thought about quitting the job, but my husband thought about getting me to quit the job many,
many times. (WM12)

The pressure from her husband prompted WM12 to work consciously on her WLB and to improve
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her family relationships. She took her husband’s warning as a wake-up call. She intentionally set
out to manage her work situation by talking to her manager for support, cutting back on her work
hours and ceasing bringing work home. Noticing her changed work attitude, her husband started
to worry about the opposite.
Sometimes my husband even worries about my work and saying, “Oh, why don’t you do work
at home? Do you still need to have things done?” I just say, “I’m not happy to do that
anymore.” And he feels worried, “Are you sure? Are you alright? Are you sure you’ll be fine,
or you just drop the ball?” [laughs] Yeah. I think he is genuinely still wanting me to work.
(WM12)

Children were also part of the WLB influences for parent participants, although whether children
were positive or negative influences seems to relate to the age of the children. Some participants
commented that becoming a mother definitely changed their WLB (such as WM1), especially
when children were young and needed extra time and care, or when children were sick.
Before children, I had no issues because it was very selfish time. I think, oh my gosh, I can’t
believe I ever was tired or worrying about getting from place to place, or getting things done.
(WM1)

Sometimes, the negative influence on WLB was the associated stress and the sense of not being
able to do enough for their children because of their full-time work commitments (such as
WM19).
Again, the alignment between the values of participants and their children – that is, once the
children were old enough to have acquired such values and understanding of their mother’s
work – led to positive WLB experiences. The families’ behaviours were supportive of the
participants’ WLB, by valuing the work of the participants. For example, some parenting
participants reported that their WLB improved when the children grew older. As WM11 says,
“And on a day-to-day basis, as the boys got older, they had to take up more duties around the
house. … They are good kids. They just always understood.” In the case of WM17, her older son
not only took care of himself but also helped look after his younger brother. “So, this is a bit
helpful,” she says.

5.8.5 At the individual level
Seven participants reported themselves as positive or negative influences on their own WLB. The
positive influences they reported included their personalities, being organised and being aware of
their WLB needs. Participants reported that these characteristics helped them to stay positive and
proactive in managing their WLB situations. For example, WM4 says she managed through
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challenging times because “my personality is quite strong”. For WM1, her strategy for dealing
with WLB was self-organisation and planning: “Meal preparation, making sure the groceries are
done for the week, planning out when we are going out to eat, planning out what we are going to
wear.” In the case of WM12, she took proactive initiatives to do something about her WLB.
I started to address issues with senior management and then I started to, you know, express
my concerns with the family, and I started to consciously work on work–life balance. (WM12)

Others reported the negative influence that they themselves had on their own WLB, including
their own behaviours in prioritising work over nonwork areas of their lives. Sometimes a
participant would push herself too much at work, neglecting her personal life. As WM20 says, “I
did give up having a family for it. That’s probably a big thing.” She admitted that she had chosen
to prioritise work and did not make time for having a family.
WM4 is a unique participant because her only negative WLB stakeholder is herself. She is an
example of how personal work values can drive different WLB experiences. She had some
extremely difficult critical incidents that were life threatening, such as two serious car accidents
due to lack of sleep caused by excess work. She blamed herself for running into such horrible
situations and for neglecting her family. When she worked as a criminal lawyer, she nearly lost
her family. She had a fragile relationship with her husband during the first seven years of their
marriage because she was fully devoted to her job. Her husband almost raised their son by himself,
while she was dedicated to her work and had no idea of how her son “grew up, nothing, almost
nothing.”
She then decided to withdraw completely from all that “after 16 years very stressful criminal law
lawyer”. She quit her job, went back home and then moved to Australia with her family. For the
first four years in Australia, she stayed at home and did not go out to find a job, until she felt
“spiritually lost” again. Eventually, she stepped out of her home and resumed full-time work. She
is now a house leader in a disability care home and is building a successful career again. Along
her work–home–work journey, she herself drove the various WLB situations and made choices
based on her values at the time. She attributed her career turnaround to her “strong personality”
attached to work, which is a testimonial to her self-concordance.
When examining the results across participants, two ethnic immigrant groups stand out, that is,
participants with an Indian or a Chinese background, due to the high concentration of participants
sharing these two ethnic origins: eight Chinese immigrants, and four Indian immigrants. Based
on the cultural values of Schwartz’s theory (Schwartz 1999), India and China are located similarly
on the high hierarchy dimension direction. However, Indian immigrants in general have exhibited
a strong family-focused standing in terms of WLB views and perceptions, while Chinese
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immigrants have a tendency to prioritise work ahead family, indicating the influence from the
high collectivism culture and a competitive working environment of China (Lu et al. 2009; Peters
et al. 2016).
These cultural values are evident in some participants’ stories. For example, in the case of WM18,
she was not even able to pursue a job until moving to Australia, because of her father’s traditional
view against women working. Once in Australia, she still prioritised her family above her work,
which may be a remnant of the cultural values with which she grew up. As Schwartz (1999)
indicates, individual values are influenced and shaped by their cultural values. However, WM18
made no specific mention of these values in her WLB stories, so any determination of the role of
these values remains implicit and hidden. Similarly, most participants (17 out of the total 20) did
not mention their country values in relation to their own work values and WLB experiences.
While this seems an important consideration, especially in a country like Australia with high
immigration numbers, it seems beyond the research reported here to address this. Instead,
dedicated research into individuals’ core values and the relationship between these and values of
their countries of origin or host countries seems warranted. Do individuals change their values on
immigration or does a disjunction between the individual’s values and the values of their countries
of origin lead to migration?
For a holistic storyline of each participant in this research, Chapter 4 provides a much better
individual view of the links between social contexts and stakeholders on an individual’s WLB
views and experiences.

5.9 Summary
This chapter has presented the research findings from a cross-participant analytic perspective of
all 20 participants. Twenty-three items of individual work values were identified in line with
Schwartz’s four dimensions of work values (Schwartz 1999). Nine themes of WLB meanings
were presented following the four categories of Reiter’s WLB typology (Reiter 2007). Analysis
of WLB critical incidents revealed that multiple stakeholders and the perceived value congruence
between participants and stakeholders were key influences on WLB experiences. In the next
chapter, the findings reported in this chapter and the previous chapter will be discussed together
in relation to current literature and theories in order to draw new insights.
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Chapter 6 Discussion of Research Findings

6.1 Introduction
The two previous chapters presented the findings on participants’ work–life balance (WLB) from
the perspectives of the individuals and of the phenomena. The findings indicate that these
participants value work for a variety of reasons and that these values drive them to pursue work.
The findings also show that there is a wide variety of views of what constitutes WLB, including
that some individuals hold multiple, contradictory views. No apparent pattern was identifiable
between a person’s particular work value and their particular view of WLB. However, it does
appear that the alignment of values between an individual and their stakeholders, particularly their
immediate managers and their family, contributes significantly to their WLB experiences.
This chapter locates these findings within the current literature and extant theories (Halkias &
Neubert 2020) of work values and WLB. This is a key function of case study research, to drive
analytic generalisation from the groundwork research findings (Yin 2018, p. 38). This abductive
process can corroborate existing knowledge, identify what is unique and new in the reported
findings, and advance the conceptual and empirical understandings of WLB.
The structure of this chapter is mainly based on the three investigative research questions, and it
comprises the following five sections. Section 6.2 discusses the reported work values of women
managers and their relationship to the existing work values literature. Section 6.3 discusses the
reported WLB views of participants and their relationship to the extant literature. Section 6.4
discusses the influence of stakeholders’ work values on participants’ WLB experiences. Section
6.5 sums up how the overarching research question has been addressed. This is then followed by
the chapter summary, Section 6.6.

6.2 Why are women managers motivated to work?
As depicted in the previous chapter, 23 work values were identified in the data that was collected
from the 20 participants when they were asked why they chose to work. This section discusses
how these work values align with the extant literature and theories to explore new understandings.

6.2.1 Unique insights from this study in relation to work values
The 23 work values that emerged in this study all fall into Schwartz (1999) four dimensions:
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intrinsic, extrinsic, power and social. When individual work values are grouped together by
themes according to importance to participants, that is by count of mentions, a dimensional pattern
is explicitly formed for this group of women managers (Schwartz 1999), as shown in Figure 6.1.

Figure 6.1 Radar chart of the four work-values dimensions in this study
The prevalence of intrinsic work values among the participants matches the statement by
Consiglio et al. (2017) that women place more importance on intrinsic work values (i.e.
stimulation, self-direction and hedonism) than men, who rank power as the most important work
value (Parker & Chusmir 1992). Extrinsic work values in this study ranked second, indicating that
traditional values of work such as financial returns, standard of living, providing for family,
organisational culture, and job security are still important reasons for women to pursue paid work.
These all fall under the broad extrinsic dimension of pay, security, and conformity and tradition
(Cable & Edwards 2004; Ros et al. 1999; Schwartz 1999; Schwartz et al. 2012).
In this study, participants’ social work values (i.e. benevolence and universalism) are also
prominent, similar to the findings of Consiglio et al. (2017). The high significance of the social
values of work falls under the self-transcendence human values and reflects the emphasis on work
relationships by participants (Ros et al. 1999; Taylor et al. 2020). O'Neil and Bilimoria (2005)
point out that women are concerned about success in relationships. In the findings reported here,
these relationships include both the workplace relationships with their managers (Litano et al.
2016), colleagues and clients, and the friendships developed with these people (Wilkinson et al.
2018). As WM13 says, “We definitely need to know someone, talk to someone outside of the
family.” This study also shows evidence of relationships with clients through participants’ work.
This is a type of workplace relationship rarely mentioned in the current literature. Social
connection in the workplace is an important work value to participants and is especially
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meaningful for immigrants in their acculturation process (Taylor et al. 2020). Interestingly, only
one participant, WM11, did not report any social work values, who is Australian born. This
research is not designed to explore the comparison between immigrants and locals; however, it
does raise a point for future investigation: do immigrants emphasise more on social work values
than others?
However, given that all participants are women managers holding managerial positions, the low
power dimension may seem somewhat surprising (Finkelstein 1992). Although this might match
a common view that women value power less than men (Parker & Chusmir 1992), without a direct
comparison from men managers in the study makes it impossible to draw any conclusion. One
possible explanation could be that the lack of mention of power is because these women take the
power that comes with their positions for granted. However, this work-values dimension pattern
of women managers does provide a reference for future comparisons with other women worker
groups. A similar investigation of work values of women workers in non-managerial positions
would be useful to verify whether power drops further.
In summary, these women managers are predominantly motivated to work by intrinsic values.
Extrinsic and social values were the next most frequently (almost equally) mentioned work
values, and the least frequently mentioned was power. These findings concur with existing
literature reporting that women are intrinsically motivated to work, value social relationships and
are not highly motivated by power. They extend the current findings about the nature of social
relationships by including clients, which is also a type of workplace relationship worth further
exploration.

