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Abstract 

In recent years, the interest in work-life balance within organizations has increased to a great 

extent due to the high technology development such as smartphones, laptops, tablets etc. The 

existing high technology work equipment has generated a possibility for employees to be 

more available and work more if needed and expected by the employer. The extended 

availability has caused a lot of employees to increase their working time, which in turn has 

induced increased stress and pressure (Yarnall, 2008, 121). The consequences have led to that 

the dichotomy work-life and private life adopts more blurred borders and often develops into 

a situation like the ”role-overload” (Allvin et al., 2013, 107) and a conflict between these two 

life spheres becomes a fact. Nowadays, several Swedish organizations have work-life balance 

practices for their employees. Some of these practices are regulated under Swedish 

legislation, for instance parental leave and the possibility for parents with small children to 

work part-time. This study investigates the employees’ actual experiences of work-life 

balance practices and how these practices affect the employees and indirectly the employer. 

There is a general assumption that organizations that offer different work-life balance 

practices do so to attract and keep employees, which is the reason why such practices are 

being viewed as a positive measure (Doherty, 2004, 447). This study investigates if and in 

what way there are positive and/or negative experiences or consequences of work-life balance 

practices for the employees, which in turn also could be affecting the employers. The study is 

qualitative and empirical. Eight Swedish officials employed in different Swedish 

organizations (one informant works for an American organization) have been interviewed. 

The theoretical models that have been used to specify and define the research method are 

“The Career Active System Triad, CAST” (Baruch, 2004, 100) and “The pros and cons of 

alternative work arrangements” (B.H. Gottlieb, E.K. Kelloway and E. Barham 1998) and to 

explain the result “The role expansion theory” (Nordenmark, 2004, 47). This study reveals the 

informants’ reality and experiences, which shows how society through companies and 

organizations (mezzo level) forms and guides the individuals (micro level) to act in certain 

ways. This phenomenon illustrates how society generates a “collective conscience” 

(Durkheim in Andersen & Kaspersen, 2007, 64). This study shows that organizations and 

societies implicitly through legislation, rules, practices and policies generate “value rational 

social action” (Weber in Andersen & Kaspersen, 2007, 74-75) among the individuals, which 

make them act in a certain way in accordance with the value rational social action, whether or 

not it fits in their individual life at the moment. Nevertheless, the result also demonstrates the 

positive attitudes towards the work-life balance practices offered by organizations and society 

through legislation. These practices allow employees regardless of gender to make choices 

that enables them to have several roles in life, which has been verified in previous research to 

be beneficial for well-being and health in general. 
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Abstrakt 

Under senare år när den teknologiska utvecklingen i form av: smarttelefoner, bärbara datorer, 

surfplattor etc. blivit vida spritt inom organisationer och företag har även intresset för 

balansen mellan arbets- och privatliv ökat. Förevarande högteknologiska arbetsutrustning har 

genererat en möjlighet för anställda att arbeta konstant om det finns ett behov och en 

efterfrågan från arbetsgivaren att den anställde gör det. Denna möjlighet har medfört att 

många anställda ökar sin arbetstid, vilket i sin tur har framkallat ökad stress och press 

(Yarnall, 2008, 121). Konsekvenserna av detta har även utmynnat i att dikotomin arbetsliv 

och privatliv får mer abstrakta gränser och inte alltför sällan uppstår en situation s.k. 

”role-overload” (Allvin et al., 2013, 107) och en konflikt mellan de två livssfärerna blir ett 

faktum. De flesta företag i Sverige har någon form av praxis eller riktlinjer för balans mellan 

arbets- och privatliv varav vissa riktlinjer är i enlighet med svensk lag, såsom t.ex. 

föräldraledigheten och rätten att arbeta deltid när man har småbarn. Denna studie undersöker 

de anställdas faktiska erfarenheter av deras arbetsgivares praxis för balans mellan arbets- och 

privatliv och hur dessa påverkar de anställda och därigenom indirekt arbetsgivaren och i 

sådant fall på vilket sätt. Det finns ett generellt antagande att organisationer som har olika 

praxis för balans mellan arbets- och privatliv har det för att attrahera och behålla personal 

(Doherty, 2004, 447). Det generella antagandet är därför också att olika former av praxis för 

balans mellan arbets- och privatliv anses vara en positiv åtgärd. Denna studie undersöker om 

det finns positiva och/eller negativa upplevelser eller konsekvenser av olika organisationers 

praxis för balans mellan arbets- och privatliv för de anställda, som i sin tur också kan påverka 

arbetsgivarna. Studien är kvalitativ och empirisk och åtta svenska tjänstemän anställda vid 

olika svenska organisationer (en av informanterna arbetar på en amerikansk organisation) har 

blivit intervjuade. De teoretiska modeller som har applicerats för att konkretisera 

forskningsmetoden är: “The Career Active System Triad, CAST” (Baruch, 2004, 100) och 

”The pros and cons of alternative work arrangements”, B.H. Gottlieb, E.K. Kelloway and E. 

Barham (1998) och för att förklara resultatet: ”The role expansion theory” (Nordenmark, 

2004, 47). Denna studie belyser informanternas realitet och erfarenheter, vilka bl.a. indikerar 

att samhället genom företag och organisationer (mesonivå) formar och vägleder individerna 

(mikronivå) som på så vis genererar ett ”kollektivt medvetande” (Durkheim i Andersen & 

Kaspersen, 2007, 64). Denna studie visar att organisationer och samhällen implicit genom 

exempelvis lagar, regler, praxis och riktlinjer genererar ”värderationella handlingar” (Weber i 

Andersen & Kaspersen, 2007, 74-75) bland individerna, vilket leder till att individerna 

handlar på ett särskilt sätt i enlighet med de ”värderationella handlingarna”, oavsett om de 

passar in i individens liv eller inte. Resultatet i denna studie visar samtidigt hur befriande det 

upplevs när organisationer och samhällen genom lagar och praxis för balans mellan arbets- 

och privatliv möjliggör för människor att oavsett kön göra val så att de kan ha tid att ha flera 

roller i livet. Flera roller i livet har bekräftats i tidigare forskning vara generellt fördelaktigt 

för välbefinnande och hälsa. 

