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iv. Abstract 

 

Balancing work and personal life responsibilities is a challenge most professional women face, 

even more so for women in an Information Technology (IT) department of a bank. Although 

the number of women entering the workforce has increased from a general point of view, in 

contrast, the number of women entering IT careers has decreased globally. A few of the 

reasons include the long hours, work intensity, and the stressful environment associated with 

a career in IT. The challenge women face working in IT is further exacerbated by societal and 

cultural constructs, where women are still perceived to be responsible for fulfilling caregiver 

roles over and above their career responsibilities. Therefore, the problem that this study 

intends to address is the challenges faced by women working in a IT department, as they try 

to balance work and family life, and examines ways in which the organisation/s can support 

them in achieving this. This qualitative case study adopted an interpretivist perspective. 

Sixteen participants were selected through purposive sampling and data was gathered using 

semi-structured interviews. These participants comprised of both female and male IT staff as 

well as line managers. It was found that even though an organisation may have work-life 

balance policies in place, employees were either unaware of these polices  or too busy to read 

them and, therefore, not making use of them - or managers were less supportive or 

inconsistent in implementing these practices. These findings provided valuable insight into the 

work-life balance experiences of women IT staff in a bank in Johannesburg, South Africa and 

the challenges they face, and also provided a view on the critical role management plays in 

creating a culture that supports work-life balance in organisations. WLB policies have been 

found to have many benefits to both an employer and its employees and is considered to be 

one of the most powerful tools for any organisation. Maintaining a healthy WLB is not only the 

responsibility of an employee, the organisation plays an equally important role in helping their 

employees to achieve this. WLB policies are dynamic and require constant assessment and 

changes to accommodate evolving needs and requirements. A few recommendations made 

include, a need for continuous education and training, clearer communication mechanisms, 

policy changes and greater collaboration and partnerships between IT companies in South 

Africa to encourage females to enter IT careers. 

 

Key words: Work-life balance, Information Technology, Organisations, Work-life Conflict. 
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CHAPTER 1 

INTRODUCTION 

 

1.1 Background 

 

Family and work have been identified in research as the two most important spheres in an 

employee’s life (Manasa & Showry, 2018). As more women enter the workforce, they are faced 

with the challenge of trying to balance their work and life responsibilities (Chaudhary & Bagga, 

2018). This is due to the multiple roles that women are required to fulfil, such as that of a 

mother, spouse, caregiver and an employee at work (Chaudhary & Bagga, 2018). The addition 

of more women in the workplace has changed the employee landscape and has become one 

of the reasons for work-life balance (WLB) to become a growing subject of interest in the field 

of management (Gilley, Waddell, Hall, Jackson & Gilley, 2015). This study will take a 

heteronormative view, to alleviate questions which may be construed as offensive by some 

participants. 

Furthermore, the working environment has also changed considerably over the last few 

decades, and organisations currently compete in globalised markets surrounded by high 

technological complexity (Lajtman, 2016). Organisations face continuous pressure to increase 

the speed and development of their businesses which often results in them extending their 

working hours and placing greater demands and expectation on their employees often causing 

work-life conflict (Lajtman, 2016). Further research conducted by AlHazemi and Ali (2016) has 

highlighted that long working hours and work intensity have consistently emerged as two 

priority concerns among employees. Technological advancement and the reliance on and use 

of internet and telecommunication, has resulted in many employees taking their work outside 

the office: subsequently blurring the boundaries between work and family life (Cooper, 1998, 

cited in AlHazemi & Ali 2016).   

In the Information Technology (IT) industry, in particular, there has been a global decrease in 

the number of women entering IT roles: some of the reasons being the long hours and 

continuous learning required (Pretorius, Mawela, Strydom, De Villiers & Johnson, 2015). The 

under-representation of women entering and participating in the IT roles has also been 

prevalent in the South African IT industry (Dlodlo, Mvelase, & Krause, 2010, cited in Pretorius 

et al., 2015). The decline of females entering the IT industry may be attributed to women 

wanting to refocus their time and effort to other aspects of their lives and is something which 

the researcher would like to determine through this research. 

 

The concept WLB was coined in 1986 in America (Lockwood, 2003, cited in Chaudhary & 

Bagga, 2018), and may be defined as the effective management of multiple responsibilities at 

home, work and in other aspects of life (AlHazemi & Ali, 2016).  Sirgy and Wu (2009:185, cited 

in Posluns & Gall, 2020) refer to WLB as “a state reflecting satisfaction and fulfilment in several 

important domains with little or no negative affect in other domains”. Greenhaus, Collins and 

Shaw (2003) observe that people who spend more time in their family roles experienced a 

higher quality of life, greater life satisfaction and higher levels of job satisfaction. They also 

found a correlation between quality of life and WLB (Greenhaus et al., 2003; Prasetya & 
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Wacana, 2016). A balance between work and family life has also been found to improve the 

well-being of an individual (Prasetya & Wacana, 2016).  Wilkinson (2008, cited in AlHazemi & 

Ali, 2016) found that the consequences of an imbalance between work, personal or family life 

is emotional exhaustion, cynicism and burnout. Balancing work and life responsibilities is an 

important issue that impacts both an employee and organisation and it has emerged as a 

major theme over the last few decades (AlHazemi & Ali, 2016).   

A WLB survey by the Mental Health Foundation (Mental Health Foundation, 2018) based in 

the UK found that: 

1. Over a third of the participants were not happy about the amount of time they spent 

devoted to working; 

2. Over 40% of employees found themselves overlooking personal life commitments due to 

work; 

3. Longer working hours over the long term had negative impacts on employees; 27% 

employees felt more depressed, 34% felt more anxious and over 58% felt more irritable, 

4. Additional hours spent at work, resulted in additional hours outside of work spent thinking 

or worrying about work issues; 

5. When an employee’s hours increase, it also increases their unhappiness; 

6. Higher number of women compared to men reported unhappiness, due to having to juggle 

between work and life roles and commitments; and 

7. Almost two thirds of the participants have found that a lack of WLB had a negative effect 

on their personal life. This included lack of personal growth, physical and mental health 

issues, and relationship problems. 

 

Similarly, research conducted in South Africa by Targus (HR Pulse, 2018) found that: 

1. The working world is changing and although employees are expecting more flexibility 

rather than traditional 9-5 working models, not all organisations are set up for this change 

in working culture. 

2. 63% of employers did not encourage flexible working. 

3. From the remaining 37% of organisations that did encourage flexible working, only 19% 

provided their employees with smart devices to enable working from anywhere. 

4. 30% of South African employees felt that their WLB was not valued by the  organisations 

they worked for. 

A recent study by McKinsey & Company on working women during the Covid-19 crisis found 

that one in four women contemplated downshifting their careers or leaving the workforce 

altogether (Coury,  Huang, Kumar, Prince, Krivkovich & Yee, 2020). A few of the reasons 

were: 

1. Lack of flexibility at work; 

2. Feeling that they needed to be available to work at all hours, i.e., ‘always on’; 

3. Housework and caregiving burdens due to Covid-19; and 

4. Concerns of their work performance being negatively judged because of caregiving 

responsibilities during the pandemic. 

 

Research conducted by the African Academy of Sciences has found that there is a global 

problem with not fully utilising the potential of the entire population including girls and women, 

in innovation, science, and technology and Africa has been lagging far behind in terms of 

human technological capabilities (Mukhwana, Abuya, Matanda, Omumbo & Mabuka, 2020). 

https://www.mckinsey.com/our-people/jess-huang
https://www.mckinsey.com/our-people/sara-prince
https://www.mckinsey.com/our-people/alexis-krivkovich
https://www.mckinsey.com/our-people/lareina-yee
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Study findings showed that women's success in STEM (science, technology, engineering and 

mathematics) is influenced by a variety of factors, which reinforced each other at various 

levels, including the individual, family, societal, and the work environment (Mukhwana et al., 

2020). Further to this they found that society's attitudes about gender played a significant role 

in influencing the decisions of women to pursue STEM related careers as well as their success 

(Mukhwana et al., 2020). Macro-level patriarchal attitudes impacted the choice of women to 

pursue STEM related careers (Mukhwana et al., 2020). Tassabehji, Harding, Lee & 

Dominguez-Pery (2021) in their research also highlighted concerns about the declining 

number of women in certain technology roles such as software developers due to ethical 

considerations regarding diversity and equality, and because of the impact that technology will 

have on future societies. According to PricewaterhouseCoopers (PwC, 2018), in the field of 

artificial intelligence (AI), which is at the forefront of emerging technology, women hold only 

one fifth of executive positions. Emerging technology is an important field for women to help 

shape, as day-by-day people become more reliant on the speed and efficiency of new 

technologies (PwC, 2018). Gender equality is an increasingly urgent goal as emerging tech 

gains momentum in the new industrial revolution, which needs to foster inclusivity and bring 

more women into the workforce (PwC, 2018). Companies in emerging technology will benefit 

from introducing new viewpoints and new ideas brought in by more women in technology 

(PwC, 2018). 

The McKinsey & Company report also highlighted the following points (Coury et al., 2020): 

1. Decades of research which showed that women consistently do more housework and 

childcare than men. This load was found to become even heavier during Covid-19 

pandemic.  

2. Mothers took on three times more responsibility than fathers in caregiving responsibilities 

and housework. Women were more likely than men to spend an extra three or more hours 

a day on housework and childcare - equivalent to 20 hours a week, or half a full-time job. 

3. One in five single mothers found the challenges were even greater as they were fully 

responsible housework and fulfilling the caregiver role. 

4. Very few companies adjusted their performance review criteria during Covid-19, which 

became unrealistic and employees, especially caregivers and parents, found themselves 

pushing at an unsustainable pace to try and meet these goals which led to stress and 

burnout. 

 

Sundaresan (2014), through research on WLB for women, found that: 

1. There were several perceptions and stereotypes that existed in the workplace that 

regarded ‘working women’ as ‘working mothers’; 

2. Women usually had to consider the impact on all aspects of their personal lives before 

accepting any positions of power; and 

3. Due to the amount of time working mothers need to fulfil family obligations, they may not 

be able to devote enough time to executive positions. This view is however opposed by 

Lambert (2015), who found that fulfilling both an executive position as a vice president of 

an organisation and being a mother at the same time is achievable.  

WLB has become an increasing challenge in the current generation of employees. The fast-

paced global environments that exist within the context of the early twenty-first century have 

caused people to work longer hours. This has resulted in employees devoting less time to their 

personal lives, increasing stress, and causing other health-related issues. As more women 
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enter the workforce, WLB research has also started to place more focus on the multi-roles 

women play. Although WLB impacts males as well, research has found that female employees 

suffer more, as they generally shoulder more responsibility for children and family, and they 

must often challenge stereotypes (Sharma & Nayak, 2016). This is also aligned to the role 

ideology theory, which can be used to explain the gender differences in work-family conflict 

(Presa, 2018). Based on this theory, high work involvement which results in work-family 

conflict may for example make a woman feel guilty for not meeting the demands expected 

from a traditional family role (Presa, 2018). These socially constructed norms are changing 

slowly, and men and women are being held equally responsible for income generation and 

household duties (Pretorius et al., 2015). Research has proven that in situations where socially 

constructed norms can be relaxed, both women and men can fulfil their potential and achieve 

greater balance in their work and personal lives (Pretorius et al., 2015).  

The value of good WLB has many benefits to organisations due to its positive impact on 

productivity, health, and wellness (O'Carroll, 2015). Organisations desiring growth and 

success need to provide their employees with better WLB (Lajtman, 2016). This study aims to 

assess what the bank is doing to promote WLB within the IT department and what is being 

done, or should be done, to support women in the department.  

 

1.2 Ontology 

 

The researcher is female and has been in the IT industry for the over 14 years. The researcher 

is employed in the IT division of one of the major banks in South Africa, and commenced her 

employment as a Business Analyst, later being promoted into a middle management position.  

Based on the researcher’s own experience, the work environment is highly pressurised, with 

monthly software project releases and employees usually working long hours – including over 

weekends – to meet deadlines.   

The researcher struggles to find a balance between her work and personal life commitments, 

as the environment is very demanding. There have been many instances where the 

researcher has had to prioritise work over family time. The researcher often experiences 

feelings of stress, tiredness, and struggles with insomnia.  The researcher has also observed 

that the female staff who report directly to her, and her female colleagues, often struggle to 

find balance in their work and family lives as well, and the stress of the environment has 

culminated in health issues for some. 

Based on the researcher’s experience in the last decade in the IT industry, she perceives that 

there are various ways of addressing the challenges of WLB for the IT profession. The 

researcher also acknowledges that individuals have different views on WLB. These differing 

views could be based on each individual’s life commitments, example being a working mother 

may prefer a fixed schedule so that she has more time for her children in the evenings or a 

person wanting to start and leave work earlier to avoid sitting in traffic for hours.  As a result, 

the researcher’s ontological stance is based on a relativist philosophy.  

Relativism, according to Guba and Lincoln (1994:110), is the view that reality is subjective and 

differs from person to person. De Villiers and Kotze (2003, cited in Segal, 2014), in their 

research on WLB, have noted that balance has different meanings for different individuals and 
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depends on the context from which it is looked at. Guest (2002, cited in Segal, 2014) went on 

to further elaborate that subjective understandings and perceptions of what balance means to 

different individuals is key to analysing WLB: for example, some people may prefer to spend 

longer hours at work due to a limited life outside of work. 

The researcher, through the relativist paradigm, would like to gain an understanding of WLB 

through the lived experiences of women in the IT department of a bank and to understand the 

challenges they have faced whilst attempting to find balance in their work and personal life 

domains. In addition to considering the perspectives of women, men were also interviewed to 

assess if the pressure on women was higher due to multiple responsibilities they fulfil. Using 

the insight gained in this study, the researcher would also identify organisational strategies 

that would assist in retaining and attracting women in IT roles within the bank. 

 

1.3 Problem Statement 

 

Women in the workplace face the continuous challenge of trying to balance work and family 

responsibilities. This is mostly due to societal expectations where they are still perceived to 

be the primary caregiver or nurturers and are expected to take responsibility for the family 

(Chaudhary & Bagga, 2018). The demands on the individual in the workplace often adversely 

affect their home and in their personal lives. The toll of working long hours often results in 

stress, anxiety, family conflict and a number of health ailments.  In the USA alone, the cost of 

burnout was estimated at $125 billion to $190 billion a year in healthcare spending (Garton, 

2017).  A South African study of 5,837 professionals found that over 22% of employees felt 

that they were overworking due to long hours and staff shortages; this has also led to an 

increase in alcohol and narcotics substance abuse (BusinessTech, 2019a). The researcher, 

herself, struggles to find a balance between her personal life and work responsibilities and the 

impact of this has manifested into health and wellness issues. The problem that this study 

intends to address are the challenges faced by women working in the IT  department of a bank 

in Johannesburg, when trying to balance work and family life and examine ways in which they 

are supported, or should be supported, by organisations to achieve a WLB. 

 

1.4 Research Aim and Objectives 

 

To address the stated research problem, the aim of this project is to explore alternative 

working strategies for women who work in the IT department of a bank in Johannesburg.  

Alternative working strategies have shown to yield positive results. An article by Nellums 

(2018), a certified professional in human resources, highlights the following benefits: 

1. Decreased stress;  

2. Improved staff retention; 

3. Decreased absenteeism; 

4. Increased staff productivity;  

5. Happier and healthier employees; and 

6. Builds trust between an employee, their managers and the organisation. 

http://hbswk.hbs.edu/item/national-health-costs-could-decrease-if-managers-reduce-work-stress
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The researcher has a number of objectives to address the stated aim. 

The first objective focuses on gaining a better understanding regarding how companies adopt 

policies and practices to address WLB challenges for women in all industries, particularly in 

the IT sector. The objective would be further probed through addressing the following 

secondary research question: What policies/strategies are currently available that support 

WLB for female IT staff within the bank?  

The second objective is to identify how Human Resource (HR) practices address WLB 

requirements for IT professionals, with a particular focus on women. The objective would be 

further probed through addressing the following secondary research question: What are the 

gaps in the current policies/strategies that support WLB for female IT professionals within the 

bank? 

The third objective is to identify factors which facilitate or inhibit WLB for female IT 

professionals. The objective would be further probed through addressing the following 

secondary research question: What factors hinder effective management of WLB for female 

IT professionals within the bank? 

The fourth objective is to make recommendations for WLB policies and practices that could 

support female IT professionals. The objective would be further probed through addressing 

the following secondary research question(s): What newly identified policies could be 

implemented to help female IT professionals achieve WLB  within the bank? 

 

1.5 Primary Research Question 

 

The primary research question for the proposed study is: How can the organisation support 

female professionals working in the IT department to achieve work-life balance? The primary 

research question will address the problem statement, which relates to the challenges faced 

by female professionals working in the IT department when trying to balance work and home 

life, and examines ways in which they are supported, or should be supported, by the 

organisation to achieve a WLB. 

 

1.6 Research Question 

 

The table below summarises the research problem, research aim, the primary research 

question, research objectives, and secondary research questions linked to each objective: 
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Table 1: Proposal Summary 

 
Table 1: Proposal Summary 

 

Research Problem: 

 

The problem that this study intends to address are the challenges faced by female 

professionals working in the IT department of a bank  when trying to balance work and 

family life, and to examine ways in which they are supported, or should be supported, by 

organisations to achieve a WLB. 

 

Aim: 

To propose alternative working    

arrangements for women who work in the IT 

department of a bank.        

 

Primary Research Question 

How can companies support female 

professionals in the IT department to 

achieve WLB? 

 

Objectives: 

 

• Objective 1:  

 

To  assess how the WLB policies and 

practises are adopted in the various 

industries, including the IT industry.  

 

• Objective 2:  

 

To identify how HR practices address WLB 

requirements for IT professionals with a 

particular focus on women. 

 

• Objective 3:  

 

To identify factors which facilitate or inhibit 

WLB for female IT professionals. 

 

 

• Objective 4: 

 

To make recommendations for WLB 

policies and practises that could support 

female IT professionals. 

 

 

Secondary Research Questions  

 

• Sub-question(s) 1:  

 

What policies/strategies are currently 

available that support WLB for female IT 

staff within the bank? 

 

• Sub-question(s) 2:  

 

What are the gaps in the current policies and 

strategies that support WLB within the bank? 

 

 

• Sub-question(s) 3:  

 

What factors hinder effective management 

of WLB for female IT professionals within the 

bank? 

 

• Sub-question 4: 

 

What newly identified policies and practises 

could be implemented to help female IT 

professionals achieve WLB within the 

bank? 
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1.7 Epistemology 

 

The problem that this study intends to address are the challenges faced by female 

professionals working in the IT  department of a bank in trying to balance work and family life. 

It examines ways in which they are supported, or should be supported, by organisations to 

achieve a WLB. 

The researcher believes that WLB can be interpreted in many ways depending on 

circumstances and views of what WLB entails, and that there are many equally valid ways of 

seeing the world. As a result, the researcher’s ontological stance is relativism. Relativism as 

previously explained is the view that reality is subjective and differs from person to person 

(Guba & Lincoln, 1994).  Different individuals have different meanings on what balance means 

to them and depends on the context from which it is looked at (De Villiers & Kotze, 2003, cited 

in Segal, 2014).  

Based on the researcher’s subjective view, the epistemological lens chosen for the purposes 

of this research will be interpretivism.  

Interpretivism, according to Gephart (1997), assumes that meanings and knowledge are 

based on interpretation, and that knowledge is thus not objective. Mutch (2005) argues that 

interpretivism is based on the belief that reality is socially constructed and that reality is based 

on the subjective experiences of people based on their interaction with the external world.  

Adding to this, Smith (1993) is of the belief that knowledge cannot be gained in any single way 

or method. With interpretivist research, the goal is to seek methods to allow for the deeper 

understanding of relationships between the environments and people, and, based on these 

different interpretations of reality, to encompass a worldview (McQueen, 2002). Through an 

interpretivist lens the researcher aims to gain a deeper understanding of WLB based on the 

subjective experiences of females working in IT in a bank, to understand their WLB challenges 

and eventually look at ways in which the organisation can support them. 

 

1.8 Theory Development 

 

WLB has different meanings across different individuals and depends on the situational 

perspective from which it is looked at (Guest, 2002, cited in Segal, 2014). Assuming a relativist 

ontology and interpretivist lens, which is congruent with abductive reasoning, the researcher 

will be able to achieve a deeper understanding of WLB through the experiences of women in 

the IT industry. The abductive approach to theory building entails the use of data to examine 

a phenomenon, identifies themes and explains patterns, and ultimately generates new 

approaches or modifies existing theories, which are  then tested by additional data collection 

(Saunders, Lewis, Thornhill & Bristow, 2019). Using this approach to theory building meant 

that instead of moving from theory to data (as with deductive reasoning) or data to theory (as 

with inductive reasoning), the researcher was able to move back and forth, effectively 

combining deduction and induction (Saunders et al., 2019). 
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1.9 Theoretical Frameworks  

 

To better understand the concept of WLB for female professionals in the IT industry, the 

researcher will draw on the following theories to help answer and analyse the research 

questions: 

 

1.9.1 Spillover Theory 

 

Spillover theory proposes that work and family lives can have both a positive and negative 

influence on each other (Staines,1980). Increased focus on work may impact family life and 

family life experiences can impact work life (Belsky, Perry-Jenkins & Crouter, 1985). 

Grzywacz, Almeida and McDonald (2002) further explain that the spillover effect is a result of 

employees struggling to separate work and family obligations and commitments. Zedeck 

(1992) explained positive and negative spillover using the example that happiness at work 

could lead to happiness at home, whilst unhappiness at work could lead to unhappiness at 

home. 

 

1.9.2 Border Theory 

 

The border theory addresses the changes required to balance the work and family domains, 

which are two separate entities and are divided by a border (Clark, 2000). Clark (2000) further 

elaborates that individuals are border crossers as they transition daily between work and 

family domains spheres. Mortimer, Lorence and Kumka (1986) state that trying to balance 

work and family domains are a major goal for border crossers. When an individual recognises 

the importance of and displays greater control in their work and family spheres, they are more 

likely to achieve WLB (Donald & Linington, 2008). Workplace policies that drive the concept 

or belief that creating harmony in both work and personal life domains creates a favourable 

situation for all parties alike, results in higher job satisfaction and lower staff turnover (Allen, 

Herst, Bruck & Sutton, 2000).  