6.2.2 Work values: Implications for existing frameworks
The 23 work values identified in this study, point to some limitations in existing frameworks that
describe work values. Table 6.1 compares the 23 work values from this study to Schwartz’s work
values dimensions and factors (Ros et al. 1999; Schwartz 1999; Schwartz et al. 2012; Wöhrmann
et al. 2016), but it also includes the eight core work values from the works of Cable and Edwards
(Cable & Edwards 2004; Edwards & Cable 2009), in order to illustrate overlaps and gaps among
these varied existing frameworks.

169

Table 6.1 Comparison of work values
Cable and
Schwartz's 4 work Edwards' 8 core
values dimensions work values

Schwartz's 10 work
values factors
This study's 23 work values

Intrinsic

Variety

Stimulation

Professional learning & development
Role model for children
Challenges
Self-discovery

Autonomy

Self-direction

Autonomy
Flexible work arrangements

n/a

Hedonism

Satisfaction
Suiting my personality
Keeping busy
Enjoyment
Area of interest

Pay

n/a

Money
Providing for family
Standard of living

n/a

Conformity/Tradition Organisational culture

Security

Security

Job security

Prestige

Achievement

Recognition
Achievement

Authority

Power

Prestige

Altruism

Benevolence

Contribution to society

Relationships

Universalism

Socialisation
Relationships with others at work
Relationship with manager

Extrinsic

Power

Social

A quick overview indicates three areas of discrepancy in work values that differ among the
participants: hedonism, pay and conformity/tradition. Hedonism is defined by Consiglio et al.
(2017) as “pleasure in doing work, compatibility between work and one’s recreational and leisure
interests” (p. 410). Participants’ frequent mentions of satisfaction and similar as reasons for
working suggest that hedonism is a key value that warrants separate identification, such as
provided in Schwartz’s 10 work values but absent from the studies by Edwards and Cable (Cable
& Edwards 2004; Edwards & Cable 2009). In this study, there is strong evidence gathered from
participants that work provides them with positive subjective feelings such as personal
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satisfaction, matches their personal interests and personality, and gives them a sense of balance
and comfort. This supports the merit in including hedonism as a separate work value, and this
deserves further exploration.
Similarly, the findings of this study indicate that conformity and tradition also warrant separate
identification. This study combined these two values together as extrinsic values because they
corresponded to the conservation high-order values (Consiglio et al. 2017; Schwartz 1999).
However, Cable and Edwards (2004) assigned these two combined values to authority. Such a
discrepancy is worth further examination. Conformity, as described by Consiglio et al. (2017), is
“complying and adapting to management expectations and norms, sacrificing personal
inclinations to preserve organizational order”, and tradition represents “respect, acceptance, and
diffusion of organizational traditions, culture, and customs” (p. 410). In this study, “a good
company culture” is deemed by participants as a positive motivation for their work. This is
particularly the case when the organisational culture fits the expectations of the participant. As
mentioned by some participants, “culture fit” is one of the criteria for their ideal job.
Lastly, pay is another item under extrinsic work values which is not across all the frameworks.
Schwartz’s 10 work-values factors (Consiglio et al. 2017; Schwartz et al. 2012) do not mention
monetary compensation for work at all, yet this is the most frequently mentioned extrinsic reasons
for work (n=49) by the participants in this study. In fact, money, standard of living and providing
for family are among the top five most significant reasons for working, reported by participants.
There is strong evidence from this study to suggest that money warrants a separate mention in
work-values frameworks, as it is included as “pay” in the framework developed by Cable and
Edwards (2004) and Edwards and Cable (2009), and as “economic return” by Göbelová (2011).
This is an area that is unfortunately missing from Schwartz’s 10 work-values factors.
The differences observed between the findings of this study and some existing work-values
frameworks may be due to the differences between the samples used in the studies underpinning
the development of the existing frameworks and the participants in this study. When comparing
the samples of the study undertaken by Cable and Edwards (2004) with that of Consiglio et al.
(2017), there are two noticeable differences: Cable and Edwards (2004) have fewer women in the
sample, 31%, versus 44% in the study by Consiglio et al. (2017), and the former has a lower ratio
of managers, 43%, versus 60.9% in the latter. Participants in this study are closer to the sample in
the study by Consiglio et al. (2017). Women managers tend to attribute more values to the intrinsic
dimension of values, as found in the hedonism values among participants in this study.
In summary, the findings of this study suggest that the existing work-values frameworks are
perhaps best considered as in the developmental phase since the only existing framework that
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allows full representation of the findings of this study is the most generalised one, Schwartz’s
four dimensions (Schwartz 1999), which does not permit a particularly detailed view of the
findings reported here. The three work values areas of hedonism, pay, and conformity and
tradition could be further developed and clarified by future studies into work values in order to
ensure that frameworks allow for sufficiently detailed representatives of women’s work values to
be of use in both research and practical situations. However, acknowledgement of the value of
Schwarz’s four dimensions of work values (Ros et al. 1999; Schwartz 1999) as a practical and
effective system by which to evaluate people’s motivational values toward work (Ros et al. 1999;
Wöhrmann et al. 2016) should be made.

6.3 How do women managers view the meaning of work–life balance?
As presented in the previous chapter, nine themes were identified in the WLB meanings reported
in participants’ accounts. More importantly, the meaning of WLB was not static but changeable
(Aydemir et al. 2016). The study reported here demonstrates that an individual can hold one to
four varied views of WLB, which can coexist or apply at different times or in different areas of
their lives, such as in the case of WM12 and WM18.
However, despite the diversity of WLB meanings, the majority of participants consider
themselves successful in managing their WLB. This section discusses how these WLB meanings
fit into Reiter’s typology (Reiter 2007) and the unique findings of this research.

6.3.1 Unique findings related to WLB views
The nine identified themes of WLB meanings are compatible with the four categories in Reiter’s
typology (Reiter 2007), as shown in Figure 6.2 by reference count. This categorisation is based
on perceived WLB themes and each theme’s implied relationship between idealism and relativism
of underpinning values (Reiter 2007).
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Figure 6.2 Placement of WLB views within Reiter’s framework
In the findings of this study, mentions of high-idealism views about WLB (absolutist and
situationist views, n=23) were nearly 50% more frequent than low-idealism views (exceptionist
and subjectivist views, n=16). Mentions of WLB views that evidenced low relativism (absolutist
and exceptionist views, n=23) were also nearly 50% more frequent than mentions of WLB views
evidencing high relativism (situationist and subjectivist views, n=16). That is, the participants in
this study mostly believed that if conditions were right, WLB was always achievable (high
idealism) and that this was relatively independent of individuals’ situations. These findings testify
to the importance of “assisting people to match their behaviour to their values” and acknowledges
that “WLB is about much more than flex time, part-time, and work from home” (Reiter 2007, p.
289). These findings run opposite to the general literature focus on situationist and subjective
views in seeking WLB solutions and therefore render different implications for WLB policies and
practices, which will be further elaborated upon in the next chapter.
Of the participants, 60% responded “Yes” to their satisfaction with WLB, 5% responded “Yes”
to most of the time, and 15% responded “Yes” to sometimes. That is, 65% felt they had been
successful and 80% somewhat successful. This rate is slightly above the trend line in the literature
that reports 58%–60% of full-time Australian women employees are satisfied with their WLB
(Skinner et al. 2012, p. 27; Skinner & Pocock 2014, p. 19). It is also slightly higher than the
national rate reported, where 55% to 58% of employed women “feel their work and family
responsibilities are always/often in balance” (ABS 2018). This difference suggests that women
managers may be more satisfied than are average women workers in Australia in general. This
group of women managers may have some advantage as middle-class in achieving WLB because
of their managerial positions and associated incomes, which provide them with more WLB
management options than low-wage, non-managerial workers of working-class (Duxbury &
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Higgins 2008; Dyer et al. 2011; Goodman & Kaplan 2019; Pringle et al. 2017; Ravenswood &
Harris 2016; Roberts 2007).
Finally, the internal balance view is a new definition of WLB emerged from this study. It
emphasises the feelings of reward and satisfaction that work brings to participants, which matches
the hedonism values of work (Consiglio et al. 2017). For example, WM16 believes she gets
balance from the work she does every day: “Whatever you have achieved, that gives me a lot of
satisfaction. The satisfaction is where I get my balance from.” This meaning conforms to
workaholic work values and behaviours (Friedman & Lobel 2003; Russo & Waters 2006).
Internal balance is a magnification of the intrinsic work values, especially hedonism, in the WLB
scenario, consistent with the discussion in work-values dimensions. However, no literature
mentions this type of WLB definition. The internal balance concept could well become a new
area for future WLB research.
This study demonstrates the value of Reiter’s typology of WLB definitions (Reiter 2007). As
Reiter (2007, p. 275) points out, “many different forms of balance are possible”, and this was the
case in the findings of this study. Multiple meanings of WLB can be held by individuals. This
study identified nine themes of WLB definitions in the reported views. The meaning of WLB to
participants varied according to their individual perspectives and specific contexts (Aydemir et
al. 2016) even sometimes these meanings sound contradictory to each other. Reiter’s typology
has not only provided an applicable framework to categorise WLB views into meaningful groups,
but also been able to accommodate varied WLB meanings held by one individual. This valuesunderpinned typology indicates a feasible approach to interpret WLB meanings.

6.3.2 Work–life integration or more?
Multiple relationships between the work and nonwork areas of life were reported by participants
in this study. In the WLB literature, there has been a trend to focus on the term “work–life
integration” (Williams et al. 2016). This term originated from the increasingly blurred boundaries
between work and nonwork life, especially the increasing interference of paid work into people’s
home lives (Guest 2017; Lewis 2003; Lewis et al. 2003), a trend driven by changes in information
technology (Allen et al. 2020; Guest 2017; Holland & Bardoel 2016; Powell et al. 2019). As
Kreiner (2006, p. 485) defines it, integration “represents the merging and blending of various
aspects of work and home”, which is considered the opposite of work–life segmentation. Findings
from this study demonstrate clear variation among individuals’ preferences when it comes to
keeping work and home life separated (that is, segmented) or integrated (Allen et al. 2020; Kreiner
2006; Whiston et al. 2015; Williams et al. 2016) and that work–life integration is only one type
of work and life relationship.
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The nine themes of WLB meanings in this study indeed represent differing degrees of integration
and segmentation on a continuum between work and life. Figure 6.3 shows these relationships in
a visual format, depicting the priority given to either the work or nonwork domain of life in the
integration–segmentation continuum. Each numbered large circle represents one of the nine WLB
views reported in this study. The smaller circles (inside the numbered large circles) represent the
number of participants who reported the particular theme. Therefore, two small circles indicate
that two participants expressed this type of WLB meaning, and seven small circles indicate seven
participants.