 

 

Nyckelord:  

Praxis för balans mellan arbets- och privatliv, familj, kön, roller, professionell karriär 
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Populärvetenskaplig sammanfattning 

Under senare år när den teknologiska utvecklingen i form av: smarta telefoner, bärbara 

datorer, surfplattor etc. har blivit vida spritt inom organisationer har även intresset för balans 

mellan arbets- och privatliv ökat. Förevarande högteknologiska arbetsutrustning har genererat 

en möjlighet för anställda att arbeta närsomhelst och hur mycket som helst om det finns ett 

behov och en efterfrågan från arbetsgivaren att göra det. Denna möjlighet har medfört att 

många anställda ökar sin arbetstid, vilket i sin tur har framkallat ökad stress och press 

(Yarnall, 2008, 121). Konsekvenserna av detta har även utmynnat i att dikotomin arbetsliv 

och privatliv får mer abstrakta gränser och inte alltför sällan uppstår en situation s.k. ”role-

overload” (Allvin et al., 2013, 107) och en konflikt mellan de två livssfärerna blir ett faktum. 

Nuförtiden så har många svenska organisationer olika praxis eller riktlinjer för balans mellan 

arbets- och privatliv för sina anställda och vissa riktlinjer som finns i Sverige är i enlighet 

med svensk lag, såsom t.ex. föräldraledigheten och rätten att arbeta deltid när man har 

småbarn. Denna studie undersöker de anställdas faktiska erfarenheter av deras arbetsgivares 

praxis för balans mellan arbets- och privatliv och hur dessa påverkar de anställda och 

därigenom indirekt arbetsgivaren och i sådant fall på vilket sätt. Det finns ett generellt 

antagande att organisationer som erbjuder olika praxis för balans mellan arbets- och privatliv 

gör det för att attrahera och behålla personal (Doherty, 2004, 447). Det generella antagandet 

är därför också att olika former av praxis för balans mellan arbets- och privatliv anses vara en 

positiv åtgärd. Studien undersöker om det finns positiva och/eller negativa upplevelser eller 

konsekvenser av organisationers praxis för balans mellan arbets- och privatliv för de 

anställda, som i sin tur också kan påverka arbetsgivarna. Studien är kvalitativ och empirisk 

och åtta svenska tjänstemän anställda vid olika svenska organisationer (en av informanterna 

arbetar på en amerikansk organisation) har blivit intervjuade. De teoretiska modeller som har 

använts för att konkretisera forskningsmetoden är: “The Career Active System Triad, CAST” 

(Baruch, 2004, 100) och ”The pros and cons of alternative work arrangements” B.H. Gottlieb, 

E.K. Kelloway and E. Barham (1998) och för att förklara resultatet: ”The role expansion 

theory” (Nordenmark, 2004, 47). Svaren i denna studie har visat informanternas verklighet 

och erfarenheter som indikerar att samhället genom företag och organisationer (mesonivå) 

formar och vägleder individerna (mikronivå) att agera på speciella sätt. Denna studie visar att 

organisationer och samhällen implicit genom exempelvis lagar, regler, praxis och riktlinjer 

deklarerar på vilket sätt människor bör handla och vad de ska värdesätta och att människor 

således verkligen också följer detta och använder som vägledning, oavsett om det passar in i 

deras liv eller inte för tillfället. Resultatet visar samtidigt hur befriande det upplevs när 

organisationer och samhällen genom lagar och praxis för balans mellan arbets- och privatliv 

möjliggör för människor att oavsett kön göra val så att de kan ha flera roller i livet. Flera 

roller i livet har bekräftats i tidigare forskning vara generellt fördelaktigt for välbefinnande 

och hälsa. 
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1 Introduction 

The term work-life balance is referring to a satisfying balance between work-life and private 

life and the experience when and how that is achieved could of course differ between people, 

but the term “work-life balance” could be explained as, when the two life spheres: work-life 

and private life are not intruding excessively on each other. Work-life and family life have 

until quite recently had clear physical borders i.e. before you were either at the office working 

or at home with your family and it was basically not possible to work from home, unless you 

were self-employed or in a similar work-situation. Nowadays, the possibility to work at 

different places for instance, from; home, the public transportation or sometimes even on a 

beach anywhere in the world has become a reality for many people. The technology such as: 

smartphones, tablets, laptops etc. have changed that and a lot of different work-places offer 

alternative work arrangements, which means that there are alternatives to the traditional eight 

hours work-day, approximately between 9 a.m. to 5 p.m. at the office.  

 

Throughout history work-life has changed in different ways. People used to work longer days 

before and in 1971 the Swedish working hours act regarding the regular working hours1 was 

made, which limited the working hours to not exceed 40 hours a week. Nowadays, we have 

entered into a new era where boundaries regarding working hours are more blurred and work 

arrangements such as flexible and unregulated working hours are increasing. Explicitly, the 

working hours might be 40 hours a week, but in reality the working hours could be a different 

number and sometimes they are more and sometimes they are less. Naturally, this 

phenomenon has changed the possibility to spend time with our family more or less. It 

depends on how it would be interpreted, since working at home surrounded by your family 

could be interpreted as being with your family and working at the same time or simply 

working with the family physically close to you. On the other hand, unregulated working 

hours allow you to take hours off if needed throughout the day, for example, to visit your 

child at school if there is for instance, a meeting with the teacher or another important 

activity. 

                                                 

1 Article 5 of  the Swedish working hours act (1982:673) https://lagen.nu/1982:673  

https://lagen.nu/1982:673
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The fact that the working hours have changed in many workplaces and the fact that most 

women in Sweden nowadays are working have made many people experiencing a conflict 

between work-life and family life i.e. that some part of either the family life or the work-life 

are increasing and intrude excessively on the other life sphere. That is when it becomes a 

problem and needs to be balanced into a good work-life balance. 