 

1.9.3 Boundary Theory 

 

Boundary theory suggests that, through a process of segmentation or integration, individuals 

can better manage the boundaries between work and personal life (Bulger, Matthews & 

Hoffman, 2007). Boundary theory assumes that individuals create boundaries between their 

work and family life to create order in their lives, thus enabling them to focus on what is most 

important at that moment (Ashforth, Kreiner & Fugate, 2000).  

According to Matthews, Barnes-Farrel and Bulger (2010), individuals differ in opinion on 

whether to segment or integrate between work and life domains.  Individuals who prefer 

integration can transition between domains more easily, whilst individuals who prefer 

segmentation maintain stronger boundaries between work and family life. The concepts of 



Page 10  

being flexible and permeable are important to note in the boundary theory. According to 

Ashforth et al. (2000), boundary flexibility allows individuals to contribute to work or family 

activities at different times and settings, whilst a permeable boundary allows issues and 

concerns from one role to penetrate into the other one. The distinguishing difference between 

border and boundary theory is that borders include psychological categories and tangible 

boundaries that divide the time, place and people associated with work and life (Field & Chan, 

2018). 

1.9.4 Social Exchange Theory 

 

The social exchange theory can be used to explain the relationship between work engagement 

and WLB practices (Blau, 1964, cited in De Kort, 2016). This theory maintains that, when an 

employer provides care opportunities for their employees, there will be positive consequences 

for both employees and employers, (Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & 

Rhoades, 2002, cited in De Kort, 2016) and employees who receive favourable treatment will 

reciprocate in a positive way (Eisenberger et al., 2002, cited in De Kort, 2016). When 

organisations apply the social exchange theory to work-life balance (WLB) practises, it results 

in employees feeling cared for and supported by their organisation (De Kort, 2016). 

 

1.9.5 Feminist Theory 

 

Feminist theory is a field within sociology that moves assumptions, analytical lens, and 

thematic focus away from male perspectives and experiences towards female perspectives 

and experiences (Crossman, 2020). Some of the key focus areas within the feminist theory 

includes; discrimination and exclusion on the basis of sex and gender, structural and economic 

inequality and gender roles and stereotypes to name a few (Crossman, 2020). When applied 

in the workplace, this theory will allow for greater equality for women by challenging traditional 

gender roles, it can possibly also provide a sense of competency in managing the work 

environment and potentially lead to a greater overall sense of well-being for women 

(Saunders, 2016). The feminist theory will be used to determine whether the pressures on 

women working in the IT department are higher in comparison to their male counterparts, due  

patriarchal practices in their private spaces. 

Although all the theories mentioned above are applicable and will be used in the study, the 

researcher will focus on two main ones: the spillover theory to help understand how IT career 

demands can spillover into an individual's personal life causing WLC, as well as the feminist 

theory which will provide insight into how family and societal expectations may hamper a 

women's desire to enter or pursue a career in IT.   

 

1.10 Research Design  

 

Qualitative research involves exploring and understanding the meaning individuals or groups 

place on social or human issues (Creswell & Creswell, 2018). There are 5 approaches to 

https://www.thoughtco.com/sociology-issues-4133509
https://www.thoughtco.com/gender-definition-3026335
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qualitative research as highlighted by Creswell and Creswell (2018), these include; narrative, 

phenomenology, grounded theory, ethnographic and case study research. 

 

In terms of this study, the researcher will be utilising a qualitative case study research 

approach. Using a case study approach can be particularly useful when attempting to gain a 

deeper understanding of a subject, issue, event, or phenomenon in the context of real-life 

circumstances and is useful in providing insight into gaps that may exist or why one strategy 

may be preferred over another (Crowe, Cresswell, Robertson, Huby,  Avery & Sheikh, 2011). 

The data collection method for this qualitative study will be semi-structured interviews. The 

target population will mainly be female employees internal to the IT division of the organisation. 

This will allow the researcher the opportunity to understand the current challenges women 

face and their requirements in relation to WLB policies or strategies as proffered by the 

organisation. Participants were selected using purposive sampling, which allowed the 

researcher to identify and select participants who are most likely to provide valuable 

information for this study. The main goal of purposive sampling is to focus on specific 

characteristics of a population that are of interest, which will best help to address the research 

questions. This involves identifying and selecting individuals or groups of individuals that are 

especially knowledgeable about or have experience with a phenomenon of interest. 

Demographics were not a factor in selecting the sample. The demographics of the participants 

are discussed in the data analysis in chapter 4. 

 

1.11   Conclusion 

 

WLB is a concept that supports the efforts of individuals in balancing their time and energy in 

both their work and personal life domains. Although there has been an increase in women 

entering the workforce globally, Malhotra and Sachdeva (2005, cited in Saraf, 2020) points 

out that they are still considered as primary caregivers for home and family responsibilities. 

The subject of WLB has thus become important for women, as traditionally they are still 

expected to fulfil two jobs: one at home and the other at work. The inability to manage 

demands in the work and personal life domains could influence an employee’s effectiveness 

and productivity in the workplace (Elloy & Smith, 2003, cited in AlHazemi & Ali, 2016) and lead 

to work-life imbalance. Whilst the researcher acknowledges that this is generally experienced, 

focus for this research will rest on the impact on female IT professionals in an IT department. 

Due to the negative impact of work-life imbalance, organisations have also started to increase 

their efforts towards employee wellness and achieving balance. Studies have shown that a 

lack of balance in either the work or personal life domains generally has a negative impact on 

both home and work productivity and, in the long-term, can lead to stress, burnout, ill health 

and other psychological issues (Chaudhary & Bagga, 2018).  

 

 

 

 

 

https://www.thebalancecareers.com/top-ways-to-encourage-employee-work-balance-1919353
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CHAPTER 2 

LITERATURE REVIEW 

 

2.1 Chapter Introduction 

 

This chapter provides an overview on existing literature about work-life balance (WLB). It 

includes discussions on the Information Technology (IT) industry, women in the workforce, 

and the challenges they face. These will then be followed by a review of current literature 

concerning work-life benefits, work-life conflict and finally organisational policies and 

programmes that support WLB for employees in an organisation.  

WLB may be defined as the interaction between the responsibilities of an employee for the 

work they are paid to do for an organisation, and their unpaid obligations towards their families 

and to themselves (Aithal & Noronha, 2020).  Work and family have been identified as the two 

most important domains in a person's life, and the imbalance between the two has created 

significant concern and numerous challenges for employees, society, and organisations 

(Manasa & Showry, 2018).  WLB is a key factor in achieving an overall sense of harmony, as 

conflict may impact an individual’s psychological and social well-being (Clark, 2000, cited in 

Roy, 2016).  WLB includes practices which allow employees more autonomy and flexibility in 

balancing their different responsibilities (Agha, Azmi & Irfan, 2017) and, according to Roy 

(2016), it can be considered one of the most important factors in trying to achieve a satisfying 

life. WLB will be evaluated in relation to the IT industry in this study. 

 

2.2 Information Technology Industry  

 

Technology is changing the way we work and do business (Prasad, 2018). This is due to 

customer needs which are also constantly evolving. If organisations do not keep up with these 

constant changes in the global market, they will soon find themselves losing their market share 

and customer base (Tredgold, 2018).  The Information Technology (IT) industry is an important 

industry globally, as it enables communication, business opportunities and supports domestic 

and international services (Pretorius et al., 2015). This is particularly true in the twenty-first 

century, with the advent of the Fourth Industrial Revolution (4IR). IT has become a key element 

of capability for any organisation, and a source of achieving a sustainable competitive 

advantage (Abdelkader & Abed, 2016). It is also an industry that is constantly evolving, and, 

as a result, this often requires long working hours and continuous learning (Ramsey & 

McCorduck, 2005, cited in Pretorius et al., 2015).  

Organisations are continuously looking at ways to utilise their IT resources to the best 

advantage in order to better manage with the continuous emergence of new technologies, 

global competition and increased customer demands (Marinagi et al., 2014, cited in 

Abdelkader & Abed, 2016). Technology has many advantages and, in one study by Binuyo 

and Aregbeshola (2014, cited in Abdelkader & Abed, 2016) on the impact of IT on the 
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performance of the South African banking sector, it was found that the use of IT increases 

returns on capital employed, as well as returns on assets in the South African banking industry. 

The recognition of IT as both a competitive and strategic weapon has, therefore, been 

identified as a new differentiation tool (Bobb & Harris, 2011, cited in Abdelkader & Abed, 

2016).  

There is a belief in most organisations that innovation together with the advancing technology 

can help in developing dynamic ecosystems that will create sustainable solutions for long term 

success (Verduyn, 2018). All of this, however, would not be possible without people, as they 

are the most valuable asset of any organisation (McPheat, 2019). Managerial leaders need to 

continuously keep their employees engaged and motivated as their attitude can either have a 

positive or negative attitude on an organisation (McPheat, 2019). Research has also 

highlighted the negative impact of constantly evolving technology. Technology, according to 

Manasa and Showry (2018), has blurred the boundaries between work and home, and has 

created an expectation that employees will be available even after working hours. The IT 

industry is one that many of its professionals regard as being chaotic due to the constant 

change and overload of information (Pretorius & de Villiers, 2009, cited in Pretorius et al., 

2015).  

The introduction of smartphones, for example, has obliterated the line that separates work 

from home, resulting in longer working hours where employees are constantly connected to 

their jobs, often leaving them feeling overwhelmed and drained (Nisar, 2019). Such 

technological changes have also impacted the IT industry. The IT environment often demands 

long working hours, which can result in fatigue and eventual burnout (Pretorius & de Villiers, 

2009, cited in Pretorius et al., 2015). In another study of WLB of working parents in the IT 

industry, Pahuja (2015) found that WLB conflict is a common phenomenon amongst IT staff, 

as most of the employees are working harder and longer hours than before to meet the quickly 

evolving demands that the competitive industry demands.  

‘Technostress’ is another element highlighted in literature, and is a term used to define stress 

that individuals experience from their inability to cope with the demands of IT use (Ayyagari, 

Grover, & Purvis, 2011, cited in Pirkkalainen, Salo, Tarafdar, Makkonen, 2019). It is an 

important phenomenon to consider because it is a consequence of the negative impact of IT 

use, and is associated with reduced job satisfaction, productivity and organisational 

commitment, as well as burnout and exhaustion (Ayyagari, Grover, & Purvis, 2011; Ragu-

Nathan, Tarafdar, Ragu-Nathan & Tu, 2008; Srivastava, Chandra & Shirish, 2015; Tarafdar, 

Pullins & Ragu-Nathan, 2015, cited in Pirkkalainen et al., 2019). Technostress is derived from 

the use of workplace IT devices and applications that organisational IT employees use, and it 

has further highlighted a critical need for organisational IT users to find a way to mitigate its 

negative consequences (Pirkkalainen et al., 2019). Constant connectivity characterises the IT 

workplace and may result in psychological outcomes such as feelings of being drained due to 

the use of IT for work (Ayyagari, Grover, & Purvis, 2011, cited in Pirkkalainen et al., 2019).  

From an individual’s point of view in terms of their performance at work, behavioural outcomes 

stemming from technostress will include a lack of effectiveness in being able to use IT for work 

(Pirkkalainen et al., 2019). For the purposes of this chapter, focus will fall on female 

professionals within the IT industry. 
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2.3 Women in the Workforce 

 

According to Manasa and Showry (2018), organisations operating in the current business 

environment are faced with constant competition, continuous advancements in technology, 

and increasing demands for efficiency. They have also been marked by the entry of female 

employees, especially into the IT sector (Manasa & Showry, 2018). These women have 

proven their capabilities through their performance at work and are also growing into 

leadership roles (Manasa & Showry, 2018).  

Roy (2016) states that the role of women has significantly changed in last 50 years. As more 

women are taking a more active role in their careers, they often find themselves juggling 

between their professional and personal lives and are thus faced with the pressure to achieve 

WLB (Manasa & Showry, 2018). O'Carroll (2015) found that younger women have different 

expectations in terms of work and career objectives compared to their mothers. Whereas, in 

the past, women worked to bring in a second income for their families, currently women are 

more driven and are striving to transform their working environments in moving up the 

corporate ladder (O'Carroll, 2015). This view is based on the shifting roles and responsibilities 

of women as dominated by the westernised perspective (Oláh, Kotowska & Richter, 2018). 

In addition to this, Roy (2016), in his research on the role of the modern-day women in India, 

found that working women are now finding themselves having to find a balance between the 

multiple roles they play at work and in their families to achieve a meaningful life. 

Improved healthcare and increased life expectancy have also extended the working lives of 

women and changed the nature of their work (O’Neill & Jepsen, 2019), in addition to increasing 

workforce participation (O’Neill & Jepsen, 2019). Trying to achieve equilibrium between work 

and family life is thus a challenge that most working women face (Cho, Kim, Lee, Lim, Han & 

Park, 2015). Studies have also highlighted the struggles women face when playing multiple 

roles at the same time – which includes being a wife, mother and employee – as too much 

time spent in one role can also be a cause of disharmony in the other roles (Asbari, Bernarto, 

Pramono, Purwanto, Hidayat, Sopa & Alamsyah, 2020). A key consideration with regards to 

the multiple roles played by women is what they prioritise in terms of values. According to 

Cho et al. (2015), women executives placed more value on making a difference, receiving 

respect, individual achievement and having passion for their work compared to their male 

counterparts. In a worldwide study of 4000 executives conducted by Groysberg and Abrahams 

(2014, cited in Cho et al., 2015), meeting the cultural expectations about motherhood was 

identified as the most difficult part of work-life balance that women executives faced.   

Although there have been claims that gender does not play a role in a person's career attitudes 

(Hall, 2004, cited in O’Neill & Jepsen, 2019), women's career choices have been proven to be 

different from men. This was highlighted by Cabrera, (2007, cited in O’Neill & Jepsen, 2019), 

who, through his research, found that women are more likely to change their career paths, in 

order to accommodate family life roles, than men. An example of this is found in women’s 

responses to their role as parents.   

Most women experience disruptions in their work life due to pregnancy and child-rearing roles, 

which may result in them ultimately earning less and having a shorter work tenure than male 

counterparts of the same age (Pleau, 2010, cited in O’Neill & Jepsen, 2019). Lee and Tang 

(2015, cited in O’Neill & Jepsen, 2019) also point out that women are more likely to work part-
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time and transition in and out of paid employment to care for family members. This was further 

highlighted in a PricewaterhouseCoopers (PwC, 2018) survey, which found that a high number 

of women reported that their desire to have a family impeded their career advancement. 

Additional results from the PwC survey of 3 600 professional women, found that 42% of 

women felt nervous about the impact that starting a family could have on their career 

progression and 48% of new mothers felt that they were overlooked for promotions and special 

projects upon their return to work (PwC, 2018).  

The survey painted a similar picture of the technology industry, where 45% of women felt 

nervous about the impact of having children could have on their career and 51% felt that taking 

advantage of WLB and flexibility programmes could have negative career consequences in 

their workplace (PwC, 2018). According to Pretorius et al. (2015), women are hesitant to get 

involved in the IT industry due to its association with long hours and the continuous learning 

that is required. The PwC (2018) report also highlighted that women currently hold only 19% 

of tech-related jobs at the top 10 global tech companies compared to men, who hold 81%.  

Women often find career advancement at odds with their traditional role as homemakers, and 

this often leads to work-home conflict (Pretorius et al., 2015). However, these socially 

constructed norms, which are further influenced by cultural context, are slowly changing as 

men and women are starting to share the responsibility for income generation and 

homemaking tasks(Pretorius et al., 2015).   

Mpala (2017) indicates that the percentage of women in the local IT sector in South Africa has 

declined from a level of 40% of professionals in the 1980’s. Some of the reasons are the long 

working hours and the highly-pressurised environment (Mpala, 2017). Although there is much 

research on the subject of WLB, research on the discourse of female IT staff in the South 

African context is quite limited.  One possible reason could be that only 23% of tech jobs are 

held by women in South Africa, and that women only occupy 56 000 of the 236 000 Information 

Communication & Technology (ICT) jobs available according to a study by Women in Tech 

ZA (Malinga, 2020). South Africa aligns with the rest of the world in facing the challenge of the 

under-representation of women in IT education and careers (Dlodlo, Mvelase, & Krause, 2010, 

cited in Pretorius et al., 2015). As the experiences of female professionals in South Africa 

extends into the global context, it would, therefore, warrant consideration of the universal 

experience of these women rather than restricting the scope of study as being bound to a 

geographically specific location.  

 

The lack of representation of females in IT was also highlighted in a 2017 survey by PwC, 

where it was found that:  

1. Only 27% of female students compared to 61% of male students, said they would consider 

a career in technology, and only 3% said it was their first choice; 

2. A lack of female role models in IT also reinforced the perception that a technology career 

isn’t for females; and 

3. Over a quarter of female student’s state that a career in technology has been put off as it 

is too male dominated. 

 

The findings from this survey highlight the inherent need for IT companies to partner with 

education systems within their countries. The aim would be to develop teaching modules on 

emerging technology that’s reshaping lives to foster and inspire females to consider a career 

in IT. There are many advantages in promoting female talent in the workplace, and it was 

https://womenintech.co.za/blog/#:~:text=Only%2023%25%20of%20tech%20jobs,occupy%2056%20000%20of%20them.
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found that companies that effectively use female talent are 45% more likely to report improved 

market share (Forbes, 2017, cited in PwC, 2018). Additionally, organisations can improve their 

own social licence by promoting gender equality in their workforce; this will allow organisations 

to gain greater acceptance from local communities and stakeholders (Rio Tinto, 2009, cited in 

PwC, 2018).  

It has become vital that organisations address the reasons that cause women to leave their 

careers and, given the urgent need to foster the participation of women in the workforce, 

companies should find ways to support women in their career advancement (PwC, 2018). 

Examples of ways in which organisations can support working-mother employees and nurture 

their careers could be through implementing flexible policies, allowing appropriate parental 

leave, and promoting advancement programmes in a way that prevents potential biases and 

provides organisational solutions that work (PwC, 2018). In doing so, a stronger WLB should 

be promoted. 

 

2.4 Work-life Balance (WLB) Benefits 

 

WLB is considered to be one of the most powerful tools which leading organisational giants 

such as Microsoft, Hewlett Packard (HP) and Shell have adopted and implemented (Dunne, 

2007, cited in Diab & Suifan, 2016). Microsoft, as an example, conducted a project in Japan – 

a place which is known for its long working hours and lack of WLB – wherein the working days 

were reduced from 5 days to 4 days per week and meeting durations were cut from 60 minutes 

to 30 minutes, with a participation cap of 5 people (BusinessTech, 2019b). This project 

resulted in productivity improvement of 39.9%, a reduction of 58.7% in paper printing, a 23.1% 

reduction in electricity consumption and an overall positive impact on employees 

(BusinessTech, 2019b).  

 

WLB policies, which benefit both the employee and the organisation by creating balance and 

equilibrium between work and family life, can also create a win-win for both parties 

(Vloeberghs, 2002, cited in Diab & Suifan, 2016). A positive WLB can lead to increased 

productivity, improved staff retention, and a positive working environment (Nisar, 2019). 

Grover and Crooker (1995, cited in Agha et al., 2017) found that flexible work schedules and 

family-responsive policies have also had a positive impact on employee turnover and overall 

commitment to the organisation. Studies by Dunne (2007, cited in Diab & Suifan, 2016) have 

highlighted the advantages WLB policies have for an organisation; these include reducing 

overheads (for example, employees working from home), improving morale and motivation of 

employees, and attracting higher skilled employees. All of these will ultimately result in 

increased efficiency, lower absenteeism, improved customer satisfaction, improved 

competitiveness as well as improved turnover (Dunne, 2007, cited in Diab & Suifan, 2016).  

 

Nord, Fox, Phoenix and Viano (2002 as cited by Agha et al., 2017) have identified that WLB 

policies can be used as an employee retention strategy in organisations. This is particularly 

relevant to the IT industry due to the opportunities presented for IT professionals in the global 

market. It is, therefore, crucial that organisations start devising retention strategies aimed at 

retaining IT employees with critical skills and experience (Mohlala, Goldman & Goosen, 2012, 

cited in Oosthuizen, Coetzee & Munro, 2016). 
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According to Oosthuizen et al. (2016), talent retention is of specific concern in the IT sector, 

owing to globalisation, the skills shortage, and rapidly advancing technology and retention 

strategies. Addressing the need to keep talent within organisations will help to evade 

significant costs and negative consequences associated with employee turnover (Oosthuizen 

et al., 2016).  In their studies on this subject, Diab and Suifan (2016) found that, although all 

WLB practices had a positive impact on job satisfaction, supervisor/manager support was the 

most influential followed by flexibility and job autonomy. 

 

2.5 Work-life Conflict (WLC) 

 

Work-life conflict (WLC) occurs when there are simultaneous demands from different roles an 

individual needs to fulfil, and they experience difficulty in meeting the requirements of both 

roles at the same time (Roy, 2016).  WLB is an important matter for both the employees and 

the organisation, as a conflict between work and life responsibilities is known to be predictive 

of lowered life satisfaction, emotional exhaustion, depression and alcoholism; it is, therefore, 

vital to understand its implications on both an individual’s, and their family’s, functioning 

(Bedeian, Burke, & Moffett, 1988; Frone, Russell, & Cooper, 1997; Kossek & Ozeki, 1998, 

cited in Visser, Mills, Heyse, Wittek & Bollettino, 2016). Research by Burke and Greenglass 

(1996, cited in Agha et al., 2017) has also found that employees who have a high level of WLC 

tend to exhibit lower levels of job satisfaction and commitment to their organisations. This was 

further confirmed in research by Biron, Cooper and Burke (2014, cited in O'Carroll, 2015), who 

suggested that it is in the best interest of an organisation to help their employees achieve 

WLB, as work-life imbalance can affect an organisation in terms of low levels of productivity 

and low employee engagement. Another finding in this research is the level to which job stress 

negatively affects employees; this includes issues like depression, alcohol abuse and physical 

health damage, high levels of divorce and infertility related issues (Biron, Cooper & Burke, 

2014, cited in O'Carroll, 2015).  