Figure 6.3 The nine themes of WLB on the work–life spectrum
This diagram demonstrates three main approaches to the meaning of WLB in the study reported
here. The large circles numbered 1 to 4 represent approaches weighing the two areas of work and
nonwork life based on the individual’s preferences, moving from one end to another – that is,
prioritising either work or nonwork life. The large circle numbered 5 represents an attempt to
totally segregate the two areas, outside the continuum. The large circles numbered 6 to 9 are also
placed outside the continuum, because these views fall into the work–life integration approach to
WLB. These approaches – that is, the work–life integration approach, are of high relativism
featuring Situationist and Subjective views – that is, the integration is enacted subject to either
specific situations or personal feelings (Reiter 2007).
Multiple meanings of WLB certainly add to the complexity in understanding the phenomenon
(Casper et al. 2017; Kalliath & Brough 2008), but it is crucial to acknowledge this reality in order
to enhance our understandings of WLB. More importantly, beyond what WLB means to different
people, the real challenge is to understand their own interpretations of WLB – that is, when a
situation is perceived as a positive or negative experience for them (Guest 2001). The exploration
of work values and WLB definitions to date indicates the influence of individual value systems
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and varied priorities and importance of values (Schwartz 1999). WLB experiences in real life are
highly complicated and involve many stakeholders and varied contexts, as demonstrated by the
specific life examples provided by the participants in this study.

6.4 What are the perceived influences in women managers’ work–life
balance experiences, given their individual work situations?
This study found that the congruence of the values between participants and their work or family
stakeholders had the greatest positive influence on their WLB and that when the family
stakeholders’ values did not align with the participants’ values, the influence on WLB was
negative. Edwards and Cable (2009, p. 655) state that “Value congruence refers to the similarity
between values held by individuals and organisations” within the workplace setting. As explored
in the literature review, work values are held by other stakeholders in the WLB contexts, including
by the country, the organisation and the family, in addition to the individuals’ own work values.
Value congruence explains the alignment between contextual stakeholders and individuals, and
its impact.

6.4.1 The influence of stakeholders and their impact on WLB
This study did not directly collect the values of all the stakeholders. Instead, it captured the
implied values of these stakeholders through the perspective of participants during their WLB
experiences. The approach of this study was to identify who were the other stakeholders in the
WLB context and whether there appeared to be alignment or disconnect between the individual’s
work values and the stakeholders’ values, as evidenced by the reported behaviours of both. This
approach was based on the participant’s perceptions and interpretations of their WLB situations.
6.4.1.1 At the country level
Australia as a country was deemed by three participants to have a favourable impact on their WLB
(Dyer et al. 2018), despite that it was only reported on by immigrant participants. The country
context of Australia was reported as a pure positive stakeholder by three immigrant participants.
Regulations regarding working hours, personal leave, annual leave, paid parental leave and
childcare subsidies are all proving to have positive influence on women managers’ WLB. A
couple of participants claimed that they achieved better WLB after moving to Australia because
of its less competitive environment and shorter working hours (Dyer et al. 2018). WM14
appreciated the annual leave and the respect for people’s weekends in Australia. “Especially after
Friday, nobody will bother you,” she says. However, when she worked in China there had been a
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tradition of long working hours and high competition in the country, which negatively influenced
her WLB. Similarly, WM6 also recognises that Australia stands out positively in terms of working
hours and an established boundary between work and nonwork life, compared with other
countries.
Australia is also praised for its promotion of leisure time, outdoor activities and recreational
facilities, consistent to immigrant views in other migration countries (Malinen & Johnston 2011).
In the eye of WM6, this positive natural environment of Australia forms part of a balanced
lifestyle, which has ripple effect onto health and happiness for its people. This is a view rarely
covered in WLB studies, albeit she is the only immigrant participant who links WLB outcome to
a country’s natural environment.
This is in line Schwartz’s cultural-level values about Australia to score high on egalitarianism and
autonomy dimensions (Allen et al. 2020; Schwartz 1999). The relatively high WLB satisfaction
reported by majority of participants, regardless of locals or immigrants, adds testimonial to this
country-level values (Schwartz 1999). Australia as a migration destination has proved to have a
positive impact on WLB experiences for several immigrants and to have fulfilled their pursuit for
a better lifestyle (Allen, French, et al. 2015; Malinen & Johnston 2011; Taylor et al. 2020).
Immigrant participants in this study have been living in Australia for a long period of time
(ranging from at least seven to eight years, to several decades or most of their life) and there is a
high level of acceptance and acculturalisation of Australian values, which inevitably have shaped
participants’ own values over time (Brown 2002; Schwartz 1999; Warr 2008).
However, in the extant literature there is a lack of awareness and coverage of the country influence
on WLB (Allen, French, et al. 2015), even though the number of multinational organisations is
growing (Hearn et al. 2008) and the country influence of cultural expectations is believed to have
much higher impact on WLB for women than for men (Bardoel 2016; Lyness & Judiesch 2014).
A country’s culture also has significant influence on organisations located within its surrounding
context (Acker 2012), that is testified by WM6 when she compares the WLB culture of Australia
to other Asian countries and how it gets carried through in her organisation from top down.
6.4.1.2 At the organisational level
This study found that the organisational environment, the established policies and practices and
work relationships had a profound impact on WLB (Bardoel 2016; Mazerolle & Goodman 2013),
both positive and negative. In particular, the attitude and behaviours of direct managers had major,
direct influences on participants’ WLB experiences (Bardoel & De Cieri 2014; Mazerolle &
Goodman 2013; Ravenswood & Harris 2016; Skinner et al. 2016). Managers who display a more
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feminine nature of empathy and support are regarded as good managers for employees’ WLB,
which challenges the traditional masculine image of managers (Acker 2012). In smaller
organisations, direct managers are also the top-level management who make rules, often with
increased power and influence, as experienced by WM16. This study confirms that the discretion
of direct managers can influence the interpretation and implementation of organisational policies
and staff’s access to legal entitlements (Cordeiro 2006; Pan & Yeh 2012; Ravenswood & Harris
2016). For example, WM12’s direct manager created new leave opportunities for the
organisation’s teams, over and beyond the legally entitled annual leave.
In contrast, seven negative WLB critical incidents resulted from disputes with or disapproval from
direct managers concerning sick leave or annual leave requests. In WM10’s case, the leave dispute
was escalated to Human Resources, the union and the company’s legal department in order to be
resolved. This confirms the views that people work for their managers rather than for the
organisation (Duxbury & Higgins 2008; Wang & Walumbwa 2007) and that direct managers are
the gatekeepers who control organisational welfare and benefits, including workplace flexibility
(Ravenswood & Harris 2016; Skinner et al. 2016; Skinner et al. 2015, p. 4). Direct managers’
support, goodwill, intentions and values are direct influences on employees’ WLB experiences
(Bardoel & De Cieri 2014; Mazerolle & Goodman 2013; Talukder et al. 2018). As WM9 states,
“Your supervisor can make or break your career,” direct managers in this study seemed to be
able to make or break a participant’s WLB. This has potential implications for recruitment
practices: to ensure that workers and direct managers are value-aligned to the benefit of both the
employer and the employee.
The organisational level analysis only reveals one participant, WM2, who reported gender
discrimination in the earlier days of her career, however nowadays for her it is more a matter of
age discrimination in terms of career progression (Acker 2006). She also confirmed the
importance of “face time” to women’s job promotion and the risk of marginalisation by adopting
flexibility (Acker 2006; Fujimoto et al. 2013). Other than this, there is no clear evidence on the
gendered nature of contemporary workplace, nor is class or race mentioned explicitly among
participants. This can be partially explained by the advantages of them being at managerial
positions, and by the fact that gender and ethnicity inequality is indeed narrowing down over
decades of changes in workforce diversity (Acker 1990, 2006, 2012; Syed & Pio 2017).
Although immigrants present a majority of research participants, they have all long settled in
Australia as either permanent residents or citizens for years – for example two came to Australia
as a child. Minority discrimination or racism for being immigrants is not reported by participants
in their WLB experiences. WM15 did mention that language barriers and cultural
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misunderstandings (Dyer et al. 2018; Meares 2010) negatively impacted her working experience
in the early days. However, she was more appreciative of the friendliness and support her
colleagues have provided to make her working experience a positive one.6.4.1.3 At the family
level
At the family level, this study found that although partners are often the greatest influence on
married participants, other family members also contribute to WLB experiences. Therefore, the
focus should be on the overall family’s attitude and behaviour towards the participant’s work. For
example, in the case of WM18, when back in India her father did not allow her to go out to work
because of his traditional view on women. When her children were young, WM18 also sacrificed
her career development to prioritise her husband’s career and the wellbeing of her children (Dyer
et al. 2018). It came naturally for her to put the family interest ahead of her own pursuit of
professional success during that period. This study shows that family members, such as children
and parents (or parents-in-law), also play a role in WLB experiences.
Twelve out of the 16 married participants reported their partners who took a share of domestic
responsibilities as positive influences on their WLB. Partners of several participants are reported
to actively take up childcare and household tasks (Dyer et al. 2011), regardless of their ethnic
backgrounds (e.g. Polish, Chinese, Indian and Pakistani). As WM13 reported, she was
appreciative to see her partner get more involved with kids and chores, which traditionally was
the wife’s responsibilities in her native culture. In fact, partner support is proved to be more
important and effective than organisational support for migrating couples (Krys et al. 2018). It is
also evident in this study that partners of some married participants tend to have professional and
flexible jobs, making it possible for them to take care of family responsibilities. However, it is
still a long way to go for full gender equality of half-half share between men and women in the
household (Acker 2012).
Out of all immigrant participants, one ethnic group demonstrates a unique family context for
managing WLB. Five participants from a Chinese ethnic background received help from their
parents (or parents-in-law), who lived in the same household or on visiting visa to help with
childcare and housework (Dyer et al. 2011). Family obligation and interdependency on extended
family is visibly embedded values among Chinese immigrant participants (Dyer et al. 2018). They
are the only ethnic group in this study to report having in-house elder help, which appears to be a
cultural tradition.
Salient appreciation of the participants’ working status and tangible help received from parents
(or parents-in-law), partners and children provided motivational as well physical support to those
participants. On the opposite, objection or resistance from family members could also hinder
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women participants’ career pursuit. However, existing literature on family influence tends to
focus solely on partners and often neglect other family members (Duncan et al. 2003; Zimmerman
et al. 2003). In order to broaden WLB research and understandings, it calls for examination of
WLB in various family and cultural settings.
6.4.1.4 At the individual level
Participants acknowledged that their strong work values and beliefs in themselves helped them
push through challenging WLB times. As professional women with certain career success, these
participants reported high intrinsic values to work and strong sense of self-realisation (Meares
2010).
In addition, two important reflections from participants’ stories stand out: one is that no work
results in no balance. When the right to work was missing from their daily life, these participating
women managers reported experiencing anxiety, stress and loss; as Guest (2001, p. 14) states,
imbalance can occur “because of an absence of work”. Second, WLB is not given, but has to be
pursued and managed by the participants. What are provided are the opportunities for people to
manage their WLB as they need.
Several participants consciously addressed their WLB issues after experiencing serious health or
safety incidents, damaged family relationships, conflict with direct managers, or lengthy periods
of overworking. Such negative WLB experiences drew these participants’ attention back to their
need to focus on balancing their work and nonwork life domains (French & Allen 2020). This
self-awareness led participants to employ conscious WLB crafting behaviours in order to actively
improve their WLB (Luz Nario & Mendiola 2018). They either negotiated with the source of
imbalance or chose to leave the unsatisfactory working situations (Bardoel & De Cieri 2009; Dyer
et al. 2018). This has implications for the development of policies by companies that support
WLB from talent retention point of view (Deery & Jago 2015).