 

There are different work-life balance practices in organizations and firms in Sweden. All 

organizations have at least the work-life balance practices that are in accordance with the 

Swedish legislation e.g. the parental leave and the possibility to work part-time when you 

have small children. The other work-life balance practices that this study has focused on and 

that can be offered by different employers and depending on what position you have are: 

unregulated working hours, flexible working hours, telework and part-time work. There are 

also other work-life balance practices such as for instance job-sharing but it was not possible 

to include that in this study, since it is not as common in Sweden, which made it more 

difficult to find informants with specific experience from job-sharing. 

 

1.1 Aim and problem formulation 

The aim is to find out what the employees’ experiences are of work-life balance practices, in 

order to also be able to discover potential advantages and disadvantages for the employers. 

 

A lot of organizations have offered work-life balance practices for quite some time now and 

therefore it is relevant to investigate how the employees experience these practices and how 

they use them. The problem formulation in this study has been elucidated in previous research 

(see here below, Liff & Cameron, 1997, in Beauregard & Henry, 2008) and it is that there is 

an instant and general assumption that work-life balance practices exclusively generate 

positive outcomes for the employees that have the possibility to use them and mainly a cost 

for the employers. 
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According to Liff and Cameron (1997, in Beauregard & Henry, 2008) (also presented below 

under 2.3) many organizations take for granted that just because they offer work-life balance 

practices they are being used to a good effect, but they do not monitor or evaluate if that is 

actually the case. According to Beauregard & Henry (2008) there is a lack of research that 

investigates the question of whether work-life balance practices are attaining intentional aims 

(McDonald et al., 2005 in Beauregard & Henry (2008). 

 

According to previous research the employees are attracted to employers that offer different 

work-life balance practices, but the employees do not always use all of them. It has been 

shown in studies in Great Britain that some employees feel that they cannot use the benefits 

like for example parental leave because of fear of missing out on promotions, higher salary 

etc. (Hakim, 2006, 284). This is a problem since the reason for offering work-life balance 

practices should be that the employees that need to and want to use them can do that without 

the fear of negative consequences for them. That is why this study will investigate this 

phenomenon in Swedish organizations concerning the problems that entails work-life balance 

practices and what effects they have on the employees and indirectly the employers. 

 

1.2 Research questions 

The research questions are as follows:  

What are the experiences of work-life balance practices for the employees?  

The answers to the first research question will automatically reveal the answers to the second 

research question which is:  

What are the advantages and disadvantages for the employers that offer work-life balance 

practices?  

 

1.3 Definitions 

The term work-life balance (WLB) can be defined as previously mentioned the balance 

between work-life and private life. The term balance as a metaphoric definition indicates the 

pursuit towards a satisfying balance and the avoidance of any side weighing to heavy. When a 
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person experiences a good WLB he or she is able to separate between work- and family life 

and does not have to worry about being interrupted by alarming telephone calls, messages or 

emails while spending time with their family or in a private situation (Smith et al. 2011, 604). 

The term has been criticized since it is considered to be socially constructed2 regarding what 

is really related to work and why it is not for example the domestic work, which is still mostly 

carried out by women (Smith et al. 2011), this is further discussed below under (2.8). Hence, 

this study will refer to work in the context of payed work to avoid any ambiguity. WLB 

practices can be described as benefits for the employees to be able to combine their private 

life with their work-life. Work-life balance practices could be any benefit that makes life 

easier in one way or another for the employees who are juggling their private life and work-

life for instance: Parental leave, flexi-time, unregulated working hours, telecommuting, and 

could as well be available fitness center, daycare center sponsored by the workplace etc. All 

of the WLB practices that the informants in this study have are presented under (4.4). There is 

a focus on the most commonly used WLB practices in this study, such as: Parental leave, 

flexi-time, unregulated working hours and part-time working. 

 

1.4 Delimitations 

The delimitations in this study have been to focus on the actual experiences of the informants 

concerning work-life balance practices. The delimitations regarding the informants have been 

that they are officials working in either private- or public sector and they should have children 

under 18 years of age and that they had used parental leave and other work-life balance 

practices such as; flexi time, part-time, telework or unregulated working hours. The only 

requirement was that they had used the parental leave and at least one more WLB practice. 

The basis is to investigate and understand how the work-life balance practices have worked in 

eight different people’s lives, neither to make a comparative study between countries nor to 

generalize it to for example all other parents in Sweden. Officials are chosen mainly because 

their technical work equipment (such as laptops, smartphones etc.) allow them to work at 

other places than their workplace to a greater extent than workers who usually perform 

practical tasks that are only possible to do at the workplace, for instance: painters, carpenters, 

care workers, bus drivers etc. Those workers can of course also work to much overtime etc. 

                                                 

2 Social constructivism is the theory that the reality is socially constructed, (Berger, P & Luckman, T. 1966). 
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but not in the same manner as the officials do, that is why this study have focused on the 

officials. 

 

1.5 Disposition 

Initially, the aim and the problem formulation of the thesis, the research questions and the 

definitions are presented. In the following chapter is previous relevant research presented, 

which this study has used as a mean to find the adequate trajectory to further studies. The next 

chapter which is the theoretical part presents the theories that this study is based on and used 

in the analysis together with the results from this study. The following section describes the 

qualitative method which includes interviews and then the theories and data from the 

interviews are being analyzed in a separate section with a summary of the results. Finally, the 

discussion is intended to discuss the provided highlighted summary of the answers to the 

research questions. It has been divided into subheadings for each work-life balance practice in 

order to clarify the results. 
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2 Previous research 

Work-life balance has been a subject in a lot of previous research. This study is inspired by 

and sometimes a follow up of below mentioned research. What makes this research slightly 

different than previous research is that it is a study of Swedish employees. The informants are 

working in Sweden with two exceptions where one is working in Belgium, but in a Swedish 

authority and one in the USA in an American organization. The informant working in 

Belgium are employed by a Swedish authority governed by Swedish law and their benefits 

which makes his work-life balance situation equal as for the other Swedish informants. The 

Swedish informant working in an American organization was interviewed because it was 

interesting to see what the possible differences could be. At first the plan was to not use her in 

the study, but as a pilot interview to test how it worked, but since it turned out that her WLB 

benefits were very similar to Swedish benefits her interview was used. Furthermore, since this 

study is qualitative and should not be generalized to other employees in Sweden, the fact that 

she worked for an American employer should not be an obstacle. All the employees in this 

study are Swedish and have Swedish preunderstandings of WLB practices which should be 

the focus in this kind of study. The qualitative study can instead generalize the results in a 

different manner and that is by confirming the theories with the empirics and is also striving 

to be able to generate new thoughts and understandings (Widerberg, 2002, 188). 