According to Greenhaus and Beutell (1985, cited in Asbari et al., 2020) work-family conflict is 

also a form of inter-role conflict between work and family roles: an example of this being long 

working hours or a heavy workload, which may result in a lack of time and energy spent on 

family activities. Time, stress and behaviour, were identified by Greenhaus and Beutell (1985, 

cited in Roy 2016) as the major sources of WLC. Greenhaus and Beutell (1985, cited in Asbari 

et al., 2020) illustrates types of conflict related to the dilemma women face between their work 

and household roles. These conflicts may result in spillover, which could limit optimal capacity 

from an individual (Roy, 2016) and will be discussed in more detail below.  

2.5.1 Spillover Theory 

Family spillover occurs when family obligations interfere with work responsibilities, whilst work 

spillover happens when optimal time spent with family may be limited due to work obligations 

(Roy, 2016). Conflicts identified as part of spillover are:  

Time-based conflict: This refers to time being limited due to long working hours, irregular 

shifts and inflexibility, and can make it difficult to effectively meet the demands of family roles 

(Roy, 2016). It also refers to family life demanding time, which may also result in work conflict 

(Roy, 2016). Time-based conflict is further highlighted by Allen, Manning, Longmore and 
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Giordano (2019, cited in Asbari et al., 2020), who raised the point that time-based conflicts 

can occur due to division of time and energy between work and household roles. 

Strain-based conflict: Stress from the work domain can cause conflict in the non-work 

domain, due to issues that arise from long, inflexible work hours, physical and psychological 

demand of work, job burnout, and fatigue (Roy, 2016). Greenhaus and Beutell (1985, cited in 

Asbari et al., 2020) describe strain-based conflict as the emergence of tension or an emotional 

state that is produced by one role making it difficult to fulfil the demands of the other role. An 

example of this would be a mother who is working all day, and who will feel tired and may find 

it difficult to spend quality time with her child (Roy, 2016). Each individual copes with strain 

using different strategies, based on their own behavioural characteristics: some may prefer 

segmentation to avoid work related strain invading family life, whilst others prefer to discuss 

their work-life strains with their family to gain support (Jex, et al., 2001; Carver, Scheier & 

Weintraub, 1989; Ashforth et al., 2000, cited in Roy, 2016). 

Behaviour-based conflict: Behavioural demands of each role a person occupies, and the 

switching between these roles, may also be a cause of conflict, as work may demand certain 

aspects of a person’s personality which contradicts the warmth and openness required by 

family (Greenhaus & Beutell, 1985, cited in Roy, 2016). Work and family life are intertwined 

by complex dynamics which may affect an individual on a cognitive and psychological basis, 

as well as affect their work output (Roy, 2016). Experience and skills, as well as positive or 

negative experiences, have the potential of crossing borders from one domain to the other 

(Roy, 2016).  

 

2.6 Border Theory 

 

Karassvidou and Glaveli (2015) conceptualise family and work as two separate but interactive 

spheres which are associated with different values, rules, emotions, thought patterns and 

behaviours for different people. Individuals are identified as border-crossers who are 

continuously trying to manage and negotiate between the borders of the work and family 

domains in attempting to achieve equilibrium (Karassvidou & Glaveli, 2015). According to 

Adisa, Gbadamosi and Osabutey (2017), the borderlines between work and family are defined 

by three border types:  

• Physical borders which determine where domain-relevant behaviour takes place, an 

example being the location of paid employment;  

• Temporal borders are responsible for separating when tasks should be done: an example 

would be the time you are required to devote to work; and 

• Psychological borders determine what behaviours, thinking patterns and emotions are 

suitable to what domain. 

 

Everyone’s borders differ in terms of strength, permeability and flexibility;  when a high level 

of permeability and flexibility exists, conflict eventually occurs (Clark, 2000; Speakman & 

Marchington, 2004, cited in Adisa et al., 2017).  
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The differences between the work and personal-life domains are dealt with by border-crossers 

that function on a continuum, with segmentation on the one end and integration on the other 

(Karassvidou & Glaveli, 2015). It has been found that the more flexible and permeable a 

borderline is, the more likely it is to cause WLC, because the individual fails to differentiate 

between what belongs at work and what belongs at home (Karassvidou & Glaveli, 2015).  On 

the other hand, impermeable and inflexible borders (strong) lead to segmentation 

(Karassvidou & Glaveli, 2015). Each individual’s coping strategy to achieve WLB will depend 

on a number of points such as: the meaning they attach to work and family, their 

characteristics, their preferences for segmentation versus integration, and the fit between their 

preferences and boundaries as influenced by their social and local context (Karassvidou & 

Glaveli, 2015).  

Karassvidou and Glaveli (2015) have also highlighted that, although employees are central 

participants in the organisation, they have very little power in terms of negotiating and making 

changes to the work setting and its borders.  It is, therefore, important that HR practitioners 

improve their understanding of the dynamics of the work and family domains, their borders, 

and of critical aspects of the work family life process (Karassvidou & Glaveli, 2015). To achieve 

central participation in the long run, the company’s culture and values should reflect the family-

friendly attitude of the organisation, and communication and open discussions on work family 

themes should be encouraged to possibly reveal ideas that could positively contribute 

(Karassvidou & Glaveli, 2015). Research findings also support the view that individual 

differences need to be considered by organisations when they deal with work-family balance 

issues and when they introduce interventions to facilitate this process (Karassvidou & Glaveli, 

2015). The blurring of the borders between personal life and the work spheres suggests that 

management should strategically consider family and other related non-work issues which 

may impact work performance in their policies (Adisa et al., 2017).  

 

2.7 Feminist Theory and Patriarchy 

 

Crossman (2020) defines feminist theory as a field within sociology that moves assumptions, 

analytical lenses, and thematic focuses away from male perspectives and experiences 

towards female perspectives and experiences. A core value of feminism is the analysis of 

power and control in all social, cultural, economic, political, and legal structures (Gregory & 

Taylor, 2013). Feminism identifies the fundamental differences in power based on gender, and 

provides an analysis on the impact this has on women and girls (Gregory & Taylor, 2013). 

Feminism not only recognises inequities created by patriarchal society, but also creates 

awareness of the structures and systems that oppress women (Gregory & Taylor, 2013). 

Based on the observation that gender inequality shapes all aspects of social and economic 

life, feminism encourages the exploration of how patriarchal social structures, such as 

hegemonic masculinities and neoliberalism oppress, and exploit women (Bell, Meriläinen, 

Taylor & Tienari 2019).   

Within South Africa, women have struggled for gender equality in terms of representation in 

government, equality at work, cultural forms of oppression, and social and economic exclusion 

(Gouws, 2014).  The issue of gender inequality can be viewed as a form of injustice that has 

far-reaching consequences not only for women's access to resources, but also for the 
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recognition of their identities (Gouws, 2014). Research conducted by the Council on Higher 

Education (CHE, 2013 cited in Akala, 2018) in South Africa indicates that very few women are 

pursuing Science Technology Engineering and Mathematics (STEM) studies. Statistically, 

men dominate engineering, science, and technology (57%), while women dominate other 

areas, such as business, commerce (56%), education (73%), and human and social science 

(59%); this trend has been found to be consistent since 2004 (CHE,  2013 cited Akala, 2018).          

Closely related to the gender gap mentioned above, sexism, economic conditions, social 

classes and cultural factors also tend to perpetuate the gender gap (Akala, 2018). Historically, 

South African women suffered substantially in the past, and reforms were necessary to close 

the gender gap, specifically in relation to black women's access to higher education (Akala, 

2018). However, despite all the gains, black women remain underrepresented in higher 

education and it has been found that race equity has overshadowed gender equity (Akala, 

2016 and Hassim, 1991 cited in Akala, 2018). The connection between race and racism, 

colonialism, and apartheid is clearly visible in South Africa, especially among black women 

who have not achieved success in higher education since 1994 (Hassim, 1991 cited in Akala, 

2018).  The 1980s opposition politics were more concerned with mobilising women for national 

liberation rather than for their own liberation, according to Hassim (1991, cited in Akala, 2018). 

In politics, for example, women were still in the private sphere, while men occupied the public 

sphere, and this, according to Hassim (1991, cited in Akala, 2018), reinforced patriarchal 

dominance instead of challenging it. During the apartheid era, the fostering of gender 

inequality in education was through the formal and informal curricula; this consequently 

reinforced and reproduced stereotypical masculinity and femininity views established by 

hegemonic ideology (Marshall 2000, cited in Akala, 2018). Furthermore, Lemmer (1993, cited 

in Akala, 2018) found that the classification of subjects as masculine or feminine accounts for 

gender differentiation in curriculum and subject choice: for example, science, mathematics, 

engineering, and technology subjects, courses, and programmes are perceived as being 

masculine because they are complex. 

Patriarchy, as a concept, has been central to many feminist theories (Napikoski, 2020) and 

can be defined as an ideological and social construct in which men are considered superior to 

women (Rawat, 2014 cited in Adisa, Abdulraheem & Isiaka, 2019). Feminist theorists have 

expanded the definition of patriarchy to describe systematic bias against women (Napikoski, 

2020). Rather than blaming individual men for oppressing women, feminists see that it is the 

systemic bias of patriarchy that oppresses women and girls (Napikoski, 2020). It is a system 

which encourages male domination, leadership and power and is embedded in certain cultures 

(Adisa et al., 2019). It reinforces the inequity of power relations between men and women and 

in some societies, cultures and religions have imposed certain responsibilities on women who 

are responsible for household and familial responsibilities, regardless of their professions or 

status (Adisa et al., 2019). This may be the reason why WLC is very common among women 

who are trying to fulfil both their family obligations and career commitments at the same time 

(Adisa et al., 2019). Doble and Supriya (2010, cited in Adisa et al., 2019) found that, even 

though achieving WLB is an important matter to both women and men, women who are 

economically active have a greater need, compared to their male counterparts, due to their 

added home responsibilities.   

In their studies in the sub-Saharan Africa, Adisa et al. (2019) found that women's aspirations 

to achieve work-life balance were often undermined by patriarchal norms deeply ingrained in 

culture. Research on Indian women in the South African context by Ahmed and Carrim (2016) 

https://www.thoughtco.com/linda-napikoski-3524784
https://www.thoughtco.com/linda-napikoski-3524784
https://www.thoughtco.com/linda-napikoski-3524784
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have identified that external factors – like society and family expectations, cultural norms, and 

religious beliefs – can also create barriers to women progressing in the workplace, whilst being 

married has been acknowledged as a significant factor that impacts on a woman’s career 

development (Mavin, 2000 cited in Ahmed & Carrim, 2016).  

A recent study conducted by the African Academy of Sciences, found that conformity to 

traditional cultural beliefs has significantly contributed to gender gaps in STEM (science, 

technology, engineering and mathematics) fields in Africa (Mukhwana et al., 2020).  The study 

identified patriarchal attitudes, values, and beliefs as the main barrier to women pursuing 

STEM careers in Africa (Mukhwana et al., 2020). According to the study, there is a widespread 

patriarchal perception of STEM careers in most African countries that is rooted in societal 

expectations, as well as parental expectations (Mukhwana et al., 2020).  

Patriarchal norms and proclivity negatively impact women's WLB, resulting in decreased 

employee productivity, organisational effectiveness, performance, and punctuality (Adisa et 

al., 2019).  Some types of work are categorised as 'men's work' and others as 'women's work' 

(Adisa et al., 2019). As women strive to achieve WLB, they face many obstacles as they have 

traditional roles and religious obligations that are tethered to their gender (Adisa et al., 2019).  

Women's attempts to maintain a balance between work and nonwork obligations are often 

thwarted by male supremacy, which forms the basis of gender hierarchy in contemporary 

society (Antonoff & Brown, 2015 cited in Adisa et al., 2019).  According to Adisa et al. (2020), 

the domestic and gendered division of labour is one of the elements of patriarchy which makes 

it hard for women to achieve WLB.  According to their research, women will be able to enjoy 

good WLB in an environment with a low or at least moderate patriarchal tendency; in contrast, 

women's WLB will be worse in a patriarchal environment (Adisa et al., 2019). Their findings 

suggest that women’s WLB suffers in a highly patriarchal environment (Adisa et al., 2019). 

Sultana (2011, cited in Adisa et al., 2019) also defined patriarchy as the primary obstacle to 

women's advancement and development. Because of the numerous forms of gender 

inequalities that exist in the workplace, such as lack of women leadership, the wage gap and 

the longer time required for women to advance in their careers, the workplace has sometime 

been referred to as an inhospitable environment for women (Stamarski & Son Hing, 2015).  

According to Pretorius et al. (2015), there’s a perception by South African women that the IT 

industry is too male-denominated.  Although there has been progress in advancing women in 

technology, more needs to be done.  Women hold 19% of tech-related jobs at the top 10 global 

tech companies, compared to 81% of male employees (PwC, 2018). Furthermore, Wajcman 

(2004, cited in  Pretorius et al., 2015) highlights the importance of imagining how different our 

socio-technical world might be if women were involved more in the shaping of technologies, 

now and in the future. In order to change the way talent is developed and deployed in today's 

world, it will require undoing and relearning age-old thought processes, along with the 

development of new norms and values, especially in the education system and labour market 

(PwC, 2018). In today's world, gender equality has become increasingly urgent and increasing 

the number of women graduating from STEM fields is crucial to enhancing an organisations 

access to talent (PwC, 2018). Having both men and women in the workforce is important to 

the viability of businesses and economies; mixed teams result in solutions that are more 

creative, with research showing a strong relationship between gender diversity, collective 

intelligence, and team performance (PwC, 2018). Application of this theory will allow for 

greater equality for women in the workplace and possibly allow for more proactive measures 

https://sajip.co.za/index.php/sajip/article/view/1354/2035#CIT0041_1354
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by the organisation to ensure greater equilibrium for women who choose to take on 

responsibility for their families and have a desire for career progression in IT at the same time. 

 

2.8 Organisational Policies and Programmes 

 

WLB was brought to the forefront by the Women's Liberation Movement of the 1980s, and 

organisational policies – such as flexible working and maternity leave – were introduced to 

accommodate the growing number of women in the workforce (Raja & Stein, 2014).  Initially, 

WLB polices focused primarily on women as they were expected to maintain careers, as well 

as manage their families and homes; later these benefits and ideas expanded to encompass 

both professional women and men (Raja & Stein, 2014).  

There are multiple examples of the way in which the world has evolved since the first inception 

of WLB initiatives, which prompted organisations to evolve their own initiatives to respond to 

new societal changes: ranging from technological and economic to health and environmental 

changes (Kossek, Lewis & Hammer, 2010). A recent example has been the Covid-19 

pandemic, which rendered a large portion of the workforce unable to commute to work, as a 

way of mitigating the spread of the virus (Vyas & Butakhieo, 2020). This resulted in both 

organisations and their employees seeking alternative working arrangements, such as 

working from home (Vyas & Butakhieo, 2020). The proliferation of working from home has 

also seen other WLB challenges, which some research has alluded to, such as higher work 

load and increased working hours (Xiao, Becerik-Gerber, Lucas,& Roll, 2021). 

Organisational support has been identified in research as an important coping resource that 

helps employees deal with both stress in the workplace and WLC (Baugh & Sullivan, 2016). 

Maintaining a healthy WLB is, thus, not only the responsibility of an employee; the organisation 

plays an equally important role as the policy makers who define the rules and conditions that 

help the employees in achieving this equilibrium (Sharma & Nayak, 2016). WLB has become 

a significant part of corporate social responsibility today (Bilal, Rehman, & Raza, 2010, cited 

in Sheppard, 2016), and organisational policies such as working hours, work location, 

workload and other family friendly policies can all influence WLB (Visser et al., 2016). These 

organisational support policies and benefits are also a means to attract and retain key talent, 

especially in industries facing shortages (Baugh & Sullivan, 2016). Formal family-supportive 

practices in organisations, have also been found to be instrumental in reducing the negative 

consequences of work-family conflict (Talukder, 2019). According to Matos and Galinsky 

(2012, cited in Baugh & Sullivan, 2016), work-life policies have become a commonplace 

feature in the human resource (HR) portfolio in most organisations today.   

 

Researchers have also identified that employees who believe their organisation is supportive 

will display a more positive attitude and behaviour towards their career (Chew & Wong, 2008; 

Sturges, Conway, & Liefooghe, 2010; Thompson & Prottas, 2006, cited in Baugh & Sullivan, 

2016) and to their organisation (Wegge, Schmidt, Parkes, & Van Dick, 2007, cited in Baugh & 

Sullivan, 2016). In their research, Agha et al. (2017) also found that employee-friendly WLB 

policies increased job satisfaction, employee wellbeing and organisational commitment. A few 

examples of these policies implemented by organisations are: 

1. Flexitime options; 
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2. Working from home; 

3. Paid parental leave; and 

4. Day care facilities at work. 

 

Organisational culture and policies do not only affect individual employees, but also the 

families of employed persons (Kanter, 1977, cited in Pandita & Singhal, 2017). It is critical in 

creating a positive work environment and strong WLB for employees (Groner, 2018). Studies 

have also found that it is usually the supervisor/manager who influences the culture of an 

organisation and, when there is a family-supportive supervisor, then, generally, employees 

will have a stronger WLB (Groner, 2018). In some instances, the total prevailing organisational 

culture can be toxic and negatively influence how supervisors exhibit their duties (Sherman, 

2019).  Supervisors determine whether or not employees take advantage of the benefits 

offered to them (Hammer, Kossek, Yragui, Bodner & Hanson, 2009, cited in Groner 2018). 

This is generally done informally through the culture. The support given by the supervisors 

can have a huge impact on whether employees feel that they can take time off for family 

matters, or if they would get reprimanded by a supervisor (Groner, 2018). Therefore, in 

addition to an organisational culture, it is extremely important for employees to have 

supervisors who support them in creating a strong WLB (Groner, 2018).   

 

In her studies, Groner (2018) also found that, although organisations may have policies and 

benefits in place to encourage a better WLB for employees, the overall balance will decrease 

if employees do not take advantage of the policies. Research on WLB perceptions by 

Sánchez-Vidal, Cegarra-Leiva and Cegarra-Navarro (2012) identified a knowledge gap that 

exists between WLB policies implemented by management and the perception of the 

availability of these policies by the employees, as employees who were unaware of the 

availability of these policies did not make use of them. Their studies also found these different 

perceptions could be caused by the following factors: 

1. WLB policies were not available to all employees equally, and a perception existed that 

these WLB polices were only accessible to particular groups: an example being highly 

qualified individuals from high hierarchical levels in the organisation. 

2. Although managers implemented WLB practices, they did not really support their use. It 

is, therefore, critical to have an organisational culture that supports WLB. Research has 

suggested that sometimes managers portray a negative attitude towards WLB practices 

because they are not sure how they would impact results (Macinnes, 2005, cited in 

Sánchez-Vidal et al., 2012). 

3. Accurate knowledge of WLB practices is also linked to an employee’s motivation for using 

these practices, and are influenced by factors in their life. An example of this would be an 

employee with children who has superior knowledge regarding parental care benefits or 

assistance – as they will actively search for policies that provide them with these utilities – 

versus single employees who may not have this knowledge. 

 

Several studies have found that, although some organisations have made progress in 

improving WLB of their employees by trying innovative approaches, such approaches are still 

quite dependent on how an individual changes their own principles, mindsets and insights to 

fit with their professional life (Sandhya, Choudary, Kumar, & Reddy, 2011; Sonnentag, Mojza, 

Demerouti, & Bakker, 2012, cited in Sheppard, 2016). Organisational researchers have 

identified that the attitudes and behaviours of employees are subject to their motivation, and 
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that employee motivation is crucial in building a competitive advantage for an organisation 

(Aryee, Chu, Kim, & Ryu, 2013, cited in Talukder, 2019). 

Organisational leaders need to recognise their responsibilities and ensure that their 

employees are not working to the extent that work interferes with non-work domains (Bilal, 

Rehman, & Raza, 2010, cited in Sheppard, 2016). Failing to do so can lead to medical issues, 

potentially lower morale, decreased productivity, and reduced job satisfaction (Bilal, Rehman, 

& Raza, 2010, cited in Sheppard, 2016). Kumar and Chakraborty (2013, cited in Sheppard 

2016) found that WLB has a lot to do with organisational efficacy, due to the interactive 

relationship between WLB and organisational effectiveness. It has also been found that, while 

most organisations claim being committed to employee WLB, not all are deeply committed to 

supporting the work-life needs of their employees (Baugh & Sullivan, 2016). Some 

organisations may portray an image of family friendliness through their policies simply being 

on the book, but they lack the incentive to amalgamate the deeper strategic integration of 

work-life issues into the culture and vision of the organisation (Baugh & Sullivan, 2016). It is 

also important to note that WLB is not static, but rather dynamic in that it is an ongoing process 

that requires constant assessment and change to accommodate evolving needs and 

requirements (Raja & Stein, 2014).  

 

2.9 Management Inconsistencies 

 

Working from home as a result of the digital revolution was a vision predicted almost 50 years 

ago according to Colley and Williamson (2020). However, this revolution was mainly hindered 

by resistance from management and their concerns about performance and productivity. 

Studies conducted by Colley and Williamson (2020) in 2018 on a group of 300 managers 

identified widespread managerial resistance in allowing employees to work from home, 

despite existing organisational policies that supported this. However, the onset of the Covid-

19 pandemic, and resulting lockdown restrictions, resulted in many employees working from 

home.  