6.4.2 The value of exploring work-values alignments in WLB
This study reports high intrinsic work values and satisfaction with WLB management among
participants. This finding concurs with the view that women managers engaged in high-level,
values-driven activities and roles report satisfaction with their WLB (Brown & Yates 2018). This
also concurs with Judge et al. (2005) view that managers or professionals tend to be more satisfied
and happier because they are inclined to pursue self-concordant goals. Some participants even
explained their understanding of WLB as internally embedded in the work itself. These
participants felt rewarded and balanced at work, because working is concordant with their values.
For example, WM16 defines herself as a workaholic and states that she has “meaningful” busy
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days every day’, which is satisfying to her. She says, “I feel so satisfied. And I feel that your own
value – your value as a human being – has achieved there. So that’s how I see all the balance is
from.” In this study, participants also reported being influential in their own WLB experiences.
For example, WM4 and WM18 consider themselves work-driven, and they could not bear staying
at home. Therefore, when they were jobless at certain stages in their life, they reported negative
WLB experiences, because not working is against their goals and values. These findings point to
the positive contribution of work to individuals’ sense of wellbeing and satisfaction, and indicate
the centrality of work to this sense of wellbeing.
This study also demonstrates the influence of multiple stakeholders in WLB experiences. This is
consistent with the extant views in literature (Poelmans 2003; Poelmans & Sahibzada 2004; Sirgy
& Lee 2018; Voydanoff 2002). Multi-level stakeholders include people and relationships at work
and at home, where person–environment (PE) fit and value congruence become important to
WLB. This study implies that PE fit at the organisational level or, more specifically, person–
organisation (PO) value congruence and person–supervisor value congruence (Pan & Yeh 2012;
Weber & Avey 2019), has the most significant influence in participants’ WLB experiences.
This study also sheds light on PE fit at country and family levels, which is receiving little attention
in the extant literature. Three immigrant participants explicitly regard the Australian work
environment as a positive WLB influence. For person–family value congruence, except for the
three single participants, all 17 participants (16 married and one divorced with an adult child)
attribute their positive WLB experiences to family members – that is, how much their family
members agree with them working and support this, physically and emotionally. This study
extends family stakeholders to include not only partners but also the children and parents of
participants. Person–family fit is another type of PE fit involving value congruence. The findings
of this study suggest that value congruence is not only a useful way to understand WLB
experiences but can also be extended to broader influences on WLB, such as family and national
values.
In summary, PE fit (Cable & Edwards 2004; Edwards et al. 2006; Follmer et al. 2018) and selfconcordance (Davis et al. 2016; Judge et al. 2005; Sheldon et al. 2004; Tadić et al. 2013; van
Dierendonck 2015) are two promising value congruence theories (Asensio-Martínez et al. 2019;
Edwards & Cable 2009; Erdogan et al. 2004; Meglino et al. 1989) that can be used to explain the
impact of cross-level value congruence on WLB experiences (Ostroff et al. 2005; Pan & Yeh
2012). In this study, PE fit is focused on the value congruence between the individual and their
contextual environments (Ajibola Olusoga & Segun Oyetunde 2019; Ostroff et al. 2005),
including PO value congruence, person–supervisor value congruence (Pan & Yeh 2012), person–
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country value congruence and person–family value congruence.
This study also indicates the value of exploring self-concordance in studying the WLB
phenomenon (Luz Nario & Mendiola 2018). According to self-concordance theory, when people
pursue goals that are concordant with self-identified and intrinsic motivations, they report higher
subjective wellbeing, satisfaction and happiness (Davis et al. 2016; Downes et al. 2017; Luz Nario
& Mendiola 2018; Sheldon & Elliot 1999; Sheldon et al. 2004; Sheldon & Houser-Marko 2001;
Tadić et al. 2013). Such proactive individuals’ efforts are not yet sufficiently explored in the WLB
literature (Eby et al. 2005; Luz Nario & Mendiola 2018). The findings of this study confirm the
relevance of the self-concordance theory in developing enhanced understanding of the WLB of
women managers.

6.5 Addressing the research objective: How do work values influence
women managers’ perceptions of work–life balance?
Guided by the proposed conceptual framework consisting of Schwartz’s work-values dimensions
(Schwartz 1999), Reiter’s WLB typology (Reiter 2007) and two value congruence theories, PE
fit and self-concordance, this study followed a values-driven approach to examine WLB through
the lens of the work-values perspective. It allowed aspects of gender, cultural values, individual
work values, immigrant experiences and multi-level stakeholders to surface and to be categorised
and interpreted in a guided manner (Dyer et al. 2011; Heraty et al. 2008; Schwartz 1999). It then
allowed the researcher to cut through the complexity of varied WLB perceptions and experiences,
and to understand and evaluate WLB realities of women managers through this unique theoretical
framework.
Schwartz’s work-values dimensions have proven to be of significant value and power to
accommodate all reported work values from participants within the four-dimension typology
(Schwartz 1999). Especially when combining with the ten basic human values and four highorder values (Cohen 2009a, 2009b; Consiglio et al. 2017; Ros et al. 1999; Schwartz et al. 2012;
Wöhrmann et al. 2016), this typology of work values is able to illustrate layers and relationships
between the many values reported. Meanwhile, when combining with cultural values and
individual values, this typology supports the interpretation of national culture differences, value
priorities, and value interaction among multiple social entities and stakeholders (Arciniega et al.
2009; Brown 2002; Schwartz 1999). This capacity is extremely valuable for this study as it
involves research participants with immigrant experiences and their unique perspectives on
national contexts (Allen, French, et al. 2015; Aycan 2004).
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This study argues that work values guided by Schwartz’s work-values dimensions are meaningful
starting point for understanding WLB for women managers (Schwartz 1999) The work-values
investigation explains motivational goals and values women managers pursue from paid work
(Ros et al. 1999; Wöhrmann et al. 2016). For this group of women managers, the value of working,
especially intrinsic work values, is very prominent. Meanwhile, the high-ranking of intrinsic work
values and the reported high WLB satisfaction are not surprising to be found for this group of
participants (ABS 2018; Skinner et al. 2012, p. 27; Skinner & Pocock 2014, p. 19).
The application of Reiter’s WLB typology in this study helps to categorise and interpret varied
WLB meanings reported by participants based on underpinned values (Reiter 2007). The multiple
meanings of WLB revealed also provide a useful insight to the breadth of WLB definitions among
participants and the ways in which WLB meanings correspond to values. Reiter’s typology is able
to accommodate multiple, and even conflicting, concepts of WLB at the same time (Reiter 2007).
This study addresses the complexity and variety in what women managers expect for their WLB
(Burton 2004; Kalliath & Brough 2008). The rigor of Reiter’s typology in incorporating and
interpreting multiple WLB meanings is unique and values-bound, indicating great potential of
further application in WLB research.
As for the influence of work values on WLB experiences, analysis of critical incidents and WLB
influences suggests that WLB outcomes in fact come down to a matter of value congruence among
stakeholders in WLB experiences (Ajibola Olusoga & Segun Oyetunde 2019; Arrigo 2010;
Edwards & Cable 2009). There are multiple stakeholders, not just workplace stakeholders, in the
WLB phenomenon. Except for the country level influence, social entities in WLB experiences
also include organisations, and family (Cennamo & Gardner 2008; Ostroff et al. 2005). In most
circumstances, individuals’ work values and in particular, the value congruence (or incongruence)
among stakeholders that decides the outcome of WLB to be positive or negative. Theories of PEfit (Casper et al. 2017; Edwards 1996; Edwards et al. 2006; Edwards & Rothbard 1999; Pan &
Yeh 2012; Yang et al. 2008) and self-concordance (Luz Nario & Mendiola 2018; Sheldon & Elliot
1999; Sheldon et al. 2004) help to explain different levels of value congruence, with the former
applying to the relationship between some of the cultural values of Australia relating to work,
organisation or family and individuals, and the latter on the individual personal goals, traits and
work values (Schwartz 1999).
This study demonstrates that the work-values perspective is insightful in exploring the WLB
phenomenon of women managers. Work values help us understand the origin, meanings and
experiences of the WLB of women managers, which explicitly addresses the research objective
to explore the influence of work values in understanding the WLB perceptions of this particular
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worker group. The objective of this study is to interpret the WLB phenomenon through the lens
of work values, with the aim of enhancing the understandings of WLB for women managers.
Empirical evidence and its interpretation from this study imply strong support for the significance
and validity of the work-values perspective in WLB research and the unique guiding value of the
proposed conceptual framework. At the same time, although this study is not meant to build new
theories or provide new WLB solutions, the research findings bear valuable implications, both
theoretically and practically, which will be explained further in the next chapter.