 

2.1 The separation of work- and private life 

Social sciences have been separating the relationship between work-life and private life and 

quite often have private life been equated with family life. The early research regarding the 

relationship between the private life and the work-life have worked with three models, which 

are the following: segmentation, diffusion and compensation (O’Driscoll, 1996, Parker, 1981 

in Allvin et al., 2013, 105). 

 

2.1.1 The segmentation model 

The segmentation model illustrates how work- and the private life are parallel spheres and 

how they do not have a mutual influence on each other. The work was for material needs. The 

social and emotional needs were to be stimulated in the private life. The model did not just 

show the actual conditions regarding work-life and private life but also what was regarded as 
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desirable. The explanation of the need to separate the work-life and the private life could be 

found in the industrial society which included a lot of job opportunities that was hard and 

physical heavy work. The home environment was supposed to be the safe place where the 

employee could feel at ease and free from demands and expectations (Alvin et al., 2013, 105). 

 

The segmentation model was not realistic though, since it was obvious that these two spheres 

of life were minted of each other. There was a need to visualize these two spheres in a wider 

perspective as a unit. This happens for example when the work is so demanding that parts 

from the individual’s private time is needed for recovery. The model called “diffusion” is 

what happens when these two spheres interrupt each other. The borders between the life 

spheres are more transparent and experiences from for example work-life will affect 

behaviors and attitudes in the private life (Allvin et al., 2013, 106).  

 

2.1.2 The compensation model 

Wilensky (1960) thought that monotone work should be compensated either economically or 

really exciting activities at the leisure time. The compensation model is characterized by how 

deficiency in one life sphere can be compensated by the more stimulating content in the other 

life sphere. 

 

The last two models explained above, which are the diffusion- and the compensation model 

are the models that are of importance today.  

 

Karasek and Theorell (1990) has an example of this in their model of demand-control, which 

explains that high psychological demands in the work combined with space and responsibility 

for action leads to career development and to participate in different activities during leisure 

time which has a coordinating demand on others. This could for example be to participate in 

nonprofit associations or any other activities etc. (Karasek, 1979 in Allvin et al. 2013, 106). 
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Initially, when the scientific discussions were about work- and leisure time, the housework 

was done by the women, since the person who worked most commonly was a man. Women 

did not usually work outside the home. Nowadays women work a lot more, especially in 

Sweden. Furthermore, men’s housework and childcare has increased. 

 

2.1.3 The diffusion model has developed 

Both positive and negative influences from the different life spheres moves in both directions. 

The most distinct and negative diffusion is the one coming from work-life to private life 

(Frankenhaeuser m.fl., 1989; Johansson & Aronsson, 1991; Meissner, 1971 in Allvin et al., 

2013, 106). 

 

The diffusion model has developed, since it has been revealed that the diffusion of different 

life spheres can be both positive and negative and to be able to move around between several 

roles can make life more interesting, which is reasonable as long as every individual has a 

limited amount of roles to live up to and as long as they are not taking a lot of time (Allvin et 

al., 2013, 108). Then under the right conditions the work- and private life could benefit from 

each other in a positive way. The individual can reach wider perspectives and a feeling of 

success in several ways through the possibility of experiencing several roles in the different 

spheres of life. The chance to success in at least some part of life becomes elevated through 

several roles. These positive effects could compensate for the strains that also can occur in 

conflict between the life spheres (Barnett & Hyde, 2001 in Allvin et al., 2013, 108). 

 

Previous research has focused on the possible negative effects of having multiple roles in 

society. The starting point was that women working had double roles and this was assumed to 

create an increased risk for problems with health. It was even supposed to not only strike 

women, but also their husbands and children. In countries where there still are a lot of women 

working at home with the household, the assumptions has not yet been verified. Former 

studies have shown that housewives’3 mental health were poorer than for women working, but 

                                                 

3 Women working at home with the household and children. 
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it was not possible to investigate which came first, the poor health or the housework, meaning 

that a poor health could have guided women to work with the household or vice versa, the 

household-work could have led to poorer health. When research had this in regard there has 

not been found any differences (Baruch & Barnett, 1986; Repetti & Crosby, 1984 in Allvin, 

2013, 108), and there has been cases showing that the working people’s health have been 

better than the health of the house hold workers (Repetti, Matthews & Waldro, 1989 in 

Allvin, 2013, 108). It has not been verified that multiple roles are a strain for health. However, 

it has been verified that women working exclusively in the household before entering a 

professional career improve their health and the same applies to women who move from part-

time to full-time and vice versa (Wethington & Kessler, 1989 in Allvin, 2013, 108-109). 

  

Further, studies have shown that men’s mental health are favored equally by the different 

roles as husband, parent and worker (Barnett, Marshall & Pleck, 1992 in Allvin, 2013, 109). 

Middle-aged women that have several roles have as good or better health than women with 

less roles (Repetti, et al., 1989 in Allvin, 2013, 109).  

 

Waldron and Jacobs (1989) show that work has a positive effect on the health for unmarried 

women and for Afro-American women, but no effect on the health of white, working women.  

 

An Australian study (Lee & Powers, 2002) showed that there is a link between good health 

and three or more roles for women between 40 and 45 years of age. For women between 18 

and 23 years of age and women between 70 and 75 only one role was enough for the best 

possible health. The reasons behind the link between the number of social roles and health are 

not known, but there is an apprehension that social support is involved. Several roles increase 

the chances to receive social support which is important for good health (Cohen & Syme, 

1985, in Allvin et al., 2013, 109).  