Line managers’ support for WLB is widely accepted in research as a key component in 

determining an employee’s WLB outcomes (McCarthy, Darcy & Grady, 2010). WLB is most 

effective when it is supported by both the organisation and the supervisor;  as a result, an 

employee's view of organisational support for WLB is influenced by the manager's actions in 

the workplace (Murvin, 2019).  Since managers control the work environment, their influence 

on employee WLB is significant (Murvin, 2019). Given that line managers are increasingly 

involved in decision-making in an organisation due to the devolution of certain HR 

management responsibilities, line managers can influence how HR policies are interpreted 

and implemented (McCarthy et al., 2010).  Line managers serve as a link between strategic 

and operational organisational operations, and it is important to understand how these 

managers who are a critical meso level factor affect the implementation of WLB policies and 

practices (McCarthy et al., 2010). Due to line managers becoming more involved in decision 

making because of the devolution of certain HR decision making to them, there 

is a greater likelihood of inconsistency and disparity between policy formulated at the top and 

decisions made at the bottom (McCarthy et al., 2010).  
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Lipkin (2017) describes management as an elusive field and has found that managers are 

prone to leave a trail of inconsistencies: especially if they have not been trained in the art of 

management. A few factors that result in inconsistent management, according to Lipkin 

(2017), are:   

1. Low self-efficacy based on the lack of self-reflection of managers and the lack of 

awareness about how they come to their decisions (past experiences, thought patterns, 

metacognition) which, in turn, informs the effectiveness of their decision making; 

2. Ever-changing environments in terms of personnel, protocol, or space allocation; and 

3. Lack of knowledge/experience resulting in inconsistent management practices. 

 

Inconsistencies between strategy and policy implementation can be addressed through HR 

actively involving line managers in the design and development of WLB policies, as they will 

eventually be held accountable for these in terms of implementation and evaluation (McCarthy 

et al., 2010).  

The behaviours of managers influence employee well-being, and organisations seeking to 

foster healthier workplace environments cannot overlook line manager supervision practices 

(McCarthy et al., 2010). HR should ensure consistency in the application of policies and 

procedures and identify and address examples of favouritism or differences between 

departments and managers (Clarke & Holdsworth, 2017). Line-management training is a 

critical step needed in building awareness of WLB policies and programmes, enabling 

consistency in WLB decision-making between managers and employees, and ensuring 

effective implementation of WLB policy at an organisational level (McCarthy et al., 2010). 

 

2.10 Social Exchange Theory 

 

The social exchange theory can be used to explain the relationship between WLB practices 

and work engagement (Blau, 1964, cited in De Kort, 2016). This theory states that, when 

employees feel that organisations help them balance their work and family demands, they feel 

cared for and supported by their organisation, and feel obligated to reciprocate by showing 

more favourable attitudes and behaviours at work (De Kort, 2016; Talukder, 2019). These 

employees respond with increased positive feelings towards their organisation and their jobs 

(Aryee, Srinivas, & Tan, 2005, cited in De Kort, 2016). The results of a study by Richman, 

Civian, Shannon, Hill, and Brennan (2008, cited in De Kort, 2016) revealed that supportive 

work-life policies and perceived flexibility are positively related to employee engagement.  

In line with the social exchange theory, research also demonstrates that one way in which 

employees reciprocate positively is by forming a stronger attachment to the organisation when 

they believe that the organisation is supportive of their family (Allen, 2001; Odle-Dusseau, 

Britt, & Greene-Shortridge, 2012; Tang, Siu, & Cheung, 2014, cited in Talukder, 2019). 

According to Thomas and Ganster (1995, cited in Talukder, 2019), the balancing of 

responsibilities between work and home commitments can be achieved through supervisory 

behaviour. Supervisors can show their support by displaying empathy and by expressing 

concern and encouragement to employees who are strained by demands of family and work 

(Bagger & Li, 2014, cited in Talukder, 2019). Supervisor support can be critical in reducing 
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work-family conflict experienced by employees (Breaugh & Frye, 2008, cited in Talukder, 

2019). 

 

2.11 Job Autonomy 

 

Job autonomy can be defined as the extent to which an individual experiences the ability to 

make their own decisions in respect of their job (Lehmann, 2016) and is one possible strategy 

that could be used by organisations to mitigate WLC (Anderson, Coffey, & Byerly, 2002; Berg 

et al., 2003, cited in Visser et al., 2016).  Studies on the work-life context have shown that 

autonomy and flexibility in being able to set working hours, work location and organisation of 

work, all have a positive influence on WLB (Anderson, et al., 2002; Berg et al., 2003, cited in 

Visser et al., 2016). Badri and Panatik (2020), in their studies, identified job autonomy as an 

important work resource that allowed individuals to effectively manage both their work and 

family responsibilities. Job autonomy provides employees with flexibility in the ways in which 

they work and the time they dedicate to work, thus allowing them more opportunity to juggle 

different aspects of their lives to find greater balance (Badri & Panatik, 2020). Job autonomy 

was not only found to improve the overall condition of work-life balance, but it also helped 

reduce inter-role conflict (Badri & Panatik, 2020). Similarly, Lehmann (2016), in her studies, 

identified a positive correlation between job autonomy and WLB. In other words, when job 

autonomy is high then balance between work and life commitments were also found to be 

high.  However, autonomy only has a positive influence on WLB when trust in management is 

high; when trust in management is low, the effect will be negative (Visser et al., 2016). 

 

2.12 Employee Engagement 

 

Engaged employees are those who display behaviour relating to enjoyment, pride, and self-

motivation during their work, and who incorporate their personal selves into their work (Kahn, 

1990, cited in Pandita & Singhal, 2017). May, Gilson and Harter (2004, cited in Pandita & 

Singhal, 2017), defined three important components of employee engagement – the physical, 

emotional and cognitive components – and these components are used to gauge the 

individual’s energy level, motivational level and engrossment in work.  

Engaged employees benefit the organisation by helping to retain customers, earn profits, and 

enhance the organisations culture and goodwill. For employee engagement to be successful, 

it cannot be expected in a vacuum, and leadership needs to be a driving force in order to 

achieve this (Pandita & Singhal, 2017). Organisations need to create a favourable 

environment and culture which will allow employees to thrive and provide appropriate reward 

mechanisms (Pandita & Singhal, 2017).  They should allow their employees to be part of work-

related decision-making: ensuring that they have adequate and continuous access to work-

related information; making them understand how their work contributes to the overall 

organisation’s mission and strategy; encouraging positive relationships; and, finally, providing 

performance feedback (Goodman, 2009, cited in Pandita & Singhal, 2017). Organisational 

culture and policies not only affect individual employees, but also the families of employed 
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persons (Kanter, 1977, cited in Pandita & Singhal, 2017). Organisations need to understand 

that they cannot only be concerned with the amount of employee output, but that the quality 

of output be given equal attention (Pandita & Singhal, 2017).   

It is important that an organisation pays attention to how happy an employee was at the time 

of performing a certain task, as an employee at their workplace who is distracted by a 

spouse/child, aged parents, or day-care, could possibly display signs of low engagement 

(Pandita & Singhal, 2017). There is no doubt that WLB affects organisational effectiveness 

and engagement (Pandita & Singhal, 2017).  Employee engagement has been found to be a 

key element in achieving productivity, profitability and customer satisfaction (Luthans & 

Peterson, 2002, cited in Pandita & Singhal, 2017). It has, thus, become important for 

organisations to encourage a positive environment and emotions which will result in better 

employee engagement (Robinson, 2006, cited in Pandita & Singhal, 2017) and lower stress 

as far as WLB is concerned. Similarly, encouraging improved employee engagement in the IT 

industry will also yield positive outcomes for IT female professionals. 

 

2.13 Flexible working 

 

The way of working is slowly changing, and many employees no longer work the traditional 

‘nine-to-five’ working hours, as flexible working practices are becoming increasingly popular 

in organisations (Cook, 2019). Flexible working provides employees with the ability to control 

both the physical and temporal boundaries between their personal life and work domains, and 

allows them a certain level of flexibility to blend these domains so that both these demands 

can be simultaneously met (Chung, 2017). The sophistication of today’s technology means 

that businesses are no longer limited to specific geographical locations in managing their 

workforce and, with high-speed connectivity and the right technology, people can now not only 

work from dedicated office locations, but from any other location (Cook, 2019). Flexible 

working has thus become an important mechanism to achieve WLB (Sharma & Nayak, 2016). 

Research by Diab and Suifan (2016) has found that flexible working was the second most 

influential WLB practice after manager support. 

 

In their studies, Sharma and Nayak (2016) have found that globalisation and outsourcing have 

influenced working hours and introduced concepts such as flexi time, working from home, 

staggered hours and part time work: all of which can help the employees, especially in the IT 

industry, to manage both their work and family responsibilities. Clarke and Holdsworth (2017) 

have also identified a few examples of ‘flexible working arrangements’ which include:  

1. Flexitime, which allows employees the ability to vary their start and finish times provided a 

certain number of hours are worked per week;  

2. Part-time or reduced hours; 

3. Working from home, or remote working from another location one or more days a week, 

4. Job sharing, where two employees share the work of one full time job;  

5. Compressed hours: where employees work a full week’s worth of hours in fewer days 

(e.g., five days worked over four); and 

6. Family-leave programmes, where employees get paid or unpaid leave to attend to 

personal or family responsibilities usually for a temporary period.  
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Flexible working has many advantages to both the employees and organisations (Cook, 2019), 

and include the following identified benefits: 

 

Benefits to the employee 

1. Less time spent in traffic and travelling; 

2. Improved WLB and more time to see to family and personal life responsibilities; 

3. Increased wellbeing and lower stress levels; and 

4. More time to focus on work without interruptions. 

 

Benefits to the organisation 

1. Improved productivity; 

2. Increased efficiencies; 

3. Reduced operational costs such as office costs and overheads; 

4. Lower absenteeism; 

5. Improved employee engagement; and 

6. Retention of talent and skilled workforce. 

 

Covid-19 has further brought about a change in the way we work in terms of flexibility, and 

has ushered in a new era of connectivity, productivity and inclusiveness (Whiting, 2020). 

Technology companies, such as Google, Salesforce and Facebook, were amongst 

organisations that extended remote working, while Japanese technology firm Fujitsu halved 

its office space to provide its 80,000 employees more flexibility (Whiting, 2020). Flexible 

working, not only improved productivity, but communication and engagement also increased: 

HP, as an example, created a series of talks with their CEO which reached out to 85% of its 

staff members. Collaboration platforms like Zoom and MS Teams allowed leadership to reach 

out to their employees in a more inclusive manner, and virtual discussions allowed even 

introverted employees, who avoid face-to-face speaking, an opportunity to voice their opinions 

(Whiting, 2020). In addition, Whiting (2020) also found that, with flexible working, operating 

efficiencies increased as decisions were made faster due to hierarchies dissolving. Office 

spaces were evolving into collaboration and innovation hubs and new styles of leadership 

were emerging to measure staff on productivity rather than time. 

Flexible working can be used constructively, allowing women the opportunity to adapt their 

work to family demands (Singley & Hynes, 2005, cited in Chung & van der Lippe, 2020). This 

can increase WLB for female employees and can potentially be a useful tool to further enhance 

gender equality globally (Chung & van der Lippe, 2020). The challenge herein lies in pre-

existing views and norms on gender roles, which can result in gender roles becoming 

traditionalised (Chung & van der Lippe, 2020).  Men, for example, are expected to use flexible 

working to enhance their job performance, and are usually rewarded monetarily for this; in 

contrast, women are expected to direct this flexibility towards their family responsibilities and 

do not receive a comparable financial reward (Chung & van der Lippe, 2020). 

Achieving individual, team and organisational benefits from flexible working is highly 

dependent on the manager’s perceptions of flexible working and their level of support for 

flexible workers. Clarke and Holdsworth (2017), in their research on flexible working, identified 

the following key considerations: 

1. Managers are often concerned about the effects of flexible working on productivity, and 

are sometimes reluctant to allow flexible working except for those they perceived as high 

performers; 

https://www.forbes.com/sites/jackkelly/2020/08/21/salesforce-joins-google-and-facebook-in-extending-work-from-home-to-next-summer/
https://www.bbc.co.uk/news/business-53303364
https://www.bbc.co.uk/news/business-53303364
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2. Less supportive managers expressed concerns about commitment to the organisation and 

the impact on productivity;  

3. Flexible workers are often perceived as not able to cope with the demands of a full 

workload, or that they lack commitment; and  

4. Some managers see the use of flexible working arrangements as an indicator of 

employees’ organisational commitment and work ethic. 

 

As stated by Clarke and Holdsworth (2017), a number of studies have found considerable 

differences in the way flexible working has been adopted within a single organisation. This 

was largely due to how the manager implemented these policies in the organisation and these 

inconsistencies can be reduced by clear and consistent policies (Clarke & Holdsworth, 2017).  

 

Although flexible working is becoming popular, research has also found that flexible working 

can increase work intensity (Chung, 2017). Work intensity occurs when the time boundaries 

between work and family life become blurred, leading to more focus on work (Clark, 2000, 

cited in Chung, 2017).  Work intensity can also increase as a result of multitasking between 

the two roles, or spillover of work into the family domain (Chung, 2017).  Recent research has 

also found that some managers may expect increased work intensity in exchange for allowing 

their employees the opportunity to work from home (Bathini & Kandathil, 2017, cited in Chung, 

2017), and this would ultimately culminate in work-family conflict. Research conducted by 

Chung (2017) also noted that flexible working is not always used for family-friendly purposes, 

and that companies often provide flexitime opportunities alongside other arrangements that 

may motivate workers to work harder. 

 

2.14 Employee wellness programmes 

 

Employee Health and Wellness Programmes (EHWP) are one of the workplace strategies 

aimed at improving the well-being of all employees (Mphahlele, 2019). Employee wellness is 

crucial for WLB, and the implementation of wellness programmes allows organisations to not 

only improve employee morale, it also shows employees that they are valued by their 

organisation (CoreHealth Technologies, 2021). Studies indicate that a number of 

organisations and institutions are introducing wellness programmes to provide employees with 

effective psychological support to enhance the wellness of those who show lower levels of 

well-being in order to increase job performance (Roslender, Stevenson & Kahn, 2010; Hillier, 

Fewell, Cann & Shepard, 2012; Ryu, 2016, cited in Mphahlele, 2019).  According to Reese 

(2011, cited in Mphahlele, 2019), a well-designed EHWP programme results in a healthy 

organisation, characterised by low levels of absenteeism, lower health care claims, higher 

productivity, improved employee satisfaction and lower union grievances. There are a number 

of global organisations which have successfully implemented wellness programmes and these 

programmes have allowed these organisations to improve efficiencies, workplace satisfaction 

and overall employees’ health and happiness (Rise, 2019). Examples of a few of these 

organisations are highlighted below:  

1. Google has set a standard of workplace wellness which includes massage parlours, nap 

rooms, on-call medical staff,  on-site laundry, Lego stations, office dogs, a colour-coded 

healthy cafeteria and even Ping-Pong tables (Rise, 2019). 
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2. Fitbit aimed its wellness programme at improving the fitness levels of their staff. This 

initiative has reduced sick leave, illness, loss of productivity and fatigue amongst its staff. 

The initiative was driven through the provision of Fitbit's wrist tracker technology to its staff 

and the introduction of fun games and rewards to motivate staff to get active (Rise, 2019). 

3. BP also used Fitbit's programme to initiate a "one million step challenge" in order to 

encourage their staff to walk, skip, climb or run at least a million steps during the year. In 

addition to this, BP's own wellness programme, called the ‘Elements for Life’ initiative aims 

to ensure that an employee's emotional, financial, and social health are sound as well 

(Rise, 2019).  

 

Given the diverse range of wellness programmes, the focus of this research will be the 

wellness aspects that improve WLB in the IT industry, such as psychosocial support to help 

employees deal with blurred boundaries between work and family life, stress, anxiety and 

other health issues relating to this. 

 

2.15  Chapter Summary 

 

Technology has transformed business models and ways of working globally (Duxbury & 

Smart, 2011, cited in Adisa et al., 2017), and work obligations are no longer bound by time or 

place (Glucksmann & Nolan, 2007, cited in Adisa et al., 2017). People are working longer 

hours, and work has slowly taken over lives (Joyce, Fisher, Guszcza & Hogan, 2018). This is 

primarily due to technological advancements, which allow workers to be ‘switched on’ and 

accessible at all times (Joyce et al., 2018).  Technology has also blurred the boundaries that 

separate work and non-work domains (Adisa et al., 2017), and balancing between the two 

domains is a challenge for both employees and employers (Valcour, 2007, cited in Adisa et 

al., 2017).  Furthermore, protracted working hours may render employees physically and 

mentally tired, which negatively affects their job performance. (Adisa et al., 2017).  

Research has indicated that patriarchal norms impact women's WLB and this maybe a reason 

why there has been a decline in women entering IT related careers both globally and in Africa. 

Organisational policies such as working hours, work location, workload and other family 

friendly policies all have an influence on WLB for employees (Visser et al., 2016).  WLB has 

thus become a crucial element needed for success in today’s highly competitive business 

world (Ilies, Schwind & Wagner, 2009; Qu & Zhao, 2012, cited in Adisa, Gbadamosi & 

Osabutey, 2017). WLB is a particularly important subject to broach for female professionals in 

the IT sector: a sector which is known for its constant changes and high pressure. As drawn 

from the literature, it is important for an organisation to understand the challenges that women 

face in this industry to help attract and retain female talent in this continuously evolving 

industry.  Also important to note is that, although the literature reviewed is not solely focused 

on issues relating to female professionals in the IT industry, the primary research undertaken 

in this study will be directed towards WLB in the IT industry: with the literature review providing 

foundational and universal understanding. 
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CHAPTER 3 

RESEARCH DESIGN & METHODOLOGY 

 

3.1 Chapter Introduction 

 

The subject of work-life balance (WLB) has gained significance over the past two decades, 

because of its impact on the well-being and productivity of individuals, families, and 

organisations. Organisations are also more willing to recognise the importance of WLB, as 

more staff are experiencing conflict between their work and personal lives.  As more women 

are entering the workforce, the subject of WLB has gained increased focus in relation to 

women’s lived experiences, and one of the main reasons for this is that traditionally women 

are expected to play more than one role. 

The problem that this study intends to address is the challenges faced by female professionals 

working in the IT department of a bank when trying to balance work and family life and to 

examine ways in which they are supported, or should be supported, by organisations to 

achieve WLB. To address the stated research problem, the aim of this study is to explore 

alternative working arrangements for women who work in the IT department.  

The researcher is female and has personally experienced work-life imbalance and conflict.  

The researcher has over 14 years’ experience in the IT sector, and, over the past decade, has 

observed how the working landscape has evolved.  

The aim of this chapter is to outline the research approach utilised in this study by detailing 

the chosen research methodology. The methodology employed here includes the research 

design, population and sample size, data collection and analysis process. Furthermore, it will 

also outline the key ethical considerations of this study. 

 

3.2 Research Design 

 

Research may be defined as a process used to a achieve a deeper understanding of any issue 

or concept (Gupta & Awasthy, 2015). The Cambridge Dictionaries Online (2003, cited in Gupta 

& Awasthy, 2015) describes research as the systematic detailed study of a subject, used to 

discover any new information or to reach an understanding. It involves a process of gathering 

data, information and facts for the advancement of knowledge (Shuttleworth, 2008, cited in 

Gupta & Awasthy, 2015).  

Research methodology may be described as the general research strategy which defines the 

manner in which the research will be undertaken (Melnikovas, 2018). The research onion 

proposed by Saunders, Lewis and Thornhill (2016, cited in Melnikovas, 2018) provides a view 

of the different layers that need to be addressed to construct or formulate a research 

methodology.  
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Figure 1: Research Onion (Saunders et al., 2019) 

 

The research onion consists of six layers and each layer will be described in detail below 

(Melnikovas, 2018): 

  

3.2.1 Research Philosophy  

 

Research philosophy is found in layer one of the research onion and refers to a system of 

beliefs and assumptions about the development of knowledge. These assumptions include: 

1. Ontology which is the nature of the reality or what makes something a reality (Melnikovas, 

2018); and 

2. Epistemology which is the nature or sources of knowledge or facts  (Melnikovas, 2018). 

 

As delineated in Chapter 1, the researcher’s ontological perspective is relativism. This is based 

on the researcher’s own experience in relation to WLB and the view that ‘balance’ has different 

meanings for different individuals. The researcher also believes that reality is subjective and 

based on each individual’s own experience. As such the research will be conducted through 

an interpretivist epistemological lens. 
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3.2.2 Approach to Theory Development 

 

The approach to theory development is the second layer in the research onion and consists 

of three different approaches to building theory which are: 

1. Deductive approach (Melnikovas, 2018) : In this approach, the researcher begins with 

an existing theory, then develops a strategy and collects data in order to confirm or reject 

the hypothesis. 

2. Inductive approach (Melnikovas, 2018): In this approach, the research starts with 

observation and data collection, moving to analysis in order to form a theory.  

3. Abductive approach (Melnikovas, 2018): This approach usually starts with a surprising 

fact and then moves between induction and deduction in order to find the most likely 

explanation.  

 

The researcher applied an  abductive approach to theory building in this study. This approach 

allowed the researcher to move back and forth between theory and data (unlike deduction and 

induction), combining the advantages of both (Saunders et al., 2019). By pursuing an 

abductive approach to theory - the researcher was able to gather data that was sufficient and 

rich enough to explore the phenomenon being studied and to identify themes and patterns 

(Saunders et al., 2019). 

 

3.2.3 Methodology 

 

Methodology is found in the third layer of the research onion, and involves the selection and 

use of quantitative, qualitative or mixed method research design.  

The research design used for the purposes of this study was qualitative, using a case study 

approach. According to Creswell and Creswell (2018), qualitative research is best suited for 

discovering and understanding the meanings that either individuals, or groups of individuals, 

attribute to problems. Gupta and Awasthy (2015) describe qualitative research as a form of 

social science, where the focus is on understanding people’s world, interpreting their 

experiences, and making sense out of it. Gupta and Awasthy (2015) further elaborate that 

qualitative research is about the subjective world in which we live and is based on a worldview 

which is holistic where multiple constructed realities exist.  

 

3.2.4 Research Strategy 

 

This is the fourth layer of the research onion, and this step can be described as the general 

way in which the researcher chose the main data collection methods, or sets of methods, in 

order to answer the research questions and meet the research objectives.  