6.6 Summary
This chapter has discussed the research findings in relation to existing knowledge and theories in
the literature. Research questions, participant experiences and research findings were revisited in
the context of knowledge contribution. This study demonstrates the insightfulness of the workvalues perspective in exploring the WLB phenomenon. Work values play a critical role in helping
to explore the origin, meanings and experiences of WLB for women managers. The research
findings have fulfilled the objective of improving WLB understandings from the unique
perspective of work values. These discussions also point to potential areas for further
development in future research, which are addressed in the following chapter.
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Chapter 7 Conclusion

7.1 Introduction
The previous chapter discussed the research findings in the context of current literature and
theories and thus explained how this research fulfilled its objectives and contributed to knowledge
of the work–life balance (WLB) phenomenon. This chapter summarises the research conclusions,
illustrates the theoretical and practical implications, reviews the limitations of the research as well
as its contributions, and proposes recommendations for future research.
WLB as a research topic has been much studied for more than 70 years since its initial theorisation
as a gender role conflict phenomenon (Adame et al. 2016; Bardoel et al. 2008) following World
War II. However, research in the WLB field continues to expand as the workplace environment
and societal roles and expectations evolve. This study contributes to the WLB research by
demonstrating the benefits of a work-values perspective to understanding women managers’
WLB experiences. The exploration of work values highlights the value to women managers of
working, and the reasons why they are driven to pursue work. Participants’ views of WLB reflect
the multiple meanings attributed to the term “work–life balance”, showing how a person’s
individual situation shapes their beliefs about the relationship between their work and nonwork
life. This group of women managers demonstrates strong work commitment and diversified work
values.
This chapter comprises the following seven sections: Section 7.2 briefly overviews the research
conclusions; Section 7.3 reflects on the theoretical implications of the research findings; Section
7.4 discusses the practical implications of the findings in this study; Section 7.5 overviews the
contribution of this study; Section 7.6 reflects on the limitations of this study and areas for caution;
and Section 7.7 proposes some topics and directions for future research. The chapter concludes
with a final note in Section 7.8.

7.2 Research conclusion
This research set out to explore the WLB views and experiences of a group of women managers
through the lens of work values, using Schwartz’s four dimensions of work values (Schwartz
1999), Reiter’s typology categories of WLB (Reiter 2007) and value congruence theories of
Person-Environment (PE) fit and self-concordance. Work values aided understanding of the
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origin, meanings and experiences of WLB for women managers, which explicitly addressed the
research objective to explore the role of work values for an enhanced understanding of WLB
experiences. In brief, research findings of this study can be highlighted as below.
Individual work values of women managers were explored and motivational reasons for work
reported by participants all fall into Schwartz’s four dimensions of work values (Schwartz 1999).
Intrinsic work values are the most prevalent, as reported by the participants in this study. Extrinsic
and social work values are also prominent reasons to motivate the participants to pursue work,
with power work values being least reported. These findings concur with the existing literature
that shows women managers are predominantly motivated to work by intrinsic values (Meares
2010). Professional learning and development were reported as key values of work. There were
also considerable mentions of elements of hedonism, such as satisfaction. Extrinsic values, such
as financial returns, are still important reasons for women managers to pursue work (Edwards &
Cable 2009). Regardless of marital status, participants expressed a strong wish to be able to
provide for their family. Participants’ social work values focus on contributing to society and
maintaining satisfactory work relationships. Relationships with clients were reported as a part of
workplace relationships, which is new to the extant literature. However, power, a common work
value that motivates men to work (Parker & Chusmir 1992), was the least mentioned dimension
of work values for this group of women managers, despite their managerial positions.
The participants expressed a range of views about what WLB means to them, indicating multiple
relationships between work and nonwork domains (Burton 2004; Casper et al. 2017). Most
participants report more than one view of WLB definition, sometimes simultaneously and
sometimes over different periods of time. Mapping these views against Reiter’s WLB typology
(Reiter 2007) indicates that, despite the variety of views, these participants predominantly believe
that WLB is always achievable if conditions are right (high idealism) and that the achievement of
WLB is relatively independent of individuals’ situations (low relativism). In addition, a new WLB
definition, internal balance, was reported by participants in this study, which corresponds to the
hedonism values of work and emphasises the sense of reward and feelings of satisfaction as a
result of work (Schwartz et al. 2012). The findings of this study demonstrate the concurrence of
multiple WLB meanings and the complexity of the work and nonwork life relationships (Kalliath
& Brough 2008; Wayne et al. 2017). The findings also indicate the importance of incorporating
multiple stakeholders in exploring the WLB phenomenon, because meanings and influences often
exist beyond the individual level.
This study reported high satisfaction with WLB management by the participants. This finding
concurs with the extant literature (ABS 2018; Skinner & Pocock 2014, p. 19), in that women
186

managers who engage in values-driven activities are more satisfied with their WLB (Brown &
Yates 2018) and that managers are happier because of their pursuit of self-concordant goals (Judge
et al. 2005; Sheldon & Houser-Marko 2001). It also indicates that these women managers might
have some advantage in their attempts to achieve WLB because of their managerial positions and
relatively high income (Duxbury & Higgins 2008), compared with low-wage, non-managerial
women workers generally (Goodman & Kaplan 2019; Pringle et al. 2017; Ravenswood & Harris
2016; Roberts 2007). More importantly, this finding corresponds to the high intrinsic work values
and high idealist WLB views reported by the participants in this study.
This study demonstrates that multiple stakeholders influence the WLB experiences of these
women managers. In women managers’ WLB experiences, aspects of their personal family
situations, their personal work situations and their individual work values, sometimes influenced
the perspectives they bring as a result of their migration experiences are entwined to contribute to
WLB outcomes (Dyer et al. 2018; Lu et al. 2006; Malinen & Johnston 2011). The value
congruence between participants and their stakeholders was found to have the greatest influence
on participants’ WLB experiences. The analysis of critical incidents and WLB influences suggests
that WLB outcomes come down to the question of value congruence between multiple
stakeholders and individuals (Ostroff et al. 2005). Among all stakeholders, the alignment of work
values between the participants and their direct managers and their family members (including
children, once the children are old enough to hold and independently act on values related to
work) had the greatest positive influence on participants’ WLB. Conversely, the greatest negative
influence occurred when the values of these stakeholders were not aligned. The role of cultural
values, including the influence of birth-country values on each individual’s work values, did not
come to the fore in this research perhaps because of the guiding questions used to conduct this
investigation. However, this area seems to be a tantalising opportunity for further research in a
largely immigration society such as Australia.
The findings of this study confirm the applicability and value of the proposed research conceptual
framework, which comprises Schwartz’s four dimensions of work values (Schwartz 1999),
Reiter’s typology of WLB definitions (Reiter 2007) and value congruence theories of person–
environment (PE) fit and self-concordance. This study demonstrates the insightfulness of the
work-values perspective in exploring the WLB phenomenon. The application of the conceptual
framework is one key strength of this research. Four dimensions of work values help to categorise
the multiple 23 work values discovered into a single structure (Ros et al. 1999; Schwartz 1999),
and explicitly demonstrate the “dynamic relations of compatibility and opposition among the
different types of work values” (Ros et al. 1999, p. 69). Reiter’s WLB typology (Reiter 2007) has
proved to be an effective way to enhance the understanding of WLB meanings and to link them
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to corresponding value aspects. In addition, this study implies that value congruence of PE fit
integrates the analysis of a broader range of stakeholders of national, organisational and family
levels (Caldwell et al. 2004; Edwards & Cable 2009; Edwards & Rothbard 1999).

Self-

concordance theory (Luz Nario & Mendiola 2018; Sheldon et al. 2004) helps to explain the
relationship between individual personal goals, traits, work values and happiness (Schwartz 1999;
Sheldon & Houser-Marko 2001). This research has innovatively applied the proposed conceptual
framework to drive a values-driven exploration to bring enhanced understandings and unique
insights to women manager’s WLB experiences.
This research indicates that these participants’ WLB is largely a values-driven experience and
that the alignment between their work values and those of their immediate stakeholders (direct
managers and family members) in both work and nonwork spheres of their lives had the greatest
influence on their WLB experiences, both positively and negatively (Allen & Finkelstein 2014;
Thompson et al. 2006; Zimmerman et al. 2003). In addition, other contextual stakeholders of
country and organisational levels are also significant influences (Hofer & Chasiotis 2003; Krys
et al. 2018; Lu et al. 2006; Meares 2010). These women managers are driven mostly by intrinsic
reasons for work (Meares 2010), such as satisfaction, a sense of internal balance, autonomy and
self-discovery, which are highly linked to the autonomy and egalitarianism cultural values (Allen,
French, et al. 2015; Ros et al. 1999; Schwartz 1999). This is particularly interesting since the
cultural values of these participants’ birth-countries top on the hierachy and collectivism
dimensions (Lu et al. 2006; Peters et al. 2016; Schwartz 1999). Their WLB experiences are best
when contextual stakeholders support and care about their WLB expectations – that is, when their
values are congruent. Most participants reported high satisfaction with their WLB, believing that
if conditions are right, WLB is always achievable. As a case study of the WLB phenomenon,
these findings drawn from individual women managers can be used to generate further research
on other worker groups and can be transferred to WLB situations using a similar values-driven
investigative approach.

7.3 Theoretical implications
This study explores the WLB phenomenon for women managers through a work-values
perspective, guided by the proposed conceptual framework, which incorporates Schwartz’s four
dimensions of work values (Schwartz 1999), Reiter’s WLB definition typology (Reiter 2007) and
the two value congruence theories of PE fit and self-concordance. The research findings and
discussions indicate some empirically based theoretical implications in these areas.
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The findings of work values in this study correspond well with Schwartz’s four dimensions of
work values (Schwartz 1999), which matches similar acknowledgement in the literature (Cable
& Edwards 2004; Jin & Rounds 2012; Ros et al. 1999). This dimensional typology is versatile
enough to accommodate and distinguish varied work values (Ros et al. 1999). However, mapping
the reported work values of this study with Schwartz’s most recent 10 work-values factors
(Consiglio et al. 2017; Schwartz et al. 2012) and the eight core work values of Cable and Edwards
(2004) suggests that further development of individual work values is needed in relation to three
areas – namely, hedonism, pay, and conformity and tradition. This study confirms the validity of
these values, but some further calibration is desirable to establish consistency and acceptance
more broadly among scholars in the work-values field with further confirmatory studies.
Hedonism is prominent in this study as a type of intrinsic work value that represents subjective
and psychological benefits of working for these women managers. However, Cable and Edwards
(2004) treat hedonism as equivalent to pay in their eight core work values. Meanwhile, regarding
the values of hedonism revealed in this study, further testing could help verify whether this finding
is gender (female) related, position (managers) related, country (immigrants) related or generic to
the wider workforce. As for conformity and tradition, this study allocated organisational culture
to this area, whereas Cable and Edwards (2004) assigned organisational culture to authority,
which from the perspective of this study should belong to power. Regarding pay, Schwartz’ 10
work-values factors (Consiglio et al. 2017; Schwartz et al. 2012) appear to miss the monetary
compensation for work, despite pay being a verified work value, not only by this study but also
others (Borg et al. 2011; Cable & Edwards 2004; Dylag et al. 2013; Edwards & Cable 2009;
Göbelová 2011; Ros et al. 1999; Schwartz 1999; Wöhrmann et al. 2016). Therefore, further
research is necessary to clarify these areas of contention.
In the field of WLB theories, this research contributes to WLB definitions innovatively by
applying a values-driven approach and by applying Reiter’s WLB typology uniquely (Reiter
2007). Theoretical development has been lagging behind the popularity of research on the WLB
phenomenon (Bardoel et al. 2008; Carlson et al. 2009; Gragnano et al. 2020; Powell et al. 2019).
This study argues that theoretical development is not hindered by the scarcity of theories but by
a lack of structure and a unified approach to accommodate the different perspectives of theories
in this field. In the Chapter 2 of Literature Review, at least eight WLB theories are identified, spillover theory, border theory, boundary theory, role conflict theory, scarcity theory, expansion
theory, compensation theory and role accumulation theory (for specific references to these
theories, see Session 2.4.1, Chapter 2). All these multiple theories emphasise varied relationships
between work and nonwork domains, either being negative, or neutral, or positive. The extant
literature illustrates the multiplicity of work and life relationships and the multiple underpinning
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theories (Burton 2004; Casper et al. 2017; Kalliath & Brough 2008), but mainly from the
perspective of the work–nonwork domain relationship.
Table 7.1 WLB theories and revealed WLB themes
WLB theories mentioned in
literature review
Spillover theory