 

To sum up, different roles in life does not need to be a strain and under some circumstances it 

could even be favorable. If there is a conflict between the work-role and the family-role there 
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is a risk that it will impair the work satisfaction, well-being, health and productivity and these 

findings include both men and women. (Allvin et al., 2013, 109). 

 

2.2 The conflict theory 

Nowadays, the labor market has changed and the private life too. Most women in Sweden 

work and more men are involved with the housework and the care for their children. The 

labor market has changed in many ways, e.g. due to technology development such as laptops, 

smartphones etc. This have made it possible to work 24 hours a day and with children this 

could be an impossible or at least a difficult equation. Research in this area has therefore 

focused on conflict- or competition theory and it proceeds from the fact that every individual 

has a limited amount of time and energy for the different life spheres. When the demands are 

too high in both life spheres and redistribution is not possible a role overload is a fact and the 

life spheres are in conflict with each other (Allvin et al., 2013, 107). 

 

The conflict theory seems to have been one of the most common theories in the latest research 

regarding work-life and family life. Previous studies have usually examined the perspective of 

the organization and the aim has been to find out if the family friendly practices have had an 

impact on the employees’ attitudes and dedication to the work. Scandura and Landau (1997) 

reported that women that had the possibility to work flexible hours showed a greater work 

satisfaction and dedication to work than the employees that were under regular and strict fixed 

working hours. Another study (Goff, Mount & Jamison, 1990) indicated that employees that 

used their organization’s daycare-center for the children experienced fewer conflicts between 

work and family life. It has also been revealed that family friendly programs for staff are 

related to increased performance and success. Thus, this and other studies have indicated that 

the organizations that offer different kind of work-life balance practices give the employees 

more satisfaction, positive attitudes towards the employer and an increased work 

performance. It is therefore contradictory that a report from (IER, 2001) shows that 

arrangements like these are still rare and in most cases the employer shows more interest to 

invest in different kinds of stress management programs. It would be more relevant to find out 

what are causing the stress and eliminate that, since the stress reactions are only natural in 

situations when one life sphere conflicts with the other (Allvin et al., 2013, 107-108). 
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The consequences of work-life conflicts have been discussed in research for example by 

Michael Frone (Frone, 2003; Frone, Russel & Barnes, 1996). Frone’s research has revealed 

that there is a tendency that the work-life interferes with the family life and that is more 

common than the other way around that the family life would interfere with the work-life. The 

findings from his research did also show that symptoms of depression may appear when the 

family life interferes with the work-life and the risk for an inferior work performance is 

elevated. As soon as there appeared to be a work-life conflict, no matter in what direction, it 

was more common that the person involved thought of changing work and it was also more 

common that the people who experienced a work-life conflict were absent from work to take 

care of the family (Allvin et al., 2013,107). 

 

In Sweden and in the Northern Europe we have the social- and family policy that is meant to 

make life easier and to reach a balance between work-life and family life. In other places 

around the world, it is more common to make the efforts and changes within the 

organizations. This is made through family-friendly practices, for instance; flexible working 

hours, part-time, telecommuting and daycare centers for children etc.  

 

Telecommuting is one of the practices that could be a possibility especially for working 

parents in order to develop a work life balance. In a study of telecommuting employees that 

worked at least three days a week from home, the informants answered questions regarding 

distinction and overlap between the two life spheres of work and private life. Their responses 

indicated that mentally and from a time perspective their border between family and work was 

blurred and the overlap was obvious. The geographical overlap was limited and the border 

distinct (Hartin, Kylin & Johansson, 2007). The experiences for the informants were that an 

escalating overlap developed increasingly negative in the same pace. The summary from the 

responses was that some overlap between both life spheres is tolerable, but when the overlap 

continues to increase, then it becomes a strain for the informants (Allvin et al., 2013, 108). 

 

2.3 The achievements and intended aims 

Beauregard and Henry’s (2008) study confirms that the employees are attracted to 
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organizations that offer different WLB practices. They were also interested in how these 

practices would affect performance, since they would reduce work-life conflict. They were 

not able to find enough evidence though that there is a “link between WLB practices and 

organizational performance” (Beauregard & Henry, 2008). 

 

Further, Beauregard and Henry (2008) mention that future research could involve the effect of 

the organizations work-life balance practices. According to Liff and Cameron (1997) many 

organizations are taking for granted that the work-life balance practices that they offer are 

being used and that the effect is beneficial, but a lot of organizations do not in fact monitor 

and evaluate their work-life balance practices (Beauregard & Henry, 2008, 18). 

 

Furthermore, McDonald, Guthrie, Bradley, Shakespeare-Finch (2005) point out that there is a 

lack of research of what the achievements of work-life balance practices are and if they 

correspond to the intended aims. Their request for future research is part of the aim in this 

study (Beauregard & Henry, 2008, 18). 

 

2.4 Capabilities for having a family and for being involved in family 

life  

The PhD-study by Fahlén (2012) has a main focus on in what way institutional contexts, work 

arrangements and individual resources affect the possibilities to plan, to live and to have a 

family. Fahlén uses Amartya Sen´s “capability framework” in her study, which is a 

perspective which elucidates the link between institutional contexts and individual 

capabilities. Fahlén has conducted four studies and among them she examines the impact of 

work-life balance conditions on young women’s childbearing behavior in Sweden which 

confirmed the importance of family-friendly working conditions for low educated women that 

were about to become mothers. Furthermore, she examines gender differences in work-home 

conflicts and the value of work-family policies and gender norms in ten different European 

countries. She found that there are more differences between the genders in countries where 

support for work-family reconciliation are not as strong and where they have more traditional 

gender norms. Her fourth study that is also relevant to this study regards work and family 

demands that Hungarian and Swedish parents experience, and on their capabilities to request 
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for work-life balance. She found greater inequality within companies / organizations for 

Hungarian parents who strive to achieve WLB, but the Swedish parents experienced a strong 

entitlement to claim their rights to care and WLB. This result elucidates that there are 

variations in policies which supports work-life balance, working time regimes and social 

norms concerning work life and family care. The difference from this study regards the 

specific research questions and also that she is doing a cross-country study of European 

countries and this study only includes Swedish people. 