The researcher’s chosen strategy is a case study approach. Case studies have been widely 

used in social science and have been found to be especially useful in practice-oriented fields 

(Starman, 2013). Sagadin (1991, cited in Starman, 2013) explains that  a case study is used 
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to analyse and describe a particular event, person, institution or problem in detail, for example 

when describing a process, phenomenon, or event within a particular institution. According to 

Chetty (2013) a case study explores and investigates contemporary real-life phenomena by 

examining how specific events or conditions relate to one another depending upon their 

contextual context and is particularly useful when attempting to gain a deeper understanding 

of a subject, issue, event, or phenomenon in the context of real-life circumstances (Crowe et 

al., 2011). Based on the researcher’s interpretivist lens, this approach allowed the researcher 

to gain insight and understanding on WLB from the personal viewpoints of the participants. 

The researcher endeavoured to understand the world in which they live in by relying on the 

experience of the participants working in IT with the bank.  

 

3.2.5 Time Horizons 

 

This layer of the research onion defines the timeframe for the research.  Kosow and Gaßner 

(2008, cited in Melnikovas, 2018) distinguishes between three basic time horizons:  

1. Short-term: up to 10 years;  

2. Medium-term: up to 25 years; and 

3. Long-term: more than 25 years. 

 

The time horizon for this study on WLB for female IT staff is, thus, short term based on the 

definition above.  

 

3.2.6 Techniques and procedures include data collection and analysis  

 

The final layer in the research onion consists of the techniques and tools used to collect and 

analyse data.  This will be described in more detail below. 

 

3.3 Research Method 

 

Based on the qualitative design chosen, the researcher followed the following steps to gather 

data required for this research: 
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Table 2: Data Gathering and Analysis Steps 

Step Description  Instrument utilised 

1 Interview questions created Appendix 4 

2 Identified target population & sample size in the IT 

division to interview 

See 3.4 

3 Requested permission from line manager to conduct 

research at organisation 

Appendix 1 

4 Applied & received approval for ethical clearance from 

Da Vinci 

Appendix 2 

5 Contacted each individual to request their permission 

to interview them  

MS Teams 

6 Set up each interview. The Informed Consent to 

Participants letter was attached to each interview 

invite and digitally completed. 

MS Teams 

Appendix 3 

7 Transcribing each interview Online software 

8 Data Analysis Thematic analysis 

 

3.4 Research Population and Sampling 

 

The researcher used a purposive sampling technique, which is commonly used in qualitative 

research to allow for better utilisation of available resources (Etikan, 2016). Purposive 

sampling is a non-random technique that allowed the researcher to focus on specific 

characteristics of a population that were of interest and who were willing to provide the 

information by virtue of knowledge or experience. This involved identifying and selecting 

individuals or groups of individuals that were especially knowledgeable of or had experience 

with the phenomenon of interest (Etikan, 2016). Creswell and Plano Clark (2011) align this 

approach and its intention to purposive sampling. Purposive sampling allowed the researcher 

to identify and select resources who were most likely to provide valuable information from the 

limited resource pool available (Etikan, 2016).   

The target population chosen for the purposes of this research were females employed in the 

IT division of one of the major banks in South Africa, and the population and sample criteria 

were based on the research problem, aim and objectives. Twelve female and four male 

candidates with different demographics were selected to participate in the research. These 

participants included a Project Manager, IT Quality Assurance Manager, Test managers, 

Team Lead, Developers, Development Manager and HR resources.   

As the researcher had not previously conducted research of this nature, two pilot interviews 

were conducted in order to allow the researcher to assess if the subject and research 
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objectives were adequately covered by the interview questions. The pilot interviews also 

allowed the researcher to test the clarity of the recordings on MS teams, and helped provide 

a guideline for the estimated time frame needed for each interview. 

 

3.5 Data Collection 

 

In order to answer the main research questions (listed below), the data collection method used 

for this qualitative study was semi-structured interviews: 

  

Primary Research Question: 

• How can the organisation support IT women professionals in a bank to achieve work-life 

balance? 

Secondary Research Questions: 

• What policies/strategies are currently available that support work-life balance for female 

IT staff in the bank?  

• What are the gaps in the current policies and strategies that support work-life balance 

within the bank? 

• What factors facilitate or hinder work-life balance for female IT professionals within the 

bank? 

• What new policies and practises identified could be implemented to help female IT 

professionals achieve work-life balance within the bank? 

Semi-structured interviews are described as in-depth interviews, and are commonly used in 

qualitative research (DeJonckheere & Vaughn, 2019). This method typically consists of a 

dialogue between researcher and participant, guided by a flexible interview protocol and 

supplemented by follow-up questions, probes and comments (DeJonckheere & Vaughn, 

2019). Semi-structured interviews refer to a data collection method where a single interviewer 

using a flexible interview, actively listens and probes to achieve in-depth detail and 

understanding (Forrester, 2010). Fontana and Frey (2005) suggest that semi-structured 

individual interviews are influential in helping the researcher understand the viewpoint of other 

people.  According to Rossman and Rallis (2012), interviews are used in an interpretive 

paradigm to help understand individual perspectives and generate rich meaningful data.   
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Figure 2: Semi-Structured Interview Steps (adapted from DeJonckheere & Vaughn, 2019) 

 

The following steps were followed in data collection process: 

Step 1 – The researcher began by identifying female IT staff that were best suited, and 

available during the month of December, to participate in the interviews. Subsequent to this, 

a limited number of males were identified and interviewed. 

Step 2 – Ethics are important in research, and the researcher tried to adopt an ethical attitude 

from commencement of the research (DeJonckheere & Vaughn, 2019).  This ethical attitude 

incorporated sensitivity, respect, and tact in dealing with each participant.  The researcher 

also adequately informed each participant on the nature and purpose of the study, shared the 

informed consent, and ensured that the participants’ sensitive information was kept 

confidential (DeJonckheere & Vaughn, 2019).   

Step 3 – Logistical factors considered by the researcher were the tools used in contacting and 

interviewing the participants, as well as setting up an appropriate interview time in their diaries. 

Participants were contacted using MS teams in order to arrange an appropriate time slot, and 

interviews were conducted using recorded meetings via MS teams. 

Step 4 – Due to the nature of this study being based on a qualitative case study approach, it 

was important that the researcher understood the need to establish a good rapport and trust 

with each participant, and to allow them to feel comfortable enough to open up about their 

WLB experiences. The researcher also understood that trust could further be established by 

listening attentively, demonstrating respect, and encouraging the participant to share their 

perspectives on the subject of WLB (DeJonckheere & Vaughn, 2019).   

Step 5 – The final step involved conducting the actual interview using the interview questions 

set up earlier in the process.  

 

3.6 Data Analysis  

 

The researcher utilised thematic analysis to identify, analyse and find patterns within the data 

for this qualitative study (Cruzes & Dyba, 2011).  

Identifying 
participants

Considering 
ethical 
issues

Planning 
logistical 
aspects

Establishing 
trust and 
rapport

Conducting 
the 

interview
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Figure 3: Thematic Analysis Process (adapted from Cruzes & Dyba, 2011) 

 

The researcher’s thematic analysis process was guided by the steps in Figure 4, and was 

adapted from Cruzes & Dyba (2011): 

Extracting the data – In this step, the researcher converted each MP4 interview recording 

into text form. Thereafter, the researcher read through the interview transcripts multiple times 

to familiarise herself with the data. 

Coding the data – Coding allowed data to be categorised into more meaningful units, and, in 

this step, the researcher highlighted relevant sections in the transcriptions by using labels or 

codes. 

Translating codes into themes – The researcher then examined all the codes created in the 

different interview transcripts, and then translated these codes into themes to gain deeper 

understanding of the data collected. 

Create a model of higher-order themes – In this step the researcher sorted and grouped 

the themes into broader higher-order themes. This process is depicted in the figure below: 
 

 

Figure 4: Thematic Process (Cruzes & Dyba, 2011) 
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Assessing the trustworthiness of the synthesis – In this step, the researcher had to ensure 

accuracy in design methods and reliability in procedures, as these are key to produce 

consistent and dependable results. The concepts credibility, confirmability, transferability and 

dependability have been used to describe various aspects of trustworthiness in qualitative 

research (Cruzes & Dyba, 2011), and three of the aspects will be described in more detail 

below:  

 

Credibility is concerned with the aspect of truth value and is used to establish the extent to 

which the results from the research findings are reflective and are a correct interpretation of 

the participants’ original views (Korstjens & Moser, 2018). Persistent observation is one 

method used to achieve credibility, and the researcher applied this method by reading and 

rereading the transcripts of the interviews and continuously checking and reviewing the coding 

(Korstjens & Moser, 2018). 

 

Confirmability in research relates to the concept of neutrality (Korstjens & Moser, 2018). To 

achieve confirmability, it was important that the researcher’s interpretation of the findings was 

grounded in the data and not based on her own interpretation. Audit trails of all instruments 

and findings used in the research are important in proving confirmability (Korstjens & Moser, 

2018). 

 

Dependability incorporates the aspect of consistency; this was achieved through the 

researcher continuously checking that the analysis process used was in line with the accepted 

standards for the research design (Korstjens & Moser, 2018). 

 

Data analysis conclusion – This step involved documenting the findings and research 

outcomes based on the research objectives in a report.  

 

3.7 Ethical Considerations 

 

Saunders, Lewis & Thornhill (2007) refer to ethics as the appropriateness of the researcher’s 

behaviour in relation to the rights of those who become the subject of their research, or by 

those who are affected by it. According to Punch (1998), ethical considerations are of vital 

importance for qualitative research, as this approach often intrudes into the lives of the 

participants.  The researcher, therefore, needed to ensure that the research design was both 

methodologically sound and morally defensible to all those who were involved (Saunders et 

al., 2007). 

 

Saunders et al. (2007) identified a few key ethical considerations that the researcher needed 

to be cognisant of during the research process. These are listed below:  

1. Privacy of participants – The researcher needed to ensure that the privacy of the 

candidates interviewed were protected. 

2. Voluntary nature of participation - Participation in the interview was voluntary, and no 

coercion was applied. Participants were informed of the permission received from the 

organisation to conduct research prior to the interview. They were also assured that their 
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information would be kept confidential and were given the opportunity to withdraw if they 

felt uncomfortable at any point. 

3. Consent of the participants – The informed consent statement was sent to each 

participant before the interview. As suggested by Neuman (2011), the researcher informed 

each participant of their rights and provided an overview of the study prior to setting up 

each interview.   

4. Confidentiality and anonymity of the participants – These were key considerations that 

the researcher needed to maintain during the research process.  

5. Reactions and effect of participants – The researcher needed to be aware of the 

reactions of the participants during the interview process and to ensure that the 

participants did not feel embarrassed, stressed, or uncomfortable at any point. The 

avoidance of harm to the participants has been identified as a cornerstone of ethics in 

research (Saunders et al., 2007).  

6. Behaviour and objectivity of the researcher – Bracketing is a method in which the 

researcher demonstrates the validity of the data collection and analysis process. 

Bracketing allowed the researcher to put aside personal beliefs, values and experiences 

on WLB, so that she could accurately describe participants’ life experiences (Chan, Fung 

& Chien, 2013). 

 

In addition to the above, permission from the organisation was requested and granted on 11 

November 2020 (Appendix 1), before the researcher contacted any potential candidates. All 

participants identified were older than 21 years and no underage participants were 

interviewed.  No conflict of interest was noted during the research. 

 

3.8 Chapter Summary 

 

The researcher used a qualitative case study approach to explore the topic of WLB, with the 

research instrument being semi-structured interviews. This approach is best used to 

understand each individual’s views and perceptions on the subject.  This approach allowed 

the researcher to investigate the experiences, understandings and motives associated with 

the interpretive paradigm. Qualitative data analysis involves the process of making sense of 

the research participants views, analysing and reporting the findings. Theory development 

was done through an abductive process using thematic analysis.  

Ethical considerations were critical in the research process, as it was important for the 

researcher to be fair and honest, and to protect the rights and dignity of participants at all 

times. Klenke (2008) states that it is of great importance that the researcher constantly reflects 

upon and be cognisant of any ethical issues that may arise, especially since the participants 

are human. Anonymity, confidentiality and informed consent are important ethical concerns to 

be considered during the course of carrying out qualitative research (Richards & Schwartz, 

2002). 
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CHAPTER 4 

RESEARCH RESULTS AND ANALYSIS 

 

4.1 Chapter Introduction  

 

This chapter will present the findings of the qualitative data collected from the semi-structured 

interviews conducted for this study. The sample population consisted of 16 participants of 

various roles, employed in the IT department of a bank, most of which were in middle-

management positions. These semi-structured interviews were conducted using MS teams 

and analysed using qualitative data analysis software called Quirkos. The semi-structured 

interviews allowed the researcher to understand the individual perspectives of each participant 

and the findings from the data analysis will be presented into themes and sub-themes.  Each 

theme will be explained and in the presentation of the results, the researcher will quote some 

of the participants’ verbal responses to elaborate on the sub-themes that emerged during the 

process of data analysis  

 

4.2 Description of Participants 

 

Twelve female and four male participants were selected from the IT division of the organisation 

that formed the context of the study through a purposive sampling technique. These 

participants included the following roles: 

1. Project Manager 

2. Test Managers 

3. Team Leads 

4. HR 

5. Developers 

6. IT Quality Assurance Manager 

7. Development Manager 

The demographic details of these participants are depicted in the graphs below: 
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                       Figure 5: Age Demographics 

 

Eight  of 16 of the participants were between the age group of 31 and 40 years of age, four 

participants between the ages of 41and 50 years, and four between the ages of 51 and 60 

years of age. 

 

 

 
                       Figure 6: Parental Status Demographics 

 

14 out of the 16 participants were parents. Out of this number, 10 had children of school-going 

age, whilst  four participants reported having older children. This allowed the researcher to 

draw from their experiences in concurrently managing their IT careers and fulfilling their 

caregiver responsibilities. Two of the participants had no children. 
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                       Figure 7: Organisational Level Demographics 

 

Most of the participants interviewed (15 out of 16) were in middle management level positions 

within the organisation, with a few being line managers who had employees reporting to them. 

No participants were in exco management positions.  Due to the timing of the initial interviews 

being conducted during the second half of December 2020, availability of people due to 

December annual leave also proved to be an important consideration. A second leg of 

interviews was also conducted in August 2021. 

 

 

                      Figure 8: Marital Status Demographics 

 

13 out the 16 participants were married, two were single and one was widowed. 
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Figure 9: Number of Years in IT Demographics 

 

The range of working experiences between the 16 participants varied from a minimum of two 

years’ up to thirty two years’ of experience. 

 

 

                      Figure 10: Other Dependents Demographics 

 

Eight out of the 16 participants had additional caregiver role responsibilities, which extended 

to either their parents or siblings. Eight participants had no additional dependents. 

 

4.3 Data Analysis 

 

As described in Chapter 3, the researcher used a thematic analysis process—as depicted in 

the figure below—to understand, analyse and identify themes from the data extracted. 
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Figure 11: Thematic Synthesis Process (Creswell, cited in Cruzes & Dyba, 2011) 

 

Five high order themes were identified by the researcher through the process of: reading the 

transcripts multiple times; identifying segments of text; labelling these texts using codes; and 

then translating these codes into themes. These themes and sub-themes identified are 

depicted in the figure below: 

 

 

 

 

Figure 12: WLB Themes & Sub-themes 
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4.3.1 Theme 1: IT Environment 

 

This theme encapsulates the experiences and challenges faced by the participants in relation 

to the IT environment and culture. As highlighted in the literature review, the IT environment 

is an ever-changing industry which requires continuous learning and long working hours 

(Pretorius & de Villiers, 2009; Ramsey & McCorduck, 2005, cited in Pretorius et al., 2015). 

Technology has blurred the boundaries between work and personal life domains (Adisa et al., 

2017) and trying to achieve a balance between the two domains has proven to be a challenge 

for both employees and employers (Valcour, 2007, cited in Adisa et al., 2017).  Work-life 

conflict (WLC) has also been identified as a common phenomenon in the IT environment and 

stems from employees working much harder and longer than before to meet the constantly 

changing demands of this competitive industry (Pahuja, 2015). Based on the individual 

experiences of the participants and similar issues raised by some of the participants, this 

theme was further sub-divided to additional themes. The sub-themes are as follows: 

 

4.3.1.1 Sub-theme: Working Hours 

 

Most of the participants confessed to working longer than the contracted 7h45min day required 

by the organisation. Two different scenarios were highlighted in the interviews: overall working 

hours experienced by the interviewees in their careers; and their working hours during the 

Covid-19 lockdown. 

Table 3: Examples from Interviews – Working Hours 

Participant 1 I would be in the office from 6:00 and leave at 6:00……….I do find myself 

working longer than that, especially on days where I have a lot of meetings……I 

usually work long hours by about 30 minutes to an hour. There are days when 

it's way longer than that.  

Participant 4 So now with the lockdown, I also tend to login on about half past five, six o'clock 

and then at times of find myself logging off at 11 o'clock at night without 

actually realising it. 

Participant 9 If we're talking about a typical day now, I would say that work starts at 8, so 

my family stuff has to be in before eight o'clock in the morning because from 8 

o'clock until about half-past six, I am online at work.  

 

A few of the participants interviewed felt that it was the IT culture and environment that 

demanded such long working hours. 

 

Table 4: Examples from Interviews – IT Culture 

Participant 6 It's definitely the IT culture. I think working from home has reduced the 

weekend work but has increased it during the week work. So the early morning, 

late nights are much more intense now…..It's very difficult now with being at 
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home to have a clear cut switch off at five o'clock, for example, because 

somebody is calling you. 

Participant 12 I think that it’s in the IT culture, just because the demands are so high and also, 

I think there's so much to do. There's a lot of change and as a result, a lot of 

moving parts, so you can never say that your work is done, there's always 

things to do. I think maybe part of me maybe needs to introspect because, and 

reflect because it's probably not just the organisation. I think it's probably also 

just the demand. If you don't put in the long hours, you're constantly behind. 

 

In contrast, others felt that it was expectations set by themselves to manage and complete 

their work to their own level of satisfaction that resulted in them working such long hours. 

These participants indicated that they sometimes struggle to delegate work and preferred 

doing it themselves. Some of the reasons, as described by the participants, are: 

Table 5: Examples from Interviews – Self Expectations 

Participant 2 Because I'm somebody who is very meticulous and likes order and likes to be 

on top of everything.  

Participant 3 I don't think it's an expectation as such from the organisation, but I think it's 

for me personally. So, if there’s things that I didn't get to in the day that, you 

know, there's an action on me. Those are the kinds of things that I will attend 

to after hours.  I think also for me personally, I don’t know if the word is 

controlling, or pedantic or perfectionists, you know, I want to see that 

everything is done properly.  

Participant 4 The reason is that if work that is entirely handed over, will it be done to the 

level of my satisfaction? I always want to make sure that things are done the 

right way. So that is the challenge from my side, because even when I'm on 

leave, I tend to log in and try to see what needs to be done so that I can actually 

do it myself rather than handing it over.  

Respondent 11 I don't think there's an expectation from leadership in the organisation. I think 

it's per person, it's individual because of how fast paced it is and how complex 

it is, the environment we're in. You think that you need to put more hours to 

work.  

 

The constant messages on WhatsApp used for organisation communication also contributed 

to the long working hours, even after laptops had been switched off for the day. A few interview 

participants indicated that they also resorted to muting the groups just to have some time for 

themselves and their families. 

Table 6: Examples from Interviews – Constant Messages 

Participant 2 If you're working on a large scale project, you could get WhatsApp messages 

or calls even as late as 8:00, 9:00 at night. When you're on leave and you have 

a million WhatsApp groups and people, like some people do not respect that, 

you know, this person is on leave I need an answer now. They'll send you a 

WhatsApp and you are expected to respond to that message. 
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Participant 3 So I don't think there’s a complete shutdown to say, okay, at 5 o’clock when I 

switch off I'm off, you can get a call, you can get WhatsApp messages or, you 

know, so I think juggling between work and family - there's no clear boundaries. 

I think it's a constant.  

Participant 4 For instance, even yesterday, I've got one of my managers sending me a 

WhatsApp at eight pm….I had to log on and then work on it….. So to be honest, 

I think we basically are working like throughout there's no time anymore.  

Participant 7 When I started here it was like crazy. WhatsApp’s used to carry on forever every 

second, until I actually addressed it with one of the delivery managers, to say 

this is unacceptable because at what point in time does a person actually relax. 

 

4.3.1.2 Sub-Theme: Work-life Conflict (WLC) 

 

This sub-theme encompasses the negative experiences of WLC that the female participants 

experienced when trying to balance both their IT careers and personal lives.  

Table 7: Examples from Interviews – WLC 1 

Participant 4 But then prior to this lockdown, it was quite challenging because I was not 

actually balancing my life. It was only during the weekends where I tried to 

actually spend some, some time with the kids. During the week it was quite 

challenging.  I actually resigned without a job because it was affecting me 

physically and it was affecting the work balance life. it's actually affected the 

relationship is between myself and my kids.  

Participant 9 If I took my whole career into account, I would say there was much more 

balance before. I'm not sure if I was responsible for it. But that was definitely 

better before now. I found during this last year. It's been completely skewed 

towards work. 

Participant 11 To be honest, when measuring definitely most of my time will go to my work, 

then focus on me and my family. 

 

Similarly, WLC conflict was also experienced by male IT staff, although they did feel it was 

higher for their female colleagues (see theme 2).  

Table 8: Examples from Interviews – WLC 2 

Participant 13 There's something called burnout, which I feel I have been going through the 

last couple of months. Psychologically, not too much,  may be due to a degree. 

... you might be sitting in front of your kids, but your mind is not emotionally 

connected to them...your mind is somewhere else thinking about work,  so it 

does affect my life in my personal capacity in terms of coping and dealing with 

it is. 
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Participant 16 It depends on the delivery timelines, there’s always some activity over the 

weekend where I’ve got to ensure application/services are up and running. 

Being forced to cram all personal work/tasks in over the weekend makes 

relaxing over the weekend near impossible. It has affected my sleep patterns 

and working from home has affected the general psyche of wellbeing.   

 

WLC was particularly worse for the female developers/programmers who also performed 

callout or after-hour production support. This support is usually required one week a month, 

over and above their normal day-to-day responsibilities. Participant 5, as an example, 

struggled to find time for her children during callout week. 