WLB relationships implied in
literature review
Work to life invasion / interference
Life to work invasion / interference
Work–life integration

WLB themes in the findings of this
study
Flexibility
Prioritisation
Time management
Stress management

Border theory
Boundary theory

Segmentation

Work–life separation

Role conflict theory
Scarcity theory

Work–life conflict

Work comes first
Family-oriented

Expansion theory
Compensation theory
Role accummulation theory

Work–life enrichment
Work–life enhancement
Work–life facilitation

Both equally important
Internal balance

One key contribution of this study is the unique focus on defining WLB meaning from the
“desired”, “motivational”, and “perceived” values perspective of individuals (Ros et al. 1999;
Wöhrmann et al. 2016), guided by Reiter’s typology than by the work–nonwork domain
relationship (Reiter 2007). Table 7.1 summarises the varied WLB theories and relationships
mentioned in Chapter 2, and compare them with the findings from this study, to illustrate the
differences and correlation among them. As Table 7.1 shows, the nine WLB themes reported in
this study can be related to extant WLB theories based on the work and nonwork relationship,
regardless of whether that relationship is positive or negative. The findings of this study suggest
that all these WLB theories are still relevant, but a values-approach from the individual’s
perspective is more desirable for enhanced WLB understandings. What this study has done
differently is to apply a theoretical conceptual framework to acknowledge and embrace this
diversity. Reiter’s typology (Reiter 2007) provides such a framework. This study promotes the
application of Reiter’s framework to establish structure across various WLB views and, more
importantly, to use the underlying value systems – both cultural values and individual work values
(Ros et al. 1999; Schwartz 1999), as a common language to interpret these multiple realities.
The findings of this study testify to the merit of value congruence theories in the analysis of
participants’ WLB experiences, PE fit and self-concordance. In this study, PE fit was explored in
the form of a subjective fit of work values between the participants and their contextual
stakeholders (Casper et al. 2017; McNamara et al. 2017; Song et al. 2020). This study also
extended PE fit to the less-studied country level and family level. This research contributed new
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evidence to justify further theoretical development of PE fit to the macro level of person–country
fit and the new micro level of person–family fit, from the perspective of value congruence among
these stakeholders (Arrigo 2010; Edwards & Cable 2009; Edwards & Rothbard 1999; Ostroff et
al. 2005). This study also innovatively applied the self-concordance theory to WLB research to
investigate self-concordance goals and WLB crafting behaviours (Hofer & Chasiotis 2003; Judge
et al. 2005; Luz Nario & Mendiola 2018; Sheldon & Krieger 2014; Sheldon et al. 2004). Further
research into the relationships among high intrinsic work values, high WLB satisfaction and
individual self-driven efforts in WLB experiences for women managers could further explore the
application of self-concordance theory in useful ways.

7.4 Practical implications
Although this research did not directly seek WLB solutions, its findings support valuable practical
suggestions for how to improve WLB, not only for women managers but also for the entire
workforce. Since intervention is much harder at the country level than at the organisational level,
and because people’s family and individual situations are multiple and unique, suggestions for
the practical implementation of the findings reported here are heavily focused on organisations.
Stories of individual participants and the findings from cross-participant analysis have produced
useful empirical insights for organisations and practitioners.
In this study, immigrant participants considered Australia a positive national environment for
achieving desirable WLB outcomes (Dyer et al. 2011; Dyer et al. 2018; Malinen & Johnston 2011;
Meares 2010). Weekends – that is, the 38-hour work week (Fair Work Ombudsman 2014) – and
annual leave were the two work entitlements most-frequently mentioned by participants.
However, the country context usually takes effect through influencing micro-contexts. A
country’s cultural traditions, values and legislation have direct impact on organisations in the
country (Bardoel 2016; Uppalury & Racherla 2014). For instance, organisations in countries with
strong cultural and work values are more likely to have formal remote-working practices in place
(Peters et al. 2016), whereas national regulations and recommendations require organisations to
implement them, and individuals to take appropriate action. For instance, through their
longitudinal study, Skinner, Hutchinson and Pocock (2012, pp. 60-62) found that two years after
the right to request work flexibility had been granted, only 31% of qualified women had actioned
this right. That result was due to low awareness of the right and other contextual considerations
(Skinner et al. 2016; Wright et al. 2016). Therefore, it is both critical and feasible to focus on the
micro-level contexts, such as organisations, in implementing WLB initiatives (Allen, French, et
al. 2015; Bardoel & De Cieri 2014).
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Evidence from participants in this study suggests that an increasing number of organisations allow
flexible work arrangements (Bardoel et al. 2008; Carlson et al. 2010) and have WLB-friendly
practices in place (Mazerolle & Goodman 2013). Participants also reported the effect of a good
work environment on talent retention (Lakkoju & Jeyalakshmi 2015; Lingard et al. 2007; Markey
et al. 2015); as WM7 states, she would not trade her position for “a bigger position or better
money”. However, there was also a concern that too much encouragement of flexibility might
ultimately hurt women managers’ promotability because of the reduced “face time” (WM2)
because employees seeking WLB could be considered less committed and less productive
(Barnett 1999; Clouston 2019; Greenhaus et al. 2003; McDonald et al. 2005a). Meanwhile, this
study suggests that flexibility does not necessarily mean better WLB (Fein et al. 2017). In many
circumstances, the reality of flexibility meant that employees could have reduced work hours but
not reduced workload (Drew & Murtagh 2005; Poulose & Sudarsan 2017), or had to work at night
or on weekends during family times, such as in the cases of WM3, WM11 and WM18. In this
regard, Eby et al. (2005) point out that reduced-load work arrangements among managers and
professionals have proven to be successful in improving WLB. Understanding arrangement and
support from supervisors and peers can substantially improve WLB for women managers
(Poulose & Sudarsan 2017).
Therefore, organisations should not look at WLB in isolation from other areas of organisational
policies. All organisational policies should work together, including performance appraisals,
promotion criteria and even recruitment policies (Fujimoto et al. 2013; Margaret 2008).
Organisations are encouraged to discard the ideal worker concept and to make real changes in
their values, principles and practices (Fujimoto et al. 2013). For example, a work system that is
high-performance orientated but has little flexibility could result in intensified work stress (Guest
2017). Similarly, the recruitment practice also matters, because job applicants may be worried
that a desire for WLB could reduce their possibility of being hired (Sirgy & Lee 2018). It is
important for practitioners to build a work environment congruent with employees’ work values
(Abdelmoteleb 2020) and to create policies and programs that conform with employees’
preferences and goals (Brown & Yates 2018; Lakkoju & Jeyalakshmi 2015) while still achieving
organisational goals. Making expectations explicit in recruitment activities, involving direct
managers in selection panels, and ensuring performance appraisals capture remote-working
activities are all important.
At the same time, the findings of this study indicate that as well as introducing WLB polices, it is
important for organisations to create a family-friendly culture that supports the implementation
and uptake of WLB initiatives (Bardoel & De Cieri 2014; Fujimoto et al. 2013). An organisation’s
WLB practices are often unspoken, unwritten and informal, and deeply embedded in the company
192

culture (Clouston 2019). Poelmans (2003, p. 272) concludes that “generally accepted and deeply
ingrained work practices can directly contradict formal work–family policies that were
implemented with the best intentions”. Consequently, nominal entitlements or written corporate
objectives are not always effective unless accompanied by a true organisational culture change
(Adame et al. 2016; Bardoel & De Cieri 2014; Barnett 1999), which should involve all relevant
stakeholders. Kossek, Noe and DeMarr (1999) criticise companies for giving lip service to change
rather than truly transforming their organisational culture. Without a truly supportive WLB
culture, policy–practice gap is common and striking (Skinner et al. 2016; Skinner & Chapman
2013). This reinforces Guest’s (2001) view that organisational WLB culture or climate should be
given serious consideration and requires more effort to change than merely setting up specific
policies or programs.
Within the organisational context, management or managers are found to have the most impact
on organisational culture and WLB practices and policies (Adame et al. 2016; Ravenswood et al.
2017; Skinner et al. 2016). This study demonstrates, through critical incidents, that participants’
managers are either the best facilitators or the worst obstacles for participants’ WLB outcomes.
Therefore, work-values alignment or misalignment between managers and their subordinates
represents the opportunity, or challenge, in people’s WLB experiences.
The findings of this study show that managers control the granting of flexible work arrangements
for team members, and they can even overrule legitimate entitlements, such as sick leave and
annual leave. Consistent with the literature, the findings of this study testify that WLB policies
are administered by managers, and employees are required to meet certain criteria for eligibility
(Bardoel & De Cieri 2014; Cordeiro 2006; McDonald et al. 2005a; Skinner et al. 2016; Wang &
Walumbwa 2007). Additionally, managers’ perceptions of subordinates’ WLB is found to be
reflected in work performance appraisal and promotability of staff (Lyness & Judiesch 2014). As
WM18 says, “The more sick leave you take, your performance is degraded.” Solutions require
measures that will directly influence managers’ mindsets and behaviours such as gender training
and WLB education (Fujimoto et al. 2013).
One approach to address this situation would be to remove the necessity for individuals to prove
their eligibility to these entitlements and thus remove managers’ power to withhold access to
WLB benefits. This approach would entail providing WLB entitlements to all employees as a
matter of course – for example, allowing working from home or a four-day working week or
flexible work arrangements for all within an organisation, to suit varied WLB needs of diverse
social groups (Fujimoto et al. 2013). In this scenario, the manager’s role becomes one of
scheduling the in-office times rather than denying or approving access to entitlements, thus
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reducing the opportunity for denials and increasing the employees’ opportunities to manage their
WLB. Alternatively, managers could be monitored for the WLB experiences of their team
members and the use of entitlements among their team. For example, it might be effective to make
WLB-policy use a part of key performance indicators for all managers and to include employee
WLB satisfaction as a criterion of performance review for all managers.