 

2.5 The employers’ experiences 

The focus in the qualitative study by Eriksson (2014) is on the employers’ perspectives on the 

WLB practices that they offer to their employees. Eriksson has interviewed employees with 

HR responsibilities, who are the representatives of the employers.  

 

Eriksson concludes that the organizations work with work-life balance in many different 

ways. He argues that the employers state that work-life balance is a concern in common for 

the individual and the organization. That is one of the reasons that the organizations have an 

interest in work-life balance policies, since they do not think it is solely the problem of the 

individual. Most of the employers in the study were aware of the influence that an 

individual’s WLB have on the organization and they meant therefore that WLB for the 

employees should be a main concern for organizations. The organizations believe that there 

are several advantages for them to offer WLB practices and the focus is on competition of the 

workforce. The organizations use WLB to promote themselves when they are recruiting. The 

employers also expressed advantages which they believed to be the outcome from WLB such 

as better performance and result, but also that WLB would generate well-being of the 

individual. A lot of the employers emphasize the well-being to ensure the employees’ ability 

to perform under an entire work-life. 

 

Eriksson mentions that his thesis could have been more accurate if he had interviewed 

employees that use the WLB practices as well. He was not completely satisfied with the 

answers he received, since some questions were difficult for the employers to answer. 

Ericsson aimed to obtain information through the employers, but realized that their point of 
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view sometimes reflect the point of view that they believe the organization has and not really 

their own experiences through work. Ericsson’s study indicates that there is a need to 

interview the employees in order to receive the information regarding the experiences of the 

WLB practices and that is why this study has the focus on the employees that actually use 

these practices. 

 

2.6 The problem of the increasing work-time 

The focus in the qualitative study by Broström (2014) is on the experiences of officials and 

how they balance their work and private life with all the new technology, which makes it 

technically possible to work around the clock. The research question is: What are the 

experiences of officials in all sectors, of the balance of work and private life, when 

considering the advanced technological possibilities to be available at work? 

 

Broström concludes that officials that have attained a certain level and routine in the work are 

more adaptable to the new technology and to achieve a good work-life balance. It is also 

considered to be a difficult question and there is no simple solution for everybody in general. 

It is important to allow many different strategies for as many as possible in order to achieve a 

good level concerning their well-being. 

 

Finally, Broström emphasizes the importance that the relation between employees and the 

organization should consist of an open and transparent communication regarding the 

employer’s expectation on the availability of the employees. Further, Broström states that it is 

important to reduce the risk of misunderstandings and incongruity, but also to contribute to a 

good and fair work climate where the employees are well aware of what is expected of them 

regarding their availability. Mainly, the employees have a positive attitude to the new 

technology and the possibilities it entails, even though some mention the warning signs. The 

fact that the study shows that there is a general positive opinion regarding the new technology 

indicates that the advantages surpasses the disadvantages. At the same time Broström refers to 

Masmanian et al. (2006) who states that it could be difficult for people who work with new 

technology to note when the blurring of borders between work-life and private life has gone 

too far. Broström raises the issue regarding when the blurring of borders becomes unhealthy. 
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Broström’s study mainly focuses on work-time problem and it would have been interesting to 

take it further to a more holistic view of the employees’ experiences of the WLB. That is why 

this study will examine the employees’ own experiences of WLB practices and not only the 

work-time problem. 

 

2.7 Studies on flexible working hours 

Jönnson & Kastberg (2009) has made a quantitative research focused on the work-family 

conflict among the employees in the ages between 18-79 years old and whether flexibility 

regarding working hours affects the experience of the conflict. An interesting result in the 

study by Jönnson & Kastberg (2009) is that individuals that have the possibility to decide 

when the working day should start and end and who can take some hours off from work for 

private matters, have a stronger sense that the work intrudes on the family life than those who 

do not have flexible work in that way. The results in their study indicate that flexibility leads 

to an increased experience of a work-family conflict. Factors that have an impact on the work-

family conflict are; private- or public sector, self-employed or employed, if the person have a 

partner or not or having children or not.  

 

Furthermore, the results show that the people who work in the private sector have an 

increased experience that the work intrudes on the family-life and vice versa, that the family-

life intrudes on the work, than those people who work in the public sector. The self-employed 

experiences an increased conflict between work and family than those who are employed. 

Single people and people who do not have children experience a lower degree of work-life 

conflict than the people who are married and people who have children do. The study does not 

find any differences regarding the experience of work-life conflict between sexes. Most 

people in the study had a mean score above three, regarding the questions whether the work 

intrudes on family-life and vice versa. It indicates that the individuals in the research seem to 

experience that there is a work-life conflict, even though it is not experienced as severe or 

often recurring. On the other hand, the self-employed people and the people that were able to 

decide when the work-day started and ended, experienced that the work-life conflict were 

more often present than not. The results from the study of Jönsson & Kastberg are interesting 
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and something to keep in mind when this study is analyzed. The difference from this study 

though is that Jönsson & Kastberg has done a quantitative study which allowed them to 

compare the answers and generalize in a different way, while this qualitative study can 

receive the answers to why and how. 

 

Cirino Ljungström (2008) has focused on mothers with small children and their work-life 

balance and if they experience feelings of stress. The results are showing that through; shared 

responsibility, control over the situation and the possibility to once in a while have some time 

by themselves there are no feelings of stress among the mothers. The results are interesting 

for this study, since it shows what the consequences could be if the work-life balance does not 

work. This study is important to find out what the experiences of WLB practices are, which 

were made for the benefits of the employees and hopefully in order to reduce feelings of 

stress. Karlsén & Stambeck (2008) have also focused on stress in a qualitative study in which 

they interviewed 14 employees on a multinational company and the result showed that 

flexible working hours help the employees to be able to balance their work-life with their 

family life and to reduce stress. The result from the study of Karlsèn & Stambeck (2008) is as 

well interesting for this study, since it confirms that flexible working hours reduce the feelings 

of stress, which is an advantage. In my study the focus is more open and holistic including all 

the experiences of the employees and potential outcomes. 

 

2.8 Impacts on women, paid work and family 

In the study by Smith et al. (2011) the research is based on a collection of articles from the 

United Kingdom and Republic of Ireland. The articles focus on the question what work-life 

balance means to men and women in Bristol, West London and Dublin. They conclude that it 

is a complex question and problematic to find a meaning and definition to the concept, work-

life balance. Smith et al. (2011, 603) conclude from the articles that there exists a persistent 

inequality between the genders. They state that even though the neo-liberal economy policy, 

which encourages women to engage themselves in paid work and training, the women still 

have the reproductive work in the private sphere as a main task. Further, Smith et al. (2011, 

603) emphasizes the fact as discussed earlier (1.3) in the following quote: 
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“The concept of work-life balance ignores the often blurred and ultimately socially 

constructed nature of what counts as work and what does not and tends to mask the large 

amount of reproductive work performed by women in the private sphere.” 

 

Smith et al. (2011) points out that there are powerful relations originating from governments, 

organizations and individuals that lies behind the conceptualization and promotion of the 

work-life balance. Smith et al. (2011) have focused on what the impacts are on women 

regarding paid work and family in the “new economy”. In the study they conclude that it is 

mostly women that use the WLB practices offered by their employers and therefore it is 

mainly for the women that these practices are made, so that they can both take care of their 

families and work at the same time. Studies show that this fact has put an increasing amount 

of pressure on women and they even suggest that their situation is deteriorated. They mean 

that if the reason for WLB practices were to make a more equal situation between the genders 

it did not succeed. The possibility to work from home has also sometimes made women work 

more hours. The study by Smith et al. (2011) elucidated the problems with increased stress 

etc. that occurred for women. Today, it seems as if the parental leave has recently changed in 

the United Kingdom and nowadays both mothers and fathers can take parental leave with 

their children4. This regulation could in the future change the focus from solely the women 

regarding reproductive work in the UK, and initially work-life balance was not meant to be an 

unequal policy, but instead a positive attempt to engage both women and men in the work-

life. In Sweden and nowadays as mentioned above in the United Kingdom it is possible for 

men to use different WLB practices and at least in Sweden they do, which is verified in this 

study (see below under 5.2) . 

 

The study by Smith et al. (2011) is in practice a study about inequalities regarding 

reproductive work and how WLB practices in one way have deteriorated the situation for 

women. The main issue in the study by Smith et al. (2011) is not WLB practices, but in fact 

the unequal responsibilities regarding reproductive work. In Sweden and probably soon in the 

United Kingdom more men take responsibility in the reproductive work, even though it is not 

equal yet, and supposedly the responsibilities will change when more men take parental leave, 

                                                 

4 https://www.gov.uk/paternity-pay-leave/overview (15 July, 2015) 

https://www.gov.uk/paternity-pay-leave/overview
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both in Sweden and the United Kingdom. Nordenmark (2004, 110-111) found that the 

responsibility which was taken with household work was related to if the person was working 

or unemployed and it appeared that both women and men were flexible. The results showed 

that if the man was unemployed and the woman worked the man took as much responsibility 

as the woman in the housework, but not more though (Ibid, 110-111). If both the man and the 

woman worked, the woman did more housework than the man (Ibid, 110-111). Nordenmark 

(2004, 111) referred to a study made in the 1990’s in Sweden, which means that this could 

have slightly changed over the years. 
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3 Theoretical perspectives 

This study is partly based on previous research and the theoretical perspectives that are used 

have been used before, but not in the same combination. The results from the 

informants’experiences in this study are as well unique. This study thus complements 

previous research and might be a source to future research. In order to analyze this study in a 

fruitful manner both models and theory have been used. The models as well as the theory that 

are used in this study are presented and explained in this chapter and they are the following: 

Career Active System Triad (CAST-model), The pros and cons of alternative work 

arrangements (model) and The role expansion theory. The CAST-model is used in this study 

to explain the similarities, but as well the differences between an organization and an 

individual. It explains the policy process of an organization and their aims. It shows how the 

individual affects the organization and vice versa. The link between the individual and the 

organization and how both are trying to satisfy one another is one of the starting points in this 

study. The model: “The pros and cons of alternative work arrangements” is used as a theory to 

what could be the answers in the study, to be confirmed or not, but as well to find new 

answers. The role expansion theory could either be confirmed or not in this study. In previous 

research it has been both ways, so it is not a completely verified theory. It is an interesting and 

relevant theory in the study of WLB practices. These two models and one theory are used in 

order to develop an understanding by either confirming or rejecting them and towards new 

findings and theories. 

 

3.1 The Career Active System Triad (CAST) 

In order to find answers on the mezzo level, where we find different companies and 

organizations and further the macro level such as national legislation, one can start at the 

micro level with the individuals and this is also the theoretical perspective in career research 

regarding how organizations manage careers through organizational career systems (Baruch, 

2004, 99). Usually, macro-sociological variables in research are used to explain micro-

sociological phenomena, as in for instance Parsons’s (1951) social system framework where 

he uses macro-level variables to explain phenomena in individuals’ actions and lives 

(Gubrium & Holstein, 1997, 195). In this study it will be the other way around through 

interviews and thereby the individual level as a starting point. This phenomenon can be 



20 

 

explained as for instance: Two individuals with the exact same background, such as the same 

university, discipline, grades etc. are employed at different organizations, one in a large 

established company while the other one might start in a small start-up company. Even though 

they share the same background it is very likely that they will face different career paths, 

which can be explained in the fact that different organizations use various career systems that 

in turn conduct different options regarding career possibilities (Baruch 2004, 99). This 

explains not only how different organizational career systems work but mainly the power of 

the organizations and vice versa back to the individuals depending on where they choose to 

work and it is relevant and used in several ways in this study, but especially through the 

interviews of individuals i.e. the informants and through their information further analyze 

possible outcomes at the mezzo level i.e. the companies. This also shows how important the 

business culture5 is and it is affected by the management’s behavior, values and decisions and 

passed on to the individuals and vice versa. 

 

Baruch (2004, 99) makes several parallel metaphors between organizations and the people, 

for example both have an identity and therefore also a personality. Both people and 

organizations are planning their future in accordance with their own goals and wishes. The 

organizations can be described as a collective personality which includes the people who 

work there and especially the leaders of the organization. The difference is that the individual 

career perspective is deduced from the behavioral sciences, while the organizational career 

perspective has the management in focus. This study will use these two parallel aspects as a 

starting point. 

 

To be able to survive and as well develop as an organization it needs to recruit the right 

employees, but it also needs to maintain them. The issue is to develop an organizational career 

management system that attracts and maintains the right employees. The Career Active 

System Triad (CAST) is a model to illustrate career management with the human part of it 

(Ibid, 2004, 100). 

                                                 

5 A corporation’s way of doing and managing different areas such as values, behaviors etc. 
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The three levels that the Career Active System Triad (CAST) is based on are: values, 

approaches and behaviors. The most basic of the three levels is the level of values, which 

includes “the principles, morals and culture” (Ibid, 2004, 100). This level is the foundation of 

the different levels, which the other levels egresses from. The next level concerns 

“transformation – approaches and assumptions” (Ibid, 2004, 100). The third and last level 

concerns “action, behavior and practice” (Ibid, 2004, 100). The organizations turn the values 

into strategy and further policies to realize them, while the individuals turns the values into 

aspirations and then attitudes. The conclusion of this is that people will act towards their 

personal goals through behavior and action and the organizations will use managerial 

methods. This model (see table below) is active, constantly in a moving activity, since it has 

to take into account the organization, the people and the environment. 

 

Table 1. The below mentioned model: The Career Active System Triad (CAST) 

Level Individual Organization 

Values Aspirations Philosophy (strategy) 

Approaches Attitudes Policies 

Behaviors Actions Practices 

From: (Baruch, 2004:101). 

Baruch (2004, 101) explicates the model as the individual three A:s and the organizational 

three P:s. Individuals have different values in which their aspirations will emerge. The 

aspirations that individuals have towards their career concerning life and work can be 

revealed in their aims. To reach their individual goals they need a realistic approach. Their 

aspirations, which are influenced by values from the family and the close community, will 

imprint their general attitudes towards their life career, which includes life, family and work 

in general. Their attitudes will transform into actions and behavior. The actions will contain 

their preparations and participation in activities that relates to their goals, which could be a 

specific education, contacting potential future employers, internships at places they wish to 

work etc. To summarize the model: Their actions are developed from their attitudes, which 

deduces from their aspirations (Baruch, 2004, 102). 
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The analog in this model is between individuals on the micro level to organizations on the 

mezzo level. It illustrates the same phenomenon but at different societal levels. Where the 

individual has aspirations, the term for the organization would be the Philosophy (strategy). 

The organizations’ policies are shown from their attitudes and the practices are their actions. 

Their policies and actions will contribute to the development of the organization in the 

direction of their goals and maintenance. Many of the policies that are included in the goals of 

an organization are issues concerning the employees (Baruch, 2004, 102). 

 

To summarize the importance and relevance of The Career Active System Triad is that it 

illustrates the link between the individuals in their preparation and planning of their careers 

and the organizations in their strategy and management. 

  

The CAST is relevant in this study since the career of individuals include their life career, 

which could mean values and strivings concerning their family life as well as their working 

career. 

 

3.2 The alternative work arrangements 

Different alternative work arrangements enables for the employees to have a good WLB and 

the CAST-model shows how such arrangements will make it possible for employees to realize 

their aspirations and to be able to act accordingly. People who have small children and regard 

family as high priority will naturally be attracted to alternative work arrangements in order to 

achieve a good and well-adjusted WLB. Studies have shown that all employees with families 

are attracted to organizations and positions that offer WLB practices, even if they do not use 

them (Nelson et al., 1990; Scandura & Lankau, 1997 in Beauregard & Henry, 2008, 12).  

 

Gottlieb et al. (1998) has explained alternative work arrangements, which are different WLB 

practices (see the table below). 
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Table 2. Alternative work arrangements 

Alternative work arrangement Definition 

Flexi-time The possibility to start the day a little later in the 

morning and leave a little earlier in the 

afternoon. 

Compressed hours (not applicable here) 

Unregulated working hours 

This is almost the same as what we in Sweden 

usually call “unregulated working hours”. The 

employees distribute their hours (a certain 

amount per week or year) under responsibility. 

They are assumed to work overtime when there 

is need for that and then when the work load 

permits they can take certain hours or a day off. 

Telecommuting Employees work from home full time or certain 

days per week. 

Part-time Employees do not work full time, usually 30 

hours or less in the EU. 

Job-sharing This is when two employees share the hours, 

responsibility and benefits of one full time job. 
From Gottlieb, 1998:12 

 

The following table below is showing what an organization could expect from different 

alternative work arrangements. The table called: “The pros and cons of alternative work 

arrangements” is a copy of the table from B.H. Gottlieb, E.K. Kellowy and E. Barham (1998) 

Flexible Work Arrangements, Chichester, Wiley, p. 12, John Wiley & Sons Limited, 

reproduced with permission. This study will empirically investigate how some of the below 

mentioned work arrangements: Parental leave, flexi time, unregulated working hours and part-

time are being experienced by different employees. To make the table applicable in this study 

job-sharing is exchanged with parental leave and the challenges regarding parental leave are 

inspired by the text by Hakim (2006, 284). 
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Table 3. The pros and cons of alternative work arrangements 

The pros and cons of alternative work arrangements 

Alternative work 

arrangement 

Expected positive impact Challenges 

Flexi-time Enabling the employees