Table 9: Examples from Interviews – WLC 3 

Participant 5 You can be working really from the end of your day, right up until four in the 

morning. They can call you at seven, also call-out week can be tough in 

particular, if I'm not on callout that I try not to look at my phone. Callout 

week is really stressful and, you know it can make you snappy and you don't 

have time for them.  

Participant 8 I don't get to shut down for seven days at all. I have to be available 24/7 for 

that week. My husband, he does not get to eat. He's not guaranteed to even 

eat a meal with me. I'll continue eating my meal while I'm working. We do 

not have conversations. We do not go for walks. We do not do any of the 

healthy stuff you supposed to do for that seven days.  

Participant 10 I don't have a work-life balance. It's very difficult. I was on call out I think 

once a month. And then I started to do call out on Ab Initio as well because 

I’m working off host as well. I tried to overlap these so that it fell on the same 

week…...I didn't get sleep at all. 

 

Personal time to focus on themselves, between work and caregiver responsibilities, also 

proved to be a quite difficult for some participants.  

Table 10: Examples from Interviews – Personal Time 

Participant 1 So most of my time goes to my work and my family very little goes to myself. I only 

have time to myself when I take leave. 

Participant 5 Well, I mean, you spend the nine hours a day at work and then the two hours like 

traveling. So definitely if you work that out, well it's very difficult to have personal 

time.  

 

4.3.1.3 Sub-theme: Job Satisfaction 

 

A few of the participants described their feelings of low job satisfaction, which culminated from 

the negative WLB experienced in their careers.  The low job satisfaction had resulted in two 
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of the employees actually resigning from previous positions, whilst the other two participants 

have been considering other careers choices. 

Table 11: Examples from Interviews – Job Satisfaction 

Participant 1 So in in my previous team, it was work first family after. I was at one 

point of being told that we all have kids. When I came back to work 

after both the sick leave and the maternity leave, I made a decision to 

resign from my job. 

Participant 4 I actually resigned without a job because it was affecting me physically 

and it was affecting the work balance life, it's actually affected the 

relationship is between myself and my kids. I hated waking up in the 

morning. The moment I walked in that building my body just shut 

down. Like there was heavy stuff on my shoulders, so it was a point 

that I only got excited when I left with that building. So I was 

constantly sick.  

Participant 8 If I could switch roles now I would. 

Participant 11 I do love my job. I am very passionate. And I've been thinking about 

doing something different. To be honest lately, I just realised this is not 

for me anymore.  

 

4.3.1.4 Sub-theme: Boundary 

 

Another sub-theme that emerged from the interviews was the lack of boundaries between 

work and personal time. In some cases, there seemed to be a continuous spillover of work 

into personal time.  

Table 12: Examples from Interviews – Boundary 

Participant 2 When you are stressed, it filters down to your family life to your team members 

and things like that. So ultimately, it's up to the individual to ensure that they 

set boundaries.  I have not set my boundaries as yet but that is something that 

I need to work on.                       

Participant 6 With meetings being booked over lunch, sometimes it really does become 

difficult. And then as you progress through the day, there's actually no 

boundaries. But sometimes people, even though the organisation has set 

boundaries or guidelines, some people book meetings way up to 6 and 7 o'clock 

at night. It is a very stressful.  

Participant 7 I'm basically almost the entire day on the call. Even sometimes I have my meals 

on calls as well, which becomes quite hectic, especially when my daughter gets 

home she wants my full attention. So, yeah, it becomes a nightmare. I don't 

think there's a work-life balance at this point. It's always spilling over, work is 

always spilling over into personal life. 

Participant 11 When you get to work, you work and then you take work home, you still log on 

and work.  
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4.3.2 Theme 2: Societal, Cultural &  Family Expectations 

 

Societal and cultural expectations in relation to a woman’s roles and parental responsibilities 

also stood out as a key issue in the interviews. A few of the participants struggled with inter-

role conflict, as there seemed to be a disproportionate burden placed on a woman to, 

sometimes singlehandedly, fulfil a caregiver role as well as try to meet the demanding 

expectations of a career in IT.  This was further highlighted in the literature review, where 

Groysberg and Abrahams (2014, cited in Cho et al., 2015) identified that meeting the cultural 

expectations of motherhood was the most difficult part of WLB that women faced. Research 

has highlighted the struggles a woman faces when playing multiple roles at the same time 

(Asbari et al., 2020). Such roles include being a wife, mother and employee, as too much time 

spent in one role can also be a cause of disharmony in the other roles (Asbari et al., 2020). 

Further to this Adisa et al. (2019), found that patriarchal norms, such as traditional roles and 

religious obligations have a key impact on a women's ability to achieve WLB. This was also 

highlighted in research by the African Academy of Sciences, where it was found that 

conformity to traditional cultural beliefs by females also significantly contributed to gender gaps 

in STEM fields in Africa (Mukhwana et al., 2020). In South Africa, there is a perception by 

women that the IT industry is too male denominated (Pretorius et al., 2015) and this may also 

be the reason why the number of females entering IT roles is declining. 

This theme was further divided into sub-themes which will be discussed below: 

 

4.3.2.1 Sub-theme: Gender Roles 

 

All 12 female participants interviewed believed that, in the context of South African culture and 

society, women were still perceived to be the primary caregivers: responsible for the smooth 

running of the home, and seeing to the needs of the children. This was over and above their 

work responsibilities in a highly pressurised IT environment. Some of these female participants 

suffered from high levels of WLC as pointed out in the WLC sub-theme which resulted in them 

exploring alternate career options.  However, three out of the 12 female participants also felt 

that society was evolving and responsibilities were now being shared. The Covid-19 pandemic 

lockdown added an additional challenge to a few of the participants who were parents, as they 

had to play an additional role of being a teacher on top of their other responsibilities. In some 

cases, this was quite a struggle. 

Table 13: Examples from Interviews – Gender Roles: Female Perspective 

Participant 1 I had to juggle both working from home and also being a teacher at the same time.  

So in between where I needed to take a break for me, I would actually take a break 

to teach my son how to read to help him do his maths. it also stretched out my 

working hours because you'd find that during the period that's allocated for lunch, 

I was busy with my son and also some of my admin that I usually do during that 

time took like a back seat. I would have to do it after hours so I would stay logged 

on longer than I usually would if I were to drive to the office.  
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Participant 3 My day is occupied with, basically back to back meetings from eight o'clock. Most 

of the time it only ends at five, but in that time, I've got two kids at home. The one 

is three and the one is eight. So I think also with them being at home, it makes it a 

little bit difficult. I don't think it's not unmanageable, but I think it is a little bit 

challenging because sometimes, you know, they require breakfast, they require 

lunch, they going to the bathroom. So I think the environment for me, personally, 

having to work from home has been difficult.   

Participant 4 It is my responsibility. I have to make sure that the homework is done. I'm the one 

who sits with my son and assists him. And then I also make sure that supper is 

done. I'm the one who cooks.  

Participant 5 The female - cooking, cleaning, everything. Like when my nanny was not around, 

it's fully my responsibility and that's very stressful.  

Participant 6 So basically, around five, I think my day starts. Because it's getting the kids ready 

for school, getting breakfast ready, so morning duty most of the time is mine. And 

then now with the Covid and the lock down, it becomes even more difficult because 

even though you're working from home, you've got to still attend to the kids and 

their needs during the day and with meetings being booked over lunch, sometimes 

it really does become difficult.   

Participant 11 We still stuck in that woman are the primary caregivers, you know, and the man 

just there to provider, and then the woman must do the other bigger, most 

important stuff.  

Participant 12 I think in terms of caregiver, I think the woman.  With us growing up and what's 

been modelled to us is that the women are the home carers, you know, we need 

to keep the home fires burning. The males are more seen as the head of the home, 

the financial carriers. I think  also culture plays quite a big role as well, and what's 

being modelled to you. 

 

The male participants interviewed also shared a similar view that within the South African 

culture, that they were raised in, women were still perceived to be responsible for the 

household and family. Although the male participants also suffered with WLB and in some 

instances did help with household chores, they relied heavily on their spouses at home.  When 

compared to their female colleagues in IT, the male participant also felt that it was harder for 

the females in their teams to achieve WLB due to their added responsibility at home. 
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Table 14: Examples from Interviews – Gender Roles: Male Perspective 

Participant 13 I do have responsibilities at home, but I would think I put my work responsibility 

over my home responsibilities. This will be where my wife comes in, she's quite 

supportive that way. It does take a toll on her from a physical and emotional 

perspective that I'm always working. There is a shared responsibility, but 

predominantly most of those household chores gets done by my wife, who as I 

mentioned also works. On normal day, no, I wouldn't be doing cooking. I would 

help out with cleaning, but yes, to some degree I think it does it comes from our 

own culture. Predominantly you know the woman in the household they 

responsible for taking care of the kitchen as an example. I don't mean it in a bad 

way…………… it's just the way you know how generations have come down… So it 

does then fall within that category per se, to say because of that patriarchy that 

that woman then takes on additional responsibilities or the responsibility of the 

primary or sole caregiver. 

Participant 14 

 

 
 

My wife and I have defined our roles and they are mutually exclusive. In other word, 

she takes care of household chores and I take care of finances. But we do assist 

each other when the need arises. In my culture and most African cultures, the 

women are perceived to play the primary care giver role and it works well.  In 3rd 

world countries, I believe that patriarchy is the prime obstacle for women being 

primary caregivers. Despite woman given a chance to progress in the modern 

world, patriarchy creates barriers for them to progress to their fullest potential. 

Participant 15 Patriarchy does  play a bigger role, because of the expectation from others to say 

woman will do this.. It is more specially for people that comes from a rural 

background. Their expectation is a woman is a caregiver of the family and the men 

will provide. That's how it is and we have seen a few changes here and there, but 

it just entrenched in us so much that you  do it without even thinking. 

 

The team dynamics of number of males compared to number of females was also highlighted 

in the interviews by the managers who also felt that the IT team was dominated by males. 

Table 15: Examples from Interviews – Gender Roles: Manager Perspective 

Participant 13 And that also goes down to the point where, as I mentioned, that you know work, 

especially in IT space, does take a lot of time and capacity…. if you are in a 

particular job where the expected deliverables are the same and then there is a 

possibility a woman might find it more difficult because of the additional or other 

responsibilities from the home space with kids etc.  Predominantly in the interviews 

and then look at the current workspaces it is dominated by men especially within 

the more technical space. If I look at the team as well, I think we're 20 odd people 

and I think about two or three women in total. 

Participant 15 I always say looking at all the team dynamics that you will find less and less woman 

and I think yes, it patriarchy does play a big role in their numbers, resulting in lower 

numbers in the IT space.  
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4.3.2.2 Sub-Theme: Parental Guilt 

 

Parental guilt was another sub-theme that emerged from the interviews.  A few participants 

were consumed with guilt and admitted to spending more time on work than with their families 

at some point of their careers. Working from home made it harder, due to the work intensity 

increasing as well. 

Table 16: Examples from Interviews – Parental Guilt 

Participant 1 I was pushing more working hours then I had time for my kids. At the time, I would 

be in the office from 6:00 and leave at 6:00. Half the time when I got home because 

my daughter then was five, I would find her sleep, she would not see me even when 

I left the following day, some Saturdays, I would still be in the office. 

Participant 6 It's hard to choose between do I leave the meeting and the attend to my kids ? You 

often end up relying a lot on your support system and obviously sometimes feel 

like you abusing them? I think because it's not only one day or twice in the week, 

it becomes more of a norm and I can see  like in this year 2020, It's quite hectic. 

And then when you go into next year, I can almost predict we're going to be 

working late nights for most nights. So it is a real challenge.  

Participant 7 I mean, sometimes I even forget that I need to have supper with my family. I don't 

really think I sit down and talk much to my kids on a weekend as well.  I don't get 

to spend much time with my kids as well, like I used to when they were growing 

up.  

Participant 10 I wasn't involved with my children's upbringing as much as I would have. I missed 

out on a lot of stuff with them.  

Participant 12 If I just look at this year, I think this year I was really overpowered with guilt 

because with the children & working from home and the demands of work, I didn't 

even have time to actually check in on the kids. And in hindsight I wish I had shut 

down from work a little bit more and just gave the children more attention for their 

schooling and just checking up on them, checking up on their homework. I think 

this year was actually quite terrible.  I've struggled completely with work-life 

balance. And I've also struggled, I think like psychologically because of the guilt 

that I carried in terms of, you know that I'm really haven’t spent a lot of time with 

the kids or the family this year.  

 

4.3.3 Theme 3: Flexible Working 

 

Flexible working practices have recently become increasingly popular in organisations  (Cook, 

2019). This is primarily due to globalisation and outsourcing, which have hugely transformed 

working hours and introduced concepts such as flexitime, working from home, staggered 

hours and part-time work (Sharma & Nayak, 2016). These practices were found to have a 

positive impact on employee turnover and overall commitment to the organisation (Grover &. 
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Crooker, 1995, cited in Agha et al., 2017), and were also found to help employees—especially 

those in the in the IT industry—to manage both their work and family responsibilities (Sharma 

& Nayak, 2016). In contrast to these views, Chung (2017) found that flexible working also 

increased work intensity, which could result in a negative WLB. 

This theme emerged from the data analysis where the participants shared their experiences 

on flexible working. This theme was further subdivided into the following sub-themes: 

 

4.3.3.1 Sub-theme: Time & Location Flexibility 

 

Almost all participants interviewed were allowed to work flexible times, where very few were 

allowed to work from a remote location prior to the Covid-19 lockdown. Flexible working was 

permitted solely at the line manager’s discretion.  

Table 17: Examples from Interviews – Flexibility 1 

Participant 2 I was allowed to work flexible hours, but to location, not freely.  

Participant 3 Flexible locations, I don't think so, because I think we were very rigid in our thinking 

and I think we have to go through a process if you wanted to work from Cape town 

or Durban and it had to be whether or not, there was office in that location.  

Participant 4 All the time, the locations as well. It's just a matter that you need to let your line 

manager know because, you know, our offices are here in Joburg. So, if it happens 

that I go to another location, I have to let her know in case something happens to 

me.  

Participant 10 Normally we not allowed to work flexible places. You can if you arrange to maybe 

work from home one day or something, or from another place, but it's not agreed 

that you can work from there, whenever you feel like it like. Being flexible in that 

sense, flexible hours up to a limit. You can arrange your hours and then you need 

to try to stick to that those hours. But I think in the last year it became a bit more 

flexible in terms of hours and with the Covid, it absolutely made it possible to be 

flexible. 

 

From the interviews it was found that managers were supportive and more accommodating in 

terms of flexible hours rather than flexible locations especially if staff had personal issues to 

attend to.  

Table 18: Examples from Interviews – Flexibility 2 

Participant 14  I'm very flexible understanding but we should not be missing meetings that are 

mandatory because we want to log  in late. So if you you've got a commitment 

that you cannot get out off, you can attend to that commitment as long as the 

hours are still worked back. 
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Participant 15 Yes, I am flexible as long as the bank’s rules of core hours are met. Flexible hours 

is a great way of helping my staff to find a healthy work-life balance. 

Occasionally, I will bend the rules if the staff member cannot work during core 

hours. 

Participant 16 As long as the tasks assigned to you are attended to you as agreed, in an 

acceptable manner, then I’m very open to the individual being flexible with their 

hours. Having to attend to your personal life over the weekend and with some 

places not operational over the weekend, the need to be flexible is important. 

 

A few participants found that working from home had a positive impact on their WLB and 

allowed them more time with their children. 

Table 19: Examples from Interviews – Flexibility 3 

Participant 5 I think Covid has helped. I definitely have more time with the children when I'm 

around and I can see that that's its positive, because they'd be phoning me to say 

when are you coming home? And now they can ask me to do something very 

quickly. So what would normally be a coffee break, chatting to colleagues. I can 

actually have chat to them or do something for them. So for me it's been positive.  

Participant 3 There were pros and cons to COVID-19, you know, so one of the things, or the 

biggest adjustment for me was trying to focus on work while having my kids at 

home, but at the same time, it also gave me flexibility that, you know, if I needed 

to do something, I was right there. I didn't have to get in my car and drive 

somewhere to go and get them, you know, like if they are ill or something like that.  

Participant 10 In some ways it made it better. Because I can attend, I think say five minutes with 

my children or have the ability to make food while I'm working and vice versa. That 

helps me in some ways, but otherwise it's kind of expected of you to have your 

laptop always on.  

 

4.3.3.2 Sub-theme: Covid-19 and Work Intensity 

 

The Covid-19 pandemic, and the subsequent lockdown, completely changed the way of 

working for all the participants interviewed. Working from home on a full-time basis was 

implemented, and many felt that working from home also increased the work intensity and, 

therefore, had a negative impact on their WLB. This was observed by both the employee and 

managers, with one manager noting that it was worst for females due to their added 

responsibilities. 

Table 20: Examples from Interviews – Work Intensity: Employee Perspective 

Participant 2 I think that the work intensity did increase because you needed to be on top of 

everything you needed to do. And I think you feel guilty that you not logged on, 

or you not working. You need to give feedback on your projects.  All 

stakeholders needed to know what's going on and you need to implement a 
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process because I mean, we never worked from home . It was like once, you 

know, in like maybe a year or twice a year.  

Participant 4 Lately with the lockdown, I have been trying to try to balance it and blocked out 

twelve to one o'clock as lunch time. It has been a challenge because at times 

you tend to work from morning to late without realising.  

Participant 5 Can I just add something to work-life balance? I also feel that I’m working way 

more than what I did when I was going into the office. Maybe you feel obliged 

because you need to show that you're working more. I feel these are high 

expectations now that we work at home.  

Participant 6 I can definitely see this working from home during Covid  has doubled the 

amount of work and pressure that we previously experienced.  

Participant 7 You also actually feel guilty because you thinking that no one knows if you're 

online or no one knows if you're doing the job kind of thing. Because they can't 

see you. I do feel like my work times has extended.  

Participant 11 So personally, the lockdown has made me realise a lot of things but work wise 

I think that these expectations are way, way more. I don't want to say way 

worse. They're way more than when you're on the office, you know? I just feel 

like they kind of expecting us or you to be in front of your laptop, like from six 

to six. 

 

Table 21: Examples from Interviews – Work Intensity: Manager Perspective 

Participant 15 It has increased the intensity. What I've observed is people are putting in more 

effort and more hours now that they are at home. Like I said earlier, it's like 

there's an expectation that you need to do more because you are at home. But 

yes, the intensity has definitely increased. 

Participant 16 It has been intensified from both a managerial as well as a report perspective. 

In terms of a male/female point of view, and on the work front, it is similar for 

both males and females. Where it may differ is how this may impact/affect the 

personal/home life. There is an expectancy that you are available 24/7. This 

holds true for family life as well. Being forced to cram all personal work/tasks in 

over the weekend makes relaxing over the weekend near impossible. 

 

4.3.3.3 Sub-theme: Inconsistencies between teams in terms of flexible hours 

 

The level of flexibility allowed differed from team to team, and was at the discretion of the line 

manager. From an employee perspective, most participants interviewed were only permitted 

to work flexible times before Covid-19. Research has shown that supervisor or line manager 

plays a key role in determining the WLB outcomes of their employees (McCarthy et al., 2010). 

Lipkin (2017), also found that managers are prone to be inconsistent in their behaviours if they 

have not being trained in the art of management. 

 



Page 58  

Table 22: Examples from Interviews – Inconsistencies: Employee Perspective 

Participant 1 I've been allowed to work flexible hours and locations I think of before joining the 

current team, I was allowed to work from home twice a week. After joining the 

current team, it was discretionary. 

Participant 3 I think there is a policy regarding remote working, not a policy, a guideline in terms 

of working remotely, but I think each manager is very different in applying that 

guideline. And I don't think it's consistent across the organisation  

Participant 6 I don't think so I think the notion was there. The concept was there, but at 

management level, it wasn't a practice. Covid forced it.  

Participant 10 Most definitely differs from manager to manager.  

 

Prior to the onset of the Covid 19 pandemic and lockdown, managers had different views on 

the permissibility of flexible working.  One manager allowed his staff to work from home and 

that decision was based on the maturity of his team. The leniency of the manager was also 

noted as a factor in determining whether or not an employee was allowed to work from home. 

 

Table 23: Examples from Interviews – Inconsistencies: Manager Perspective 

Participant 13 I believe it was in place, but they were quite strict rules around it in terms of 

making sure hours are logged. So I don't think a lot of people did actually utilise it 

as quite a benefit or the option. 

Participant 14 We allowed flexible hours and it had no impact on deliverables because the team 

are quite skilled and adapt at working on their own.   

Some rules are made up by Team Leads / Managers. If you have a  lenient 

manager, then you will benefit. 

Participant 16 There were no formal structures in place that allowed working from home or flexi-

hours before lockdown. Plans were afoot to introduce this but not yet 

implemented. The biggest factors that were looked at was productivity and 

maturity to handle working from home. 

 

Some of the inconsistencies also stemmed from managers having trust issues or not having 

mechanisms to measure performance and productivity in the highly pressurised, delivery 

driven IT environment that they are in. Managers are under constant pressure to deliver on 

projects committed to and prior to the Covid 19 lockdown there weren’t real mechanisms to 

measure whether an employee was actually working remotely.  The onset of Covid did change 

things though and teams have subsequently implemented digital boards to track tasks. 

 
Table 24: Examples from Interviews – Inconsistencies: Manager Perspective 

Participant 13 I don't sound like a policeman, but you know to  make you not sure whether people 

are actually working or not, but I think that that's a trust that needs to develop. So 
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I think that the challenge will be actually ensuring that people are doing what they 

say they're doing. In a nutshell - measurement of productivity. 

Participant 15 So I think it boils down to maturity, and having the metrics to measure somebody's 

productivity, while they are away from the office space. So without those two, I 

think you wouldn't just advise people to go to go and work from home. You need 

to establish that you can measure what they're doing and with a mature team as 

well. We have moved  drastically from where we were before COVID with the 

metrics right now. We can now track people's progress and what they are working 

on a daily basis. We are using digital boards and JIRA to track what each person is 

working on, how far they've gone, what they were able to do from the previous 

day, and what is it that they are working on for that day and the target.  