7.5 Contribution of the research
Primarily, the work-values perspective is a unique lens for WLB research. The proposed
conceptual framework has proved to be an effective theoretical guide for the study. This research
commenced exploring the WLB phenomenon by first looking into why women are motivated to
work (Erdogan et al. 2004; Ros et al. 1999; Schwartz 1999). Schwartz’s work-values dimensions
provides a systematic way to distinguish and order discovered individual work values (Ros et al.
1999). The researcher then chose work values as an interpretive perspective with which to
examine not only what WLB means to these women managers adopting Reiter’s WLB typology
(Reiter 2007) but also evaluate their experiences of WLB through value congruence of
stakeholders and individual self-concordance (Edwards & Cable 2009; Kopelman et al. 2006;
Ostroff et al. 2005; Sheldon & Krieger 2014; Sheldon & Elliot 1999; Thompson et al. 2006). The
work values of participants and stakeholder values were identified as perceived influences on
individual women managers’ WLB experiences. Therefore, this research extends the
understandings of WLB by drawing on the person-centred, values-based views of these
participants to demonstrate the role of values in understanding WLB.
Second, this research supports the view that there is a multiplicity of WLB meanings and work
and nonwork domain relationships. There are many attempts to define WLB in the literature
(Burton 2004; Casper et al. 2017; Kalliath & Brough 2008); however, there is an alarming scarcity
of recognition of the legitimacy of many of those attempts. In particular, Reiter’s exceptionist
types of WLB (Reiter 2007) and the view of WLB as emanating from work itself are rare in the
existing literature. This research points to the coexistence of multiple meanings of WLB and
multiple work and life relationships by innovatively adopting and promoting the use of Reiter’s
typology (Reiter 2007) to wade through this complexity. Through this application, this study has
attempted to indicate new exploration directions in the WLB research field.
Third, by turning attention to positive WLB experiences, this study brings some balance to WLB
studies. To date, research in this area has focused mostly on negative WLB experiences (Bardoel
et al. 2008; Skinner & Chapman 2013). The perceived high success rate of WLB management
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among participants in this study (ABS 2018; Cohen 2009a; Skinner & Pocock 2014, p. 19) was a
clear manifestation of the value of this approach as more fully representative of WLB experiences
in real life. Insights from these positive experiences potentially have the answers for promoting
WLB.
Fourth, from a theoretical point of view, this study identifies areas for further development in
work-values theories and value-congruence theories in order to establish full representation and
application. This research also extends the application of PE fit theory to country-level and
family-level evaluations – that is, beyond its original focus on the organisational environment
(Cennamo & Gardner 2008; De Clercq et al. 2008; de Jager et al. 2016; Takase et al. 2005; Yang
et al. 2008). It also provides fresh evidence to support and promote the applicability of selfconcordance theory in WLB research (Downes et al. 2017; Judge et al. 2005; Luz Nario &
Mendiola 2018; Sheldon & Elliot 1999; Tadić et al. 2013) by treating individuals as unique and
active players with a focus on individual work values of women managers..
Last, from a methodological point of view, this research adds to the value of exploratory,
qualitative studies to generate new knowledge in WLB research (Bardoel et al. 2008; Gregory
2020; Soma et al. 2012). Exploratory case study is flexible and interpretive (Halkias & Neubert
2020; Houghton et al. 2013; Houghton et al. 2015; Yin 2013; 2018, p. 15), holding great potential
for wider application in the WLB field. Furthermore, this study innovatively applied the Critical
Incident Technique (CIT) in data collection and data triangulation (Akerman et al. 2018; Breunig
& Christoffersen 2016; Byrne 2001). The CIT was adopted to gather vivid lived examples of
WLB experiences from participants (Bott & Tourish 2016; Chell & Pittaway 1998; FitzGerald et
al. 2008; Wong et al. 2013). Through critical incidents, this research was able to illustrate what a
positive or negative WLB experience looks like in real life and to demonstrate the interactions of
stakeholders in WLB situations.

7.6 Limitations of the research
This research approached the WLB topic via the perspective of work values among a group of
Australian women managers under the guidance of a proposed conceptual framwork. As with all
research approaches, it was limited by research scope, objectives, participants and methods. Some
recognised limitations in this study are discussed below.
Geographically, this research was based in the Australian context, and caution should be taken
when applying its findings to other countries, particularly as the participants’ comments indicate
that they believed that cultural values influenced their WLB opportunities and expectations
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(Bardoel & De Cieri 2009). In the accounts of participants, some countries (India, Singapore,
China, Pakistan and the United Arab Emirates) were compared with Australia concerning
differences in WLB values and expectations that exist. A country’s cultural, economic, political,
religious, technological and ethnic contexts have direct impacts on people’s value systems and
WLB realities (Bardoel & De Cieri 2009; Bardoel et al. 2008; Bardoel & Drago 2016; OllierMalaterre 2009; Poelmans 2003; Tomina & Sorana 2011). Therefore, country contexts should be
taken into consideration when referring to the research findings reported here. Similarly, the
participants in this research are predominantly immigrants to Australia. The influence of country
values on individual values (Kirkman et al. 2006; Schwartz 1999) means that this also needs to
be considered when transferring the findings from this research to other situations.
This research was focused on work values as the investigative lens. It did not probe into the field
of life values, such as family role redefinition (Eby et al. 2005), new characteristics of households
or new ways in which family roles are performed (Greenhaus & Beutell 1985). As revealed in
participants’ WLB experiences, critical incidents could happen solely in the nonwork domain,
which can impact the social values held in relation to each other’s roles in the family.
Investigations considering broader life values would be helpful to complement analysis of WLB
issues within the family context. Further exploration of how individual values are shaped by
cultural values, especially for immigrants would strengthen the research findings. In addition,
further investigation on combined effects of gender, class and values on WLB for women
managers is warranted to extend the depth of this research (Lyness & Judiesch 2014; Ravenswood
& Harris 2016; Ravenswood et al. 2017; Roberts 2007).
Overall, this research involved a limited fraction of the female workforce, and insights are
applicable only to women managers in Australia who are professionals with relatively higher
income and work flexibility (Ravenswood & Harris 2016). The research participants in this study
were full-time working women managers. None of the participants had eldercare responsibilities
or family members with special-care needs. Therefore, this study may not reflect the severity of
WLB challenges faced by the general women managers. Additionally, five of the participants
with the same ethnic background had in-house parental help at home. This kind of household
support is obviously not applicable even to the wide group of women managers. In conclusion,
although the composition of research participants has provided a gendered, ethnic perspective
(Akobo & Stewart 2020) to the WLB phenomenon, it still represents a middle-class focus by
studying professional women managers who in general are in an advantageous situation
comparing to working-class women in managing their WLB (Dyer et al. 2011) .
Methodologically, this research was influenced by the researcher’s subjective position in the
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research process. Case study embraces the researcher’s involvement, which is both a unique
feature and a limitation of the methodology (Yin 2018, p. 120). It is important to acknowledge
the subjectivity of this research in that it only reflects the interpretation of one researcher. This
interpretation should not be taken as the only credible interpretation (Pringle et al. 2011) because
multiple realities and multiple interpretations are possible and valid for social phenomena (Pringle
et al. 2011; Stephenson et al. 2018; Susann 2003). Moreover, as a qualitative study, this research
was unable to measure or conclude cause and effect relationships; it serves to provide only some
specific insights in order to enhance understandings of the WLB phenomenon.
These limitations, however, point the way to future research to confirm, contradict, refine and
extend the findings reported in this study. In the next section, some of these future research
directions are suggested with the aim of provoking follow-on studies to drive continual knowledge
enhancement.

