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[bookmark: _Toc7656448]Introduction

[bookmark: _Toc7656449]Working or having a career is an integral part of life, living happily is even more important. Living includes; having time for family life, being able to pursue other dreams, sporting activities, politics or being involved in charities and Religion. Hence, the importance of ‘Work-Life balance. Achieving a good ‘Work-Life balance affects practically every adult in any kind of employment. Thus, this has become an area of increased importance to both employees and employers. Employees desire to work whilst enjoying everyday life and employers want to increase productivity and reduce cost while trying to provide a good balance towards the work-life activities of the employees (Abbot J & De Cieri H, 2008).  It is therefore of utmost importance that employees have a good work-life balance without productivity being negatively affected. Also, more importantly, the state of an employee’s mental health, due to work-life balance greatly affects personal life, family dynamics and subsequently the general community. In the last 2 decades, a lot of investigation has gone into trying to balance work and life issues for many reasons; for one more women are now entering the workforce, working mothers becoming the norm rather than the exception, advancements in technology too has made it easier for work issues and demands to encroach or intrude in family and personal life (Fiona Jones, 2006). Also, “the growing scholarly attention paid to work-life issues has been motivated by greater societal interest in the topic, which stems from several social trends, such as the changing nature of gender roles, families, work, and careers” (Gary N Powell, 2019, pp. 54 -71). This leads to the question of what work-life balance benefits provides workers in order to generate desirable behaviours in return.  One of the aims here is to examine the effects or outcomes of work-life-balance on job satisfaction, life satisfaction and mental health, this study was researched across seven cultures.


[bookmark: _Toc7656450]Literature Review

Due to the huge number of the human race being involved in the quest for ‘Work-Life balance’, the Work and Family Researchers Network was formed, this is an interdisciplinary professional association and in 2012, it had its first biennial conference. Work-life balance may have not have attracted much attention in the past, however, it is now considered to be a salient area for attention and research in a variety of disciplines and cutting across different industries. In this research work-life balance is defined as a holistic concept which is unique for each individual or employee and their varied goals, values and priorities of the individual. Hence, not necessarily a one cap fits all situation. (Kossek et al., 2014).






Nature of Gender Roles
Traditionally men are expected to carry the primary role of providing for the family, however, many women have joined that race. Many women now strive for educational attainment. Research has found that since 1970 in the United States the number women gaining College degrees in a huge variety of disciplines has risen from 43% to 57% at the bachelor's level and from 39% to 59% at the master's level. Generally, the proportion of college degrees earned by women in business disciplines has also increased since 1970 from 9% to 47% at the bachelor's level and from 4% to 47% at the master's level. These increase in the number of women excelling educationally reversed the status quo in 1970, now we have more women graduating from Colleges and Universities than we have their male counterparts doing. More interestingly, many men are demanding for a better balance in their work life and their home life. Many companies now offer generous parental leave and other "family-friendly" benefits for both fathers and mothers to attract and retain employees (Gary N Powell, 2019).

Nature of Families
Due to the increase in the number of women in the workforce and their higher educational attainments, there has been a change in the nature of family structures. Result of the research carried by the United States statistics for families with children, the most common and somewhat new traditional family structure has become the dual-earner married couple, with 42% of families with children falling into this group. On the contrary, it was found that only 20% of families with children still practise the old tradition of the father as breadwinner and mother as homemaker. The percentage of families where the woman is its head and is employed is employed (18%) has become almost as high as the traditional breadwinner-homemaker family structure for married couples. Unmarried partners that are in committed relationships or co-habiting are not included in the result of research on family structures. However, many of these unmarried couples are dual-earners and represent what has become an increasingly common family structure (Gary N Powell, 2019). Figure 1 below is a pie chart explaining different types of family structures all earners. 







[bookmark: _Toc7656453]Figure 1.0 – Family structures (all working)
                                                            


Nature of Work                               
Technology has been used over the years to make the tasks of workers easier, especially managers and special skilled professionals. Work has now been increasingly “virtual” over the years. However, telecommuters seem to experience some sort of challenge still, trying to balance of their work and life roles due to the thin line representing the boundary between their work and life roles. Technology has facilitated the availability of computer-mediated technologies such as smart phones that gradually allows work life of employees to creep into their personal lives. As these technologies have allowed more opportunities for the workers or professionals to devote time to work anytime and anywhere, as they are now able to log into the company network remotely. Thus, making the boundary between their work life and personal life ever more blurred. So, we find that employees are physically at home but digitally "tethered” to work, as they are able to connect to the network of the organization and still keep receiving emails. Also, it has been seen that the culture of some work or careers increasingly have a higher expectation from the professionals to put in more hours, which ultimately reduces the amount of quality time that the employee has available for non-work life. This is very common in the healthcare sector, where Doctors, Nurses and Healthcare workers experience long hours of shift work. 

Nature of Careers
[bookmark: _Toc7656456]The nature of people’s careers has changed from the traditional model, where an upward movement is expected within a particular organization where the employee would commit to on a long term basis, to a scenario where people move laterally within one organization, frequently move between different organizations. Professionals now identify more with their specialized skilled area rather than their current employer. Thus, creating a ‘boundaryless’ career nature. These  ‘boundaryless’ careers are generally seen to be less predictable and subject to more sudden changes than traditional-model careers, hence, presenting an even greater challenge to achieve a good work-life balance. (Gary N Powell, 2019).
Research Methodology
[bookmark: bt0005]A quantitative method of research using questionnaires was used during this study, highlighting the relationship between work-life balance and a vast number of employees with diverse cultures across six countries. Extensive research was carried out using a sample of 1416 employees from seven distinct cultures– in Malaysia, China, New Zealand Maori [these are the indigenous people], New Zealand Europe, Spain, France, and Italy. 
Figure 2- data describing the seven samples and the combinations
	
	
	
	
	
	
	
	
	
	
	
	

	
	



	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	


On the whole, all samples used includes 1416 employees of whom 546 come from countries with a cohesive culture that lays emphasis on group rather than self such as; Maori, Malaysia and China. The average age was about 37.6 years, 55% female and the many (70%) of them were married and 61% of them were parents.
The same items were used for all the samples only when noted otherwise, all items were rated  (1 = strongly disagree to 5 = strongly agree).  A three item measure was used to rate the Work-life balance by Haar (2013). A sample item is “I am able to manage to balance both roles”



[bookmark: _Toc7656458]Table 1.   Results of the analysis for work-life balance

	Items used to rate was; 1 for – I strongly disagree and 5 for  - I strongly agree
	Newzealand
	Newzealand
Maori
	France
	Italy
	Spain
	Malaysia
	China

	[1]. I am enjoying both roles-satisfied
	.847
	.906
	.875
	.873
	.801
	.912
	.907

	[2]. I enjoy every part of my life equally
	.866
	.904
	.842
	.870
	.841
	.882
	.809

	[3]. I am able to manage to balance both roles
	.821
	.883
	.910
	.800
	.886
	.916
	.860



	

	
	

	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	


Three items were used to measure ‘job satisfaction’ among the employees. one of the sample questions is “Most days I am enthusiastic about my work”. Five-item scale was used in measuring ‘life satisfaction’ and a sample of the questions is “In most ways my life is close to ideal”. Anxiety and depression were then measured using six-items. The items were rated on a 5-point scale [1 – for ‘never’  to 5 – for ‘all the time’]. Employees were asked to choose from three adjectives to be used for each measure, respondents were asked to show the frequency at which these adjectives would apply to them whilst working. (Jarrod M. Haar, 2014).

[bookmark: _Toc7656459]Data Analysis
The analysis done showed a positive relationship between work-life balance and job and life satisfaction for these employees. Across the seven cultures it showed a negative relationship between work-life balance and anxiety and depression. The relationship between provision of strong work-life balance with job and life satisfaction for individuals in individualistic cultures was a positive one, compared with individuals with cohesive or collectivistic cultures. High levels of work-life balance were more positively associated with job and life satisfaction and more negatively associated with anxiety for individuals in gender egalitarian cultures. Overall, strong evidence supporting the fact that work-life balance is beneficial for employees from various cultures.
[bookmark: _Toc7656460]Recommendation

It would be strategically advisable for organizations to provide employees with strong work-life benefits as this would usually translate to ability to attract and retain employees, especially when the employees possess the required skills and experience needed by the organization.  
[bookmark: _Toc7656461]Conclusion

The feedback from the respondents of the research shows that more still needs to be done in the area of work-life balance for employees. The world is getting so much smaller due to technology, the pressure to compete globally is increasing, employers are demanding more time and input from their employees. Employees are feeling stressed and this has led to a high level of work stress related illnesses, more families have both parents working and single parents are striving harder than ever to meet up. Managing the thin line boundary between home and work life is becoming challenging. Hence, then need for both employers and employees alike to find solutions that are innovative and that would suit both the needs of the employers and employees.
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Demographics Gender (Female)	366,34.3	335,38.9	139,39.2	238,44.0	127,39.7	110,32.1	101,31.4	New Zealand	New Zealand Maori	France	Italy	Spain 	Malaysia	China	0.55000000000000004	0.63000000000000034	0.62000000000000033	0.43000000000000016	0.5	0.48000000000000015	0.63000000000000034	Demographics Maried	366,34.3	335,38.9	139,39.2	238,44.0	127,39.7	110,32.1	101,31.4	New Zealand	New Zealand Maori	France	Italy	Spain 	Malaysia	China	0.70000000000000029	0.67000000000000048	0.8	0.69000000000000028	0.78	0.75000000000000033	0.47000000000000008	Demographics Parent	366,34.3	335,38.9	139,39.2	238,44.0	127,39.7	110,32.1	101,31.4	New Zealand	New Zealand Maori	France	Italy	Spain 	Malaysia	China	0.51	0.69000000000000028	0.74000000000000032	0.60000000000000031	0.66000000000000036	0.63000000000000034	0.43000000000000016	Sector Private	366,34.3	335,38.9	139,39.2	238,44.0	127,39.7	110,32.1	101,31.4	New Zealand	New Zealand Maori	France	Italy	Spain 	Malaysia	China	0.56000000000000005	0.22	0.74000000000000032	0.63000000000000034	0.62000000000000033	4.0000000000000022E-2	0.45	Sector Public	366,34.3	335,38.9	139,39.2	238,44.0	127,39.7	110,32.1	101,31.4	New Zealand	New Zealand Maori	France	Italy	Spain 	Malaysia	China	0.4	0.70000000000000029	0.22	0.35000000000000014	0.36000000000000015	0.9600000000000003	0.38000000000000017	Sector Not-for-Profit	366,34.3	335,38.9	139,39.2	238,44.0	127,39.7	110,32.1	101,31.4	New Zealand	New Zealand Maori	France	Italy	Spain 	Malaysia	China	4.0000000000000022E-2	8.0000000000000043E-2	4.0000000000000022E-2	2.0000000000000011E-2	2.0000000000000011E-2	0	0.17	Family Structure [all working]	Women sole bread winner	Unmarried Partners	Married couples -dual earners	Traditional - fathers as bread winners and mothers as stay home mums	0.18000000000000002	0.2	0.42000000000000004	0.2	7
 