Participant 16 I think the culture within a particular area does drive the manner in which the WLB 

policies are implemented. 

Productivity has increased since first major lockdown. We have to be cautious, 

though, of sustainability. The continual pressure will have its pitfalls. Already we 

see a drop in the attention to detail and mistakes being made on minute 

requirements.   
 

4.3.4 Theme 4: Employee Wellbeing 

 

Employee wellbeing emerged as a theme due to the number of health-related issues raised 

by most participants as resulting from the longs hours demanded in IT and negative WLB 

experiences. Employee wellbeing is an important subject, as research has also found that job-

related stress was linked to issues such as depression, alcohol abuse and physical health 

damage, and high levels of divorce (Biron, Cooper & Burke, 2014, cited in O'Carroll, 2015). 

This theme was divided into the following sub-themes: 

 

4.3.4.1 Sub-theme: Health Issues 

 

A number of health issues were raised by the participants in the interviews: a few examples 

being stress, burnout, anxiety, insomnia and depression. 

Table 25: Examples from Interviews – Health Issues 

Participant 1 I wasn't balancing out on both my work and my personal life. I slipped into a 

depression.  

Participant 3 I do have insomnia from time to time where all I think about is work, like what I 

have to do the next day and so forth. I don't know if there is a coping mechanism.  

Participant 4 I think that was a point where clearly, I felt that the burnout from a company that 

I worked for maybe like six years. I hated waking up in the morning. The moment 

I walked in that building my body just shut down. Like there was heavy stuff on my 

shoulders, so it was a point that I only got excited when I left with that building. 

So I was constantly sick.  
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Participant 5 When I have a project that's due and I'm struggling to meet it, I don't sleep. I will 

get up in the middle of the night and work to get more done. So yes, that in that 

way, It definitely would stress me out.   

Participant 9 Previously no, but I must say during the last couple of months. I would answer yes 

to that for stress. 

Participant 10 It is stressful. So now I sit with the tinnitus as well, and now I'm at the physio on a 

daily basis just to get my jaws to relax again so that my tinnitus can go away again. 

So yeah it is quite an impact on a personal level. I had to make the call that was 

about, I think five years ago, five or six years ago, I had to make a call to leave my 

work and recover. 

 

4.3.4.2 Sub-theme: Coping strategies 

 

A few of the participants shared the coping strategies they used to deal with the stresses of 

work and life imbalance. Some of these strategies included some personal time, exercising, 

venting to their spouses, hobbies, as well as adaptive behaviour. Two participants also shared 

that they had resorted to medication to help them cope with the anxiety and stress they 

experienced. 

Table 26: Examples from Interviews – Coping Strategies 

Participant 1 What I started doing since from the end of August and I make sure that I log off by 

five o'clock, even if I don't log off if I just closed my laptop and I started with 

walking, I now jog and yeah, I'm doing it for both my health and also my sanity. 

Participant 2 Crocheting calms me down. 

Participant 3 I vent a lot to my husband, so I don't think you can, I don't think coping is the right 

thing or the right terminology, because I mean it's more about how you overcome 

it.  

Participant 6 But I think it's because I've become so adaptive to the environment. You being in 

it for a long period, understanding the complexity off it, then the high, high need 

for being available at all times, the pressure off it. It's just become a norm in terms 

of how you get on with your day to day life it's that it just gets incorporated. You 

become adaptive, but I can definitely see this working from home during Covid  has 

doubled the amount of work and pressure that we previously experienced.  

Participant 8 I'm just glad can fairly strong. I'm extremely resilient. That's the one thing I am, so 

that does help.                                                                                                                      

Participant 4 There was a point where I started depending on some medication so that I can be 

sane.  

Participant 11 So I've got rescues, the pill. They really helped me out and just saying to myself, or 

thinking to myself to say, tomorrow's going to be a better day.  
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4.3.4.3 Sub-theme: Line Manager Support 

 

Line manager support also emerged as an important sub-theme when dealing with daily WLB 

challenges, and the majority of participants raised that they had supportive line managers who 

were very understanding when they had personal or family-related issues, and needed time 

off. 

Table 27: Examples from Interviews – Line Manager Support 

Participant 1 I've been very transparent about my health to my supervisor in the event that I 

request for sick leave. I think he knows that this is when I really need to take the 

leave, because I've been sick for a couple of days and holding out. 

Participant 3 I think this also depends on who your manager is. You know, if you have a 

manager that puts people first, I believe that you will get that support.  

Participant 12 I think I've got really supportive superiors,  you know and I must say, I think she's 

basically being propagating work-life balance and I think she's tried to kind of put 

in means to have work-life balance. 

 

4.3.5 Theme 5: Organisational Aspects 

 

WLB is a subject that impacts both the employee and the organisation (AlHazemi & Ali, 2016).  

Organisational policies such as working hours, work location, workload and other family 

friendly policies has been found to have an impact on WLB (Visser et al., 2016). Research by 

Dunne (2007, cited in Diab & Suifan, 2016) also highlighted the advantages WLB policies have 

for an organisation. These include: reduced overheads (e.g. employees working from home); 

improving morale and motivation of employees; and attracting higher skilled employees. All of 

this will ultimately result in increased  efficiency, lower absenteeism,  improved  customer  

satisfaction,  improved  competitiveness,  as  well  as  improved turnover.   

Organisational aspects emerged as a theme from the analysis of the interviews, and include 

the sub-themes of: awareness of WLB policies by the participants; factors that hinder WLB; 

gaps in policies; and suggestions for improvements, as discussed below: 

4.3.5.1 Sub-theme: Organisational Policies 

 

A few participants lacked awareness of the organisation’s WLB policies: not because of lack 

of communication from an HR perspective, but rather because they had been too busy to read 

any communication received or attend any of the sessions set up by HR. 

Table 28: Examples from Interviews – Organisational Policies 1 

Participant 2 I've seen emails, but I haven't actually read  them and found out what it is, but I 

think they are they are policies for work-life balance. 
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Participant 3 There's been many sessions that has been set up by the organisation…. but I just 

have not had the time to attend any of them. Like I've always got meetings, three 

meetings at the same time, so, and I always prioritise the work over those. 

Participant 5 I know there are policies. I think newsletters, they do encourage you to take leave 

and switch off. They also provide if you need help, you can call numbers and to talk. 

I think I haven't made use of any of those things that yet.                                                            

Participant 9 I know they have meeting and things that you can join and do have a whole work-

life balance ethic that you are supposed to subscribe to but I mostly don't have 

time to attend those meetings.   

 

A similar lack of awareness was also prevalent amongst some managers who also did not 

have time to read the communication been sent out due being too busy with work deliverables, 

one manager in particular raised that staff only became interested in finding out about a policy 

if it was needed by them. Misalignment between the WLB policies and tight 

deadlines/deliverable was also raised, where project delivery often superseded WLB 

concerns, 

Table 29: Examples from Interviews – Organisational Policies 2 

Participant 13 I'm not too sure the information I have is coming from the various emails that come 

across. I sometimes don't have the time to look into all of those emails. So yes, I 

they should be aware if there are. If they are paying attention to the different 

communications that gets sent out to all the staff. 

Participant 15 Like I said, talking about them to them it is a bit difficult. Most of the time people 

in the organisation only realised the existence of this when they need them. So 

when some when you talk about this and somebody does not need them, they don't 

really see the need to understand them. But I would think that they are aware of 

them. 

Participant 16 We are all aware of these policies, but no sooner have they been drafted and 

shared, that we are faced with a tight deadline/deliverable. Tight deadlines and 

business pressure does not align to that, though, as we’re constantly pushed to 

deliver more. In essence, the whole team is affected and there is conflict within me 

as a manager when I see these policies, yet I contradict them by requesting more 

effort from my direct reports. 

 

Two of the participants interviewed, and who worked more closely with the policies, also 

shared their perspectives. Participant 4 raised that employees are encouraged to take a lunch 

break between 12pm and 1pm daily and not to schedule meetings before 8am and after 5pm. 

Taking leave is also encouraged. Participant 11 raised that, although there are policies 

available, it is ultimately up to the individual to commit to trying to achieve a WLB. 

Table 30: Examples from Interviews – Organisational Policies 3 

Participant 4 I am aware of that and then the other thing is that on the HR side, because I'm part 

of the employee ambassadors. We always try to, to educate and have these 

meetings with our employees….Most people don't log in before eight o'clock at 
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least. And then at 12 o'clock they should also try to take lunch. between 12 and 

1.... And then we also try to advise them that after five o'clock, they should not be 

any meeting scheduled. So luckily with the company that we particularly working 

for, we do encourage people to look after themselves. And then we do encourage 

people to take leave.  

Participant 11 The thing is you can only say so much. You can only communicate so much. I can 

only check in so much. So I think that's just human nature. Like it has to take 

something for one to say, I need to make some changes, you know, because if 

there's nothing negative is impacting you right now, you won't see a need to stop 

or any to take a break. The person has to, they have to commit to, they have to 

make that decision. They need to remind themselves to take some time.  

 

Another interesting point that emerged from the data analysis was the evolution of 

organisational policies. Participant 8 shared that she had no maternity benefits when she had 

her children many years ago, and Participant 12 shared that there are many more benefits 

now compared to when her mother worked in the organisation or when she started working 

20 years ago. 

Table 31: Examples from Interviews – Organisational Policies 4 

Participant 8 And way, way back in those days we didn’t even have maternity benefits. So you 

didn't really get the benefits. There weren't any laws protecting you like there are 

now. 

Participant 12 I think in this organisation and when we started it, if I compare myself to my mom 

with them, I mean, my mom also worked with in the group, she worked with police 

bank at the time. So I think we have transitioned. And I remember when I started 

here, that is like 20 years ago. I started at a time where they were like advocating 

ubuntu and advocating culture and advocating no discrimination, you know? So I 

think we in a fortunate time, where South Africa had put in policies in place to try 

and level out that and I think we are the generation that's reaping from that if we 

compare to our peers. 

 

4.3.5.2 Sub-theme: Wellness programmes 

 

Most of the participants were aware of the organisation’s wellbeing programme that offered a 

multitude of services: including counselling, legal advice etc.  A few participants had utilised 

these services and had positive experiences, whilst others indicated that, even though they 

are struggling with health and other negative WLB issues, they had not made use of this free 

service at all. 

Table 32: Examples from Interviews – Wellness programme 

Participant 1 Yes, we've got that employee wellness program.  I've used the service once when I 

was looking for a speech therapist for my son. They came through for me and they 

recommended a doctor. 
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Participant 2 I know they offer some counselling services for your family members as well. So if 

one of your family members needs counselling, you can contact this wellness 

program and they will help your family member as well.  

Participant 3 From a wellness perspective, me personally I have been to ICAS. So from a wellness 

perspective, in my view, I think it's the entire wellbeing, emotional, psychological, 

physical, medical. And I think that our wellness centre does provide support for all 

of those.  

Participant 6 I think for me those talks that we've had with the wellness were energising because 

I felt I felt my energy levels were but low because you're really pushing hard.  

Participant 7 You're talking about like, ICAS and the employee wellness and all those types of 

things that we have. I actually encouraged my team to, to use that because I know 

there's some team members that are actually struggling, but when you suggest 

that, you know, these are things put structures in place, they're always give push 

back to say, no, we don't need it, but you can see that they struggling in terms of 

their output… 

 

4.3.5.3 Gaps 

 

Some participants felt that there were no gaps in the current WLB policies offered by the 

organisation. Participants 5 and 8, in particular, felt there was a gap in policies regarding 

callout for programmers, whereas Participant 6 felt more education was needed for individuals 

and line managers, and Participant 9 felt that gap was in the practical implementation of the 

policies. 

Table 33: Examples from Interviews – Gaps 1 

Participant 4 I don't think there are any gaps. Our organisation is one of the best they look after 

their employees. 

Participant 5 I see a gap, especially with developers, with the callout. Like my example would be 

the operators. They call us for the callout. So I think they up all night and then they 

switch off at seven and they can catch up on sleep, but we expected to continue 

with our day. I mean, I'm sure we can call in and say, you know what, I've been up 

the whole night, I'm going to log later. They are understanding in that way. But 

some people don't, especially if you up until five, six, and you starting work at six 

and you just log on and finish the day. So that for me is a gap in because after three 

days, you are quite finished by the Wednesday, if it is a bad week. 
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Participant 6 I think the gap is that because of the sensitivity of the topic, the individual has to 

initiate it. It's almost like a drug addict won't go look for help on their own. So 

there’s that fine line of you as a manager or insight where you can see a colleague 

really struggling. Firstly, they don't know of the structure in place. Secondly, they 

are afraid of confidentiality because the manager is suggesting it. They probably 

also fear being judged. Because the minute you have a problem or are perceived 

to have a problem, then automatically you think my performance is going to be 

impacted. I think more education on how it actually works is needed. 

 

Participant 8 

 

Look, I'm sure that are there, but realistically when you're in IT doesn't work. 

Because if you do bring it up, you are reminded in your contract that says you will 

do standby, for instance. So it's one thing, having all the HR interventions and the 

wellness programs and all the support systems in place, but at the end of the day, 

your management will just remind you what's in the contract you signed. 

Participant 9 I don't really know except practical implementation of them.  

 

From a manager’s perspective, it was also clear that the biggest gaps was adherence to WLB 

policies due to the pressure of work commitments. 

  Table 34: Examples from Interviews – Gaps 2 

Participant 13 Yes, there would be gaps I would say that the policies and guidelines out there but 

perhaps this boils down to different departments. How strict are we in terms of 

adherence to it? So maybe that could be a gap, but not in the policy itself, but 

maybe they have the ability to actually implement of the policies. So maybe if we 

can look upwards towards top level etc. and manage it from there in terms of 

actually being more realistic in terms of deliverables etc. that would then bring 

down or there'll be less pressure coming down to lower levels. 

Participant 16 I suppose the biggest gap is ensuring buy in across the organisational levels. 

Meaning that it is implemented with conviction from the top management to the 

lowest banded employee. While I understand the need for us as an organisation to 

be competitive in the market, commitment to deadlines must be realistic. All too 

often we agree to these tight deadlines, get the changes in but sit with issues that 

takes us to the realistic timeline for a project anyway. Yet the nett result is a 

workforce that gradually becomes disillusioned and demotivated. This could start 

impacting high employee turnover. 

 

4.3.5.4 Sub-theme: Factors that Hinder WLB 

 

Callout was raised as one factor that hindered WLB. For example, Participant 5 did not go out 

or make any plans during her callout week.  A few participants felt that it was up to the 

individual to control the boundary between work and personal life, whilst one participant felt 

that it was the culture that hindered WLB, and that there was a need for education to change 

that culture. 
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Table 35: Examples from Interviews – Factors that Hinder WLB 

Participant 1 I would say that aren’t any policies or factors that hinder my work-life balance, it 

is my opinion is that it's entirely up to the individual as to how you set up your 

work-life balance. You need to do it in such a way that you are able to cater for 

both personal and work. Yes, we understand work you need to be there at least up 

to eight hours. But in between, just try and have a breather for yourself.  

Participant 5  No, only callout. The only thing that that hinders my ability. So for that week I 

generally won't even go out or do anything, but other people handle it differently, 

but for me personally, I just want to be available if they do call. So I try not to have 

plans for that week.  

Participant 6 There is no policy set hard and fast, you know that it's documented. It's the culture 

that's created that does, you know, almost send you on a guilt trip. So if I'm a 

mother and a team working is late at night, you know, to resolve an issue, I have 

to exclude myself from that situation to attend to my family. We need to educate 

the individuals. And we need to educate the managers to understand, because 

inevitably, you get judged as a woman, right? Inevitably, because the man can stay 

there till whatever time because his family is being taken care off. I'm relaying out 

to situations when we were in office way have to pack and leave even now, you 

know, although you at home, you can still participate... but you're still absent from 

your children and your family. You still taking their time. 

Participant 12 We will all say work demands, isn't it? I think that the demand of work is just being 

crazy, but I suppose I think as a middle management position, maybe a little bit 

more better planning and more delegation, those are the things that I want to 

actually look at for the new year to see what I have in my control that I can assist, 

that I can help with a work-life balance. 

 

4.3.5.5 Sub-theme: Suggestions for improvement 

 

There were many suggestion provided by the participants in the interviews regarding how 

WLB could be improved. These suggestions ranged from an individual’s perspective, a 

mindset shift, setting boundaries for oneself, and encouraging people to speak up before it is 

too late to do so.  

Suggestions from an organisational perspective included: 

1. Working on support structure that allows people to take leave without having to feeling 

guilty; 

2. Defining roles and responsibilities; 

3. Split week (working a few days from the office and a few days from home) to allow for 

better focus; 

4. Planning and prioritising; 

5. Reducing meetings; 

6. Culture shift rather than a policy shift; 

7. Day care facilities; 

8. Women focus forums; and 



Page 67  

9. Educating staff from onset in the induction sessions when they join. 

 

Table 36: Examples from Interviews – Suggestions for Improvement 

Participant 1 I would give advice to a person is to slow down, to take care of themselves and to 

also speak out. When you're struggling, always speak out. If you keep quiet, that's 

when anxiety creeps in and eventually you'll find that the person becomes 

depressed. We work with a lot of people. When you look at them, you're thinking 

they're fine, but they're not ok. 

Participant 2 I think we need to work on the support structures. Like train people so they are able 

to step in when you're not, so don't be the go to person all the time. I think we need 

to not feel guilty. It starts with the person you are,  not feel guilty, set boundaries 

for your day and work that 7h45min. We should encourage the guys to take a look 

at the leave cycle, like every three months or so, even if it's like two days of annual 

leave 

Participant 3 Right now, for me personally in my role, I feel that I do a lot of things that I should 

not be doing and other people should be doing. So I think roles and responsibilities, 

if we clear that up then I think that can contribute to a solution. What I would 

change is maybe like a split week. Where there are days that you work from home, 

but they also days that you go into the office and you know, the days that you're 

going into the office, you kind of have that dedicated focus. You don't have the split 

focus between work and family. So I think that's something that could help. So I 

think planning is one of the factors, I think also having the right people in the right 

roles. Because as I mentioned earlier on is that I find especially in our space, the 

responsibilities that you know, we take on ourselves because it is not being done 

by whoever is supposed to do it. So I think having the right people in the right 

positions is something that we need to look at.  

Participant 4 I think that this process should take place during the induction program where the 

employees in the first week - we should probably take them through the whole 

process on how the organisation works and then take them through the policies 

and where they can basically download when they need this kind of information. 

So giving them knowledge prior, I mean in the first week that they joined the 

company. 

Participant 6 So it's a culture shift, I believe, more than a policy shift.   

Participant 7 So the one thing that I would suggest that we do is also have those, now I’m 

segregating, but I mean, we should have a female forum. I think in each 

department there should be a representative from each area to join in those 

forums and actually go through what is working, what's not working and then start 

working on policies then to kind of address the issues. And then I'm not saying like 

we just document something and you file it some way. We actually, we start 

practicing what we want to see. 

Participant 9 I think it's just managing your mindset and saying look after them to take this 

leave. Now. I have to switch off and I will deal with whatever happens when I get 

back.  
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Participant 9 So one of the things I would definitely want to be there is to have day care offered 

at work. But now that whole world has changed for us. So that was definitely a 

hindrance and a big challenge for me and if I had that in my career, it would have 

helped a lot. And then I think I don't know how this would be implemented, but I 

think somehow more interaction between the female staff talking about these kind 

of things, not a formal meeting. I think more and smaller forums. So you have a big 

meeting which is like a hundred people. Most people don’t even have a voice, don't 

speak up at meetings like that. So I think smaller groups of woman talking about 

how they've coped or things they’ve learnt.  There are so many subjects that people 

have, everybody has got information to share and I don't think we do enough of 

that. And I don't think Covid made it any easier to do that. 

Participant 10 If there is one thing I would like to change is all the meetings there’s is way too 

many meetings for a developer. Um, I'm talking from a developer perspective 

because I'm a developer I need to code. And I'm like from eight to five I'm 90% in 

calls or meetings where I need to do my coding afterhours when nobody's 

bothering me. And as soon as I'm logging into do my coding and I'm not even on 

callout, I'm just doing my work after hours. Then they see me logged in and then 

they still call me. So I, I feel like there must be an enforcement from somewhere to 

respect each other’s time.  

Participant 12  I think they really have tried, I actually think the policies are sufficient. II really 

think that from a company perspective, I'm not sure if there's more, I know that 

the one thing that we can do is perhaps, um, prioritising I think we may be pushing 

people too hard, pushing too much work. I think in the IT environment, it comes 

very important thing . 

 

 

4.4 Chapter Summary 

 

Using a process of thematic synthesis, five high-order themes were identified from the data 

extracted from the semi-structured interviews. These themes included:  

1. The IT environments and the challenges working therein;  

2. Societal, cultural and family expectations; 

3. Flexibility, in terms of time & location, work intensity and the inconsistencies between 

managers;  

4. Employee wellbeing, which touched on health issues and coping strategies; and 

5. Organisational aspects which included the policies, gaps, factors that hinder WLB and 

suggestions for improvement. 

 

Chapter 4 presented the data that emerged from the analysis and these findings will be further 

discussed in Chapter 5. 
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CHAPTER 5 

CONCLUSIONS & RECOMMENDATIONS 

 

5.1 Chapter Introduction 

 

The purpose of this chapter is to discuss the findings in relation to the research objectives 

stated in Chapter 1, and to conclude the study. Recommendations, limitations and suggestions 

for future research will also be presented in this chapter. 

The problem that this study intended to address was the challenges faced by female 

professionals working in an IT department of a bank when trying to balance work and family 

life. This was undertaken in order to examine ways in which they are supported, or should be 

supported, by the organisation to achieve a work-life balance (WLB), and to propose 

alternative working arrangements for women who work in the IT department.   

 

5.2 Key Findings 

 

The research objectives are discussed below, taking into consideration the literature review in 

Chapter 2, as well as the findings from the data analysis in Chapter 4. 

Objective 1: To  assess how WLB policies and practises are adopted in the various industries, 

including the IT department of the bank. This objective was probed further by identifying what 

policies/strategies are currently available that support WLB for female IT staff within the bank?    

WLB policies have been found to have many benefits to both an employer and its employees 

and is considered to be one of the most powerful tools which leading global corporate giants 

have implemented (Diab & Suifan, 2016). Literature on the subject of WLB has highlighted a 

number of policies which have been implemented in organisations globally to help employees 

achieve balance in their work and personal life domains. A few examples identified by Clarke 

and Holdsworth (2017) include:   

1. Flexitime;  

2. Part-time or reduced hours;  

3. Working from home or remote working from another location one or more days a week; 

4. Job sharing;  

5. Compressed hours; and  

6. Family-leave programmes.  

 

The data analysis from the semi-structured interviews also highlighted the following 

policies/practices which the organisation itself had implemented. These are: 

1. No meeting before 8am and after 5pm; 

2. Lunch slots booked out between 12pm to 1pm; 

3. Flexible working ( time, location or both); 

4. Regular wellness sessions; 

5. Encouraging employees to take leave; and 
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6. Free employee wellness programme. 

 

The Covid-19 pandemic, as highlighted by the participants in the interviews, was a catalyst in 

evolving the organisation’s WLB policies, and consequently working from home was fully 

implemented. The ‘no meetings’ rules, as well as lunch breaks being booked out, was 

introduced during the Covid-19 pandemic to allow employees some time to focus on 

themselves and the needs of their families. During this pandemic period, there have also been 

a number of wellness sessions offered by the organisation on a range of subjects with the 

purpose of supporting employees. Therefore, based on the findings presented in Chapter 4, 

the researcher deduces that the organisation’s WLB policies are on par with what is offered 

by organisations globally. Also, it is important to note that WLB policies are dynamic and 

require constant assessment and changes to accommodate evolving needs and requirements 

(Raja & Stein, 2014). Examples of these changes could include societal, technological, 

economic, health or environmental changes (Kossek, Lewis & Hammer, 2010). 

 

Objective 2: To identify how HR practises address WLB requirements for IT professionals 

with a particular focus on women. This objective was probed further by addressing the 

following research question: What are the gaps in the current policies/strategies that support 

WLB for females in IT within the bank? 

The literature review found that while most organisations claim commitment to WLB, they lack 

commitment in supporting the work-life needs of their employees (Baugh & Sullivan, 2016). It 

has also been found that, even though organisations may have adequate WLB policies in 

place, overall balance will decrease if employees do not take advantage of these policies 

(Groner, 2018). It is, therefore, important that organisations create a culture where WLB is 

encouraged. The culture of an organisation is usually influenced by the supervisor or manager, 

as they usually determine whether or not employees take advantage of the benefits offered to 

them (Groner, 2018). Further to this, Clarke and Holdsworth (2017), in their research on 

flexible working policies, identified the following: 

1. Managers are sometimes reluctant to allow flexible working except for those they 

perceived as high performers, as they are concerned about the impact on productivity; 

2. Perceptions exist in the workplace, where flexible workers are often seen as not able to 

cope with the demands of a full workload, or lacking commitment; and  

3. Some managers see the use of flexible working arrangements as an indicator of 

employees’ organisational commitment and work ethic. 

 

A number of studies have found inconsistencies in how flexible working was adopted within a 

single organisation, and that this was largely due to how managers implemented these policies 

in the organisation (Clarke & Holdsworth, 2017).  Lipkin (2017)  found that managers are prone 

to leave a trail of inconsistencies especially if they have not being trained in the field of 

management. Lipkin (2017) also highlighted a few factors that resulted in inconsistent 

management such as low self-efficacy, ever-changing environments and lack of 

knowledge/experience in management practices.  The IT environment is known for constant 

change and lack of experience by managers especially when faced with pressure to deliver 

may be the cause of inconsistencies highlighted in the interviews. Research has found that 

some managers may expect increased work intensity in exchange for allowing their employees 

the opportunity to work from home (Bathini & Kandathil, 2017, cited in Chung, 2017). Chung 

(2017) further noted that flexible working is not always used for family-friendly purposes and 
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that companies often provide flexitime opportunities alongside other arrangements to motivate 

employees to work harder. Another gap highlighted in the literature was that, even though 

flexible working policies can provide working women the opportunity to increase their WLB, 

pre-existing views and norms on gender roles can place women at a disadvantage (Chung & 

van der Lippe, 2020). For example, men are expected to use flexible working to advance their 

careers and are typically paid for it, while women, on the other hand, are expected to use this 

flexibility to care for their families and, unlike men, are not rewarded for it (Chung & van der 

Lippe, 2020). 

 

From a data analysis perspective, while a few participants felt that there were no gaps in the 

organisational WLB policies, other participants raised the following: 

1. Female developers who performed callout (after hour production support), displayed low 

job satisfaction and felt the long hours needed to be addressed; 

2. Perceptions exist that employees may be judged and their performance impacted if they 

appeared to their managers to be struggling. Performance, productivity and trust were 

concerns raised by managers interviewed; 

3. Practical implementation of policies was lacking in some respects. This was also 

highlighted in the inconsistencies that existed between different teams where some 

managers were more open to allowing their employees to work from flexible locations 

compared to other managers; 

4.  Not all employees or managers seemed to be aware of the policies available, despite all 

the emails and sessions held by HR. This was attributed to the fact that both managers 

and employees found themselves too busy to find time to read the emails. This has 

highlighted an urgent need of training for managers to help them address the 

communication gaps and inconsistencies in implementation of policies. 

 

The literature review and data analysis found that most of the policies were gender neutral, 

and that there were no specific female-only WLB polices. This is possibly due to 

the Employment Equity Act 55 of 1998, which strove to achieve equity within the workforce by 

promoting equal opportunity and fair treatment of all employees (South African Government, 

2021). 

 

Objective 3: The third objective was to identify factors which facilitate or inhibit WLB for female 

IT professionals. The objective was probed further by addressing the following research 

question: What factors hinder the effective management of WLB for female IT professionals 

within the bank? 

Technology has distorted the boundaries between work and personal life domains and has 

lengthened working hours, the result of which is employees feeling physically and mentally 

tired (Adisa et al., 2017).  The constant connectivity expected in IT environments (Coury et al., 

2020), and the long working hours, can also ultimately result in time-based and strain-based 

conflict, which may negatively impact WLB (Roy, 2016). Organisational culture, as mentioned 

in Objective 2, was found to be highly influenced by supervisors/managers (Groner, 2018), 

and it was sometimes found that, even though the organisation allowed it, managers were 

reluctant to allow flexible working except for those they deemed as high performers (Clarke & 

Holdsworth, 2017). It was also found that managers were also reluctant allow flexible working 

due to the pressure stemming from project delivery. Trust and proper mechanisms to track 

productivity and performance were also concerns raised. Some of these concerns were 
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alleviated post the Covid 19 lockdown with the implementation of digital boards to track tasks 

on a daily basis. 

 

Societal and cultural expectations relating to a women’s role  also hindered WLB, as women 

are expected to play multiple roles at the same time, including being a wife, mother and 

employee (Asbari et al., 2020). This was also highlighted in research by Adisa et al. (2019) 

who found that patriarchal norms negatively impact women's WLB. Sultana (2011, cited in 

Adisa et al., 2019) also found patriarchy to be the primary obstacle to women's advancement 

and development. Similarly, a study conducted by the African Academy of Sciences, found 

that conformity to traditional cultural beliefs has significantly contributed to gender gaps in 

STEM fields in Africa and this study also identified patriarchal attitudes, values, and beliefs as 

the main barrier to women pursuing STEM careers in Africa (Mukhwana et al., 2020). This 

was also highlighted in the interviews where it was found that even though the male IT staff 

struggled with WLB, the pressure was more on the women due to their additional 

responsibilities at home.  

Participants interviewed found that organisational culture, in some instances, made 

employees feel guilty for not putting in the extra hours. They felt more education was needed 

for managers and individuals to bring about change in the culture, and to change existing 

gender perceptions relating to women’s roles. Work demands and callout were also raised as 

being an issue impacting WLB by the female developers. The constant connectivity to work 

through WhatsApp was another factor highlighted in the data analysis: where the participants 

found it difficult to ‘switch off’ due to the work-related messages being sent at all hours.  

 

A need for self-management was also found in the data analysis where a few participants felt 

that it was up to the individual, rather than the organisation, to set up the needed boundaries 

that ensure both their work and personal life commitments were seen to. Lack of awareness 

of the organisation’s policies could be another factor contributing to employees not achieving 

WLB. This lack of awareness was prevalent, even though regular sessions and 

communication was being sent out by HR. Participants stated that they were unaware of these 

practices as they were too busy to read the communication or attend these session, it was 

also found that, even though the organisation had implemented meeting free times (as 

mentioned in Objective 1), project meetings were still being booked in these slots and a shift 

in mindset rather than a shift in policy was required to change the behaviour. 

 

Objective 4: The fourth objective was to make recommendations for WLB policies and 

practices that could support female IT professionals. This objective was further probed by 

addressing the following question: What newly identified policies/strategies can be 

implemented to help female IT professionals within the bank to achieve WLB? 

One of the key findings from the literature review was that maintaining a healthy WLB is not 

only the responsibility of an employee, but that the organisation plays an equally important 

role as encompassing the policy makers who define the policies that could help their 

employees to achieve WLB (Sharma & Nayak, 2016). Further to this, organisations need to 

continuously assess their WLB policies in order to accommodate evolving needs and 

requirements (Raja & Stein, 2014). 

There were a number of suggestions made by the female participants in the semi-structured 

interviews.  These suggestion included the following: 
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1. Management and individuals need to work on creating adequate support structures, which 

will allow people to take leave without feeling guilty; 

2. Roles and responsibilities need to be defined in order to prevent certain individuals from 

working longer hours due to another individual not doing what they are supposed to; 

3. Split week (working a few days from the office and a few days from home) to allow for 

better focus; 

4. Planning and prioritising more effectively, as this could possibly reduce the workload and 

long hours; 

5. Reducing meetings in order to allow employees enough time to complete their tasks during 

the day; 

6. A culture shift rather policy shift was needed to bring about change in behaviours towards 

flexible working, gender perceptions, and to foster a respect for each other’s boundaries 

(this could possibly reduce issues such as colleagues booking meetings after hours or 

during lunch breaks); 

7. Day-care facilities to support working parents; 

8. Focus forums or platforms to discuss challenges women face and to share learnings; 

9. Educating staff from the onset when they join the organisation, through induction sessions, 

on WLB policies/practices available. 

5.3 Recommendations 

 

Based on the findings from the literature review and data analysis, it was clear that, even 

though the WLB policies/practices existed in the organisation: 

1. There was a prevalent lack of awareness by employees/managers in having no time to 

read the communications or attend any of the sessions held by HR; and 

2. Managers were inconsistent in supporting or implementing of these policies.  

3. Patriarchal norms have a significant impact on female IT staff achieving WLB compared 

to male IT staff. 

 

The researcher, therefore, recommends that HR work together with the managers to train, 

educate and provide support to implement clear and consistent WLB practices between 

teams. This will help employees to improve WLB. HR also needs to continuously monitor and 

evaluate the behaviours and practises of managers to ensure consistency. An organisational 

culture climate survey could also be used by HR to identify areas that could be improved from 

a total organisational perspective. A review of some of the HR policies could be conducted, it 

could be that communication being sent out is not read because it’s too long and shorter 

versions could be adopted. Employee Assistance Programmes can also be recommended to 

employees, which covers aspects of WLB such as psychological, social, emotional  and other 

forms of support. Another recommendation is the introduction of a HR Chat bot, which will 

create a more effective platform for communication between HR and the rest of the 

employees. Self-management and boundary management training should be made available 

to all employees to empower them to set up their boundaries and respect their colleagues’ 

boundaries at the same time. This could possibly alleviate unnecessary after-hours messages 

and/or meetings being booked during lunch and after hours. This training will also help 

employees in managing their priorities and creating time for them to attend the HR sessions, 

or even read their communication.  
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Clear communication mechanisms should also be established to manage these expectations 

once the boundaries have been set to avoid any misunderstandings. The callout/standby issue 

raised by the female developers will require further deliberation and analysis within each team, 

as they would need to evaluate and assess their resource capacity and planning process in 

order to find a solution to the immense pressure and stress experienced by the developers 

during their work week.  

 

Another recommendation is to bring about a shift in the societal/cultural expectation of a 

woman’s roles would be to implement policy changes, such as the increase in well-paid 

paternity leave found in Sweden, which has been found to increase a father’s involvement in 

childcare and household work for many years after their initial leave period (Nepomnyaschy & 

Waldfogel, 2007, cited in Chung & van der Lippe,  2020). From a corporate social responsibility 

perspective, the researcher’s final recommendation would be for greater collaboration and 

more partnerships between IT companies in South Africa and the Department of Education in 

order to develop programmes and create awareness about careers in IT. This is proposed in 

order to encourage and inspire young women to consider careers in IT. 

 

5.4 Limitations of Research 

 

The study had a number of limitations. The first limitation was the scope, which included a 

target population of twelve female and four male participants in one organisation only. Men in 

particular were limited in scope of the study. Most of the participants interviewed were in 

middle-management positions, and no exco members were interviewed. The geographical 

location was also limited to employees based in Johannesburg, South Africa. Female 

employees based in India who lived in a different time zone and had to adapt their working 

hours to meet South African criteria were not taken into consideration. Increasing the target 

population, thereby adding to the geographical location, and including senior management 

could have possibly added additional richness and depth to the findings.  

 

5.5 Suggestions for Future Research 

 

The manager/supervisor role was pivotal in ensuring the successful implementation of WLB 

policies, and suggestions for future research could therefore include delving into more detail 

on the different leadership styles needed to support these dynamic WLB policies in an ever-

changing IT Industry. The focus of this study was primarily on female IT professionals with 

limited males within a bank, and future research could include the challenges male employees 

face in the IT industry within the South African context, as well as an exploration of the 

boundary management strategies for both male and female IT employees. Another suggestion 

would be to further delve into the performance review process, as very few companies made 

adjustments to their criteria. This was found to be unrealistic during the Covid-19 pandemic, 

and contributed to the increased stress levels of employees. 
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5.6 Conclusion 

 

WLB is a subject that impacts both an organisation and their employees especially in the IT 

environment known for its constant change and long working hours. Due to the complexity of 

global environments, managers need to adopt a systematic approach to thinking to make good 

business decisions without wasting money, time, and resources. The TIPS managerial 

leadership framework provides a systemic awareness of the interconnectivity between the 

environments that may impact an organisation and also recognises the need to interlink the 

management of people, innovation and technology to create a more agile, engaged and 

aligned work force (Da Vinci Institute, 2019). The IT industry is an important industry for any 

country in the world (Pretorius et al., 2015) and is a key element of capability for any 

organisation in achieving a sustainable competitive advantage (Abdelkader & Abed, 2016). 

Innovation together with the advancing technology can help in developing dynamic 

ecosystems that will create sustainable solutions for long term success (Verduyn, 2018). All 

of this however, would not be possible without people, as they are the most valuable asset of 

any organisation (McPheat, 2019). Managerial leaders therefore need to continuously keep 

their employees engaged and motivated as their attitude can either have a positive or negative 

attitude on an organisation (McPheat, 2019) and one way of achieving this is by encouraging 

WLB in organisations. WLB is therefore of critical importance and requires a combined 

ongoing effort required from both the organisation in terms of policies and cultural shifts, as 

well as commitment from an individual employee. With the decline in women entering IT 

careers due to patriarchal norms, it is also critical that the organisation continuously develops 

strategies to support their female IT staff, in order to avoid turnover intentions and to promote 

new female talent. Promoting WLB policies for female employees can potentially be a useful 

tool to further enhance gender equality in our societies (Chung & van der Lippe, 2020). 

Research has shown that having both men and women in the workforce is crucial for the 

sustainability of businesses and economies, as mixed teams result in solutions that are more 

creative, with research showing a strong relationship between gender diversity, collective 

intelligence, and team performance (PwC, 2018).   

In answering the primary research question on how  the organisation can support female IT 

staff in achieving WLB, it was found that the organisation had a number or practices already 

in place. The challenge was that employees and some managers were either unaware of these 

polices—and, therefore, not making use of them—or managers were less supportive or 

inconsistent in implementing these practices. Continuous education and training, as well as 

clear communication, is needed to bridge the knowledge gap to ensure consistent 

implementation of these practices. The initial aim of the study was to suggest alternate working 

arrangements, but the paradigm shift brought about by the Covid-19 pandemic resulted in 

working from home being fully implemented. This brought about its own challenges as female 

employees found that both their work intensity and caregiver/parental responsibilities had 

increased simultaneously during lockdown. HR intervention in helping managers to ensure 

consistent implementation of WLB by providing continuous training and support to help 

managers deal with the challenges they face, may help alleviate or reduce the WLB 

challenges. 

Boundary management practices and self-management training will also help female 

employees in setting up their boundaries to ensure both work and family commitments were 
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seen to. Chapter 2 highlighted a number of advantages in promoting WLB within the 

organisation and to its employees. From an organisational perspective, it is a key retention 

strategy to deal with the skills shortages prevalent in the IT department, and to avoid the 

significant costs and negative consequences associated with employee turnover for the 

organisation. 
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Informed Consent for Participation 
 

Dear Participant, 

 

You are invited to participate in an academic research study conducted by Sameera Ajam under the 

supervision of Dr Jeann Dickinson (B.Comm; MBA; PhD) towards a degree in a Master of Management 

of Technology and Innovation at the Da Vinci Institute. The aim of the study is to understand the 

challenges women face in the IT Industry in trying to achieve work life balance. You were selected to 

participate in this survey because you meet the requirements based on the target population being 

researched. 

By completing this survey, you agree that the information you provide may be used for research 

purposes. All your answers will be treated as confidential, and you will not be identified in any of the 

research reports emanating from this research. The data will be stored on secure cloud drives and will 

not contain any information that may identify you. Your participation in this study is very important to us. 

You may, however, choose not to participate and you may also withdraw from the interview at any time 

without any negative consequences. The interview may not take more than 60 minutes of your time.  

 

The research was reviewed and approved by the Research Ethics Committee of the Da Vinci Institute. 

The researcher Sameera Ajam, can be contacted during office hours at sameera.ajam@gmail.com. 

The supervisor, Dr Jeann Dickinson, can be contacted during office hours at bluehaze@pixie.co.za. 

 

Please indicate your willingness to participate in the study in the check box provided below. 

 

Yours sincerely 

Sameera Ajam 

 

I have read the letter and understand my rights with regard to participating in the research. 

 

Kindly select the relevant option below. 

 

Yes, I do consent  

No, I do not consent   
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Appendix 4: Interview Questions 

 

Work Life Balance challenges for females in the Information 

Technology (IT) Industry 
 

Demographic Questions 
1. Which age group do you fall into? 

2. Describe your marital status? 

3. Do you have children living with you? 

4. Do you have any other dependents? 

5. How long have you been in the IT environment? 

6. Describe your position- junior, middle management, exco level etc.? 

Work life balance questions  
1. Describe your typical day? 

2. How often are you expected to work late hours and on weekends? Do you have any 

obligations or responsibilities at home that prevent you from working late hours/long hours? 

3. Do you find yourself giving more time to work than to your family and personal life? 

4. Who fulfils the role of the primary care giver for your children and other dependents?  

5. For males -If it’s the spouse/partner family member fulfilling the primary care giver role -Do 

you share household responsibilities? Elaborate 

6. For females -Does your family support you by sharing household responsibilities? 

7. In your culture who’s responsible for the primary care giver role? In your opinion do you 

think that in the different cultures that exist in South Africa, women are still perceived to be 

responsible for fulfilling the primary care giver role?  

8. Do you believe that patriarchy is partly responsible for women being the primary caregivers? 

9. Do you believe that patriarchy is the main reason why its harder for women compared to 

men to achieve work life balance? 

10. Have you been in a situation where conflict from work life balance affected you physically or 

psychologically? 

11. What were your coping strategies? 

12. Have you had any interruptions in your career due to family responsibilities, e.g. maternity 

leave (for females), paternity leave (for males), extended sick leave? 

13. Have these interruptions impacted your career growth? 

14. Do you feel guilty when taking leave?  If so, explain why? 

15. Has the Covid-19 lockdown had an impact on your ability to achieve work-life balance? If so, 

please explain how? 

Organisation policies 
1. Are you aware of  policies in place in your organisation that support work life balance? If, so 

what do they cover?   

2. For managers – are your employees aware of these WLB policies and how have you driven 

awareness of these policies? Can you share how you have adopted the WLB policies for your 

staff. Without giving names can you share some of the challenges with the WLB policies from 

a management perspective. 

3. Are you allowed to work flexible hours/locations? How often? 
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1. For managers – did you allow your staff to work flexible hours or locations prior to the Covid 

19 lockdown? If no, please explain why? Does working flexible hours impact your team’s 

operations, please elaborate.  

2. How have you adapted as a manager to your team working from home, what are some of the 

challenges you as a manager have with this way of working? 

3. For managers- do you feel that the implementation of WLB policies is consistent between 

different departments in the organisation?  If no, please explain why? 

4. Has flexibility increased or reduced your work intensity or if you are a manager do you feel 

flexibility has impacted work intensity staff? In your opinion is the pressure higher on female 

or male employees? 

5. As a manager do you feel flexible working has an impact on productivity or performance? 

6. Are you allowed/ Do you allow your staff to come in/log on late if you need to?  As a manager 

how flexible are you with your staff’s working hours, substantiate your answer or provide a 

reason for your answer 

7. How does your immediate supervisor/ How do you as a supervisor manage leave requests in 

particular sick leave and family responsibility leave? 

8. Does your organisation have wellness programmes ? Provide a brief description of the 

programme? 

9. Have you made use or encouraged your staff to make use of your organisations wellness 

programmes?  

10. Do you get support from your organisation when dealing with work family conflict for 

yourself or for your staff if you are a line manager? How do they offer support? 

11. Are there any gaps in the work life balance polices in your organisation? If so, what are they? 

12. Are there any policies/factors that hinder your ability or your employees ability to achieve 

work life balance? How do they hinder your ability to achieve work life balance? 

13. What suggestion would you make to your organisation to improve work life balance policies? 