7.7 Recommendations for future research
This research has fulfilled its objective to investigate WLB experiences through the perceptions
of women managers from a work-values perspective. However, the journey of WLB research is
not yet ended. Insights from this study are specific to this group of 20 women managers only.
Based on the research findings, implications and limitations, unanswered questions and new areas
for research are apparent. Studying work values and WLB with different demographic segments,
such as men, non-manager workers, younger participants, non-immigrants, in other country
contexts and in larger numbers, would help confirm and possibly extend the findings of the
research reported here.
From a theoretical point of view, this study indicates that some further theory development in
relation to work values is needed. As discussed earlier in the previous chapter, Chapter 6, three
disputable areas of work values between Schwartz et al. (2012) and Cable and Edwards (2004)
require further evaluation: hedonism, pay, and conformity and tradition, and pay. Some repeated
research in other worker segments could help further establish clarity and agreement about work
values. A study about non-manager women workers could help determine whether the high
intrinsic work values reported in this research are unique to women managers or apply to nonmanager women workers as well (Ravenswood & Harris 2016). Another potential study would
be to focus on generational influences on work values (Cemalcilar et al. 2018; Johnson et al. 2020;
McGinn et al. 2019; Song et al. 2020) by repeating the research but incorporating pairs of working
mothers and their adult daughters. Results could be used to illustrate the impact of the mother’s
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role modelling and social changes across generations, which would help record the moving trend
of women’s workforce participation. Finally, the work values of immigrant women managers
warrant further exploration because of their unique exposure to multiple country contexts (Taylor
et al. 2020). Some further studies with an equal number of both immigrant and locally born
women managers as participants would generate insightful comparisons between these two
groups, which in turn could be useful for understanding how cultural and ethnic influences shape
people’s work values.
In relation to WLB theories, more studies are needed to verify the applicability of selfconcordance in the WLB field in order to establish and test the effect of self-concordance on WLB
outcomes. Additionally, more research is encouraged to apply the PE fit theory to investigate
person–country fit and person–family fit in terms of value congruence. Within the realm of
person–family fit, paired interviews could be conducted between husbands and wives, and
between mothers and children for new WLB research. The CIT could be utilised in such paired
interviews by asking family members to recall critical incidents that have happened in the family
and to gather perceptions and interpretations of the same experiences from their individual
perspectives (Wilson et al. 2016). Life values would also be a useful perspective to understand
family operations and people’s social roles in light of the increasing numbers of dual-income
households (Barnett 1999; Gragnano et al. 2020; Powell & Greenhaus 2010; Ravenswood 2008).
Therefore, a follow-on study of life values could further investigate the value congruence between
individuals and family members, testing the PE fit theory and discovering new norms of modern
households.
A heated topic in WLB is the role of direct managers, which has been identified here as the biggest
challenge and opportunity for WLB outcomes. Future research could focus on discovering what
type of leadership styles would be most supportive of staff’s WLB (Mazerolle & Goodman 2013)
and what new manager practices are emerging in the modern workplace (Lacan 2019; Mousa
2018). Some studies suggest that managers of a transformational leadership style are more likely
to support WLB and flexible working arrangements (Manfredi & Doherty 2006; Wang &
Walumbwa 2007), because transformational managers are more responsive and adaptive to staff’s
individual needs and situations (Darling & Heller 2011; Eng et al. 2010; Yammarino et al. 1997).
However, leadership research in relation to WLB is still scarce (Mousa 2018). New studies on
leadership could provide valuable insights for organisational management and Human Resources
practitioners in formulating policies of manager selection, performance assessment, and manager
training to support WLB (Bardoel & De Cieri 2014).
In terms of research targets, women entrepreneurs would be an interesting group to study for the
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WLB phenomenon. Self-employment is considered an attractive option because of its benefits of
greater autonomy and control over working arrangements (Dinh et al. 2020; Skinner et al. 2012;
Uppalury & Racherla 2014). There is an increasing tendency for top managerial women to transit
to entrepreneurial roles, and this trend increases with age and education level (Kerr 2017; Knörr
2011). Achieving better WLB or a more flexible lifestyle is reported to be a key motivation
(Cornelius & Skinner 2008; Dinh et al. 2020; Forson 2013). In the context of women
entrepreneurs, they can create a work environment that serves their own value orientation
(Wöhrmann et al. 2016). Therefore, repeating the study but with a focus on women entrepreneurs
would allow for a meaningful comparison with the current group of employed women managers
to see how WLB experiences differ when organisational culture is under women’s own control.
Last, but not least, during the writing-up of this thesis, the world is facing the unprecedented
public health challenge of the COVID-19 pandemic. Lockdown and social distancing measures
are in place in many parts of the world. Non-essential services and offices have been forced to
close and staff encouraged to work from home (Dutta 2020; P. R. Newswire 2020). The universal
remote-working mode provides organisations and management an experimental and reflective
opportunity regarding how work can be done, now and into the future (Dutta 2020; Kramer &
Kramer 2020). This pandemic may fundamentally change the way work is conducted (Renzulli
2020). Some companies already claim that they will to some extent allow permanent working
from home after the pandemic (Kovar 2020). A new study on WLB experiences during the
pandemic with a follow-up study in one to two years’ after the pandemic would be useful to
determine what changes in work values and behaviours have occurred (Akash Dutt & Shreya
2020) and how these changes have shaped or will shape people’s WLB views and experiences.
Since the initial development of WLB studies after World War II, there been no major worldwide
emergencies like the COVID-19 pandemic. This historical event will have profound impacts on
social values, life values, work values, WLB (Editorial 2020), family wellbeing (Prime et al.
2020), quality of life and mental health (Fragaszy et al. 2018; Zhang & Ma 2020), and general
life satisfaction (Zhang et al. 2020). This pandemic will be of major research interest for
researchers in social sciences, which include work values and WLB, for many years to come.

7.8 Summary
This paragraph concludes not only this chapter but also this thesis. In this research, work values
were adopted as an investigative perspective to explore the WLB views and experiences of women
managers. New understandings and insights were gained into the multiple realities, multiple
stakeholders and multiple interpretations of WLB. In addition to the work values and WLB
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influences discussed in this research, unprecedented events such as a global pandemic are likely
to establish new norms in the field of work and life domains. However, one thing is certain and
unchanged: women want to work without having to relinquish their personal or family life. As
WM13 claims, “Work and life make you complete. So, it’s different sides of a woman.” For
researchers and practitioners, their task is to continually drive WLB enhancement for women,
men and all, so that everyone can pursue their goals in both work and nonwork life.
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Appendices
Appendix A: Interview Questions
INTERVIEW QUESTIONS

Date: ____________________________
Interview #: _____________________________________
Interview Type: Face-to-face / Phone / SkypeR
Interview Venue: __________________________
Interview Start Time: ______________________________________
Interview End Time: _______________________________________
Length of Interview: _______________________________________

1. Demographic Survey Part
(1)

Position in the organisation

(2)

Length of tenure in current position

(3)

Length of service in the organisation

(4)

Total years of working experience

(5)

Age band: Under 25 / 25–34 / 35–44 / 45–54 / 55 and above

(6)

Country of birth

(7)

Ethnic background

(8)

Marital status

(9)

Family status (children – number & age, eldercare)

(10) Education level: High school / Diploma / Undergraduate / Postgraduate / Doctorate
/ Other

2. General Enquiry Part
218

(11) Can you give me a brief description on what type of work you do currently?
(12) Is work important to you? Why do you work?
(13) What motivates you to work?
(14) Given your current work and family status, what does the term “work–life balance”
mean for you?
(15) In general, do you consider yourself to be successful in managing your work–life
balance and why?

3. Critical Incident Part
In this part, I’d like to hear some specific examples of your work–life balance experiences
given your work situations. When you describe, please provide details of the incidents,
and cover the when-what-how of it – that is: When did it happen? What was the situation
or issue? And how did it happen?

(16) Bad work–life balance
Think of a time when you felt exceptionally bad about your work–life balance,
recent or in the past, and give specific examples of what happened using the
when-what-how format – preferably give three examples.

(17) Good work–life balance
Think of a time when you felt exceptionally good about your work–life balance,
recent or in the past, and give specific examples of what happened using the
when-what-how format – preferably give three examples.

4. Concluding Part
(18) Do you have any other comment on this work–life balance interview?
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Appendix B: Research Participation Information Sheet

Research Participation Information Sheet

PROJECT TITLE: Exploring individual women managers’ perceived work–life balance: A workvalues perspective

PURPOSE OF THE RESEARCH
This research is conducted as part of the Doctor of Business Administration (DBA) program of
the Faculty of Business and Law, University of Wollongong (UoW). The purpose of the research
is to investigate the meanings and experiences of work–life balance for women managers through
their perceptions from a work-values perspective. The study aims to improve the understanding
of the work–life balance phenomenon of women managers in Australia. It will contribute to the
theoretical development and practical implications in enhancing work–life balance and wellbeing
for women managers.
INVESTIGATORS
Researcher

Supervisor

Supervisor

Zhiling Sun

Dr. Anil Chandrakumara

Dr. Joanne Dearlove

DBA student

Faculty of Business & Law

Learning, Teaching & Curriculum

University of Wollongong

University of Wollongong

University of Wollongong

+61 2 4221 4034

+61 2 8536 2003

anilc@uow.edu.au

dearlove@uow.edu.au

METHOD AND DEMAND ON PARTICIPANTS
This is a qualitative case study research using one-on-one, in-depth interviews. The researcher
expects to recruit up to 20 participants of women managers for one-on-one interviews, at a time
and venue agreed upon by the participants. Interviews will be approx. 40 minutes long, either
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face-to-face, or via SkypeR or phone, and will be audio recorded for data authenticity, unless
otherwise requested.
POSSIBLE RISKS, INCONVENIENCES AND DISCOMFORTS
The researcher foresees the major inconvenience for the participants would be time commitment,
which is planned for around 40 minutes for each interview. There is also possible emotional risk
for participants as interview questions involve describing personal life and work situations.
However, given that participants are mature professionals, this emotional risk is minimal and
manageable. Participation in the research is completely voluntary and each participant may
withdraw from the research at any time and withdraw any data that she has provided to that point.
Refusal of research participation will not affect the relationship with the researcher or the
University of Wollongong.
PRIVACY AND CONFIDENTIALITY
The research is guided by the National Statement on Ethical Conduct in Human Research 2007 –
updated 2015. Every caution and measure will be taken to ensure security and confidentiality of
the information collected. Identity of participants will not be disclosed in the written records.
Assigned codes or numbers will be used in the reporting. Participant privacy and confidentiality
is protected by the Privacy Act 1988 (Commonwealth) and the Privacy and Personal Information
Protection Act 1998 (NSW).
ANTICIPATED USES OF THE RESEARCH
Your participation in the research will contribute to gaining new insights into the work–life
balance phenomenon for Australian women managers. Findings from the study will be primarily
used in the researcher’s doctoral thesis. Other possible usages include conference presentations
and academic journal publications, without disclosing any identity of participants.
ETHICS REVIEW AND COMPLAINTS
This research is approved by the Human Research Ethics Committee (HREC) in Social Science,
Humanities and Behavioural Science of the University of Wollongong for conducting field
research, HREC Reference Number: 2016/151, and is subject to annual ethics audit. If you have
any concerns or complaints regarding the way this research is conducted, you can contact the
UoW Ethics Officer on +61 2 4221 3386 or email rso-ethics@uow.edu.au.
Thank you for your support in this research. Your valuable participation is highly appreciated.
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Should you have any questions concerning the research, please feel free to contact the researcher
as listed above.
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Appendix C: Consent Form for Research Participants

Consent Form for Research Participants
Research: Exploring individual women managers’ perceived work–life
balance: A work-values perspective
Researcher: Zhiling Sun
I have read the Research Participation Information Sheet about the research project, “Exploring
individual women managers’ perceived work–life balance: A work-values perspective.” I
understand this is part of the Doctor of Business Administration (DBA) program of the Faculty
of Business and Law, University of Wollongong (UoW), under the principal supervision of Dr.
Anil Chandrakumara.
I understand if I consent to participate in the project, I will be interviewed for approx. 40 minutes
by the researcher. I understand that my interview will be audio recorded unless otherwise
requested. I understand my contribution will be confidential and there will be no personal
identification disclosed in the written records. I understand there are no potential risks or burdens
associated with this study.
I understand that my participation in this research is voluntary and I am free to refuse to participate
and I am free to withdraw from the research at any time and withdraw any data that I have
provided to that point. My refusal to participate or withdrawal of consent will not affect the
relationship with the researcher or the University of Wollongong.
I understand if I have any enquires about the research, I can contact the researcher Zhiling
(Angelina) Sun at

or

If I have any concerns or complaints

regarding the way this research is conducted, I can contact the Ethics Officer, Human Research
Ethics Committee, University of Wollongong on +61 2 4221 3386 or email rsoethics@uow.edu.au.
By signing below, I am indicating my consent to participate in the research. I understand that the
data collected from my participation will be used primarily for a doctoral thesis and will also be
possibly used in conference presentations and academic journal publications, and I consent for it
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to be used in that manner.

Signed:

Date:

…………………………………………………
Name (please print):

…………………………………………………
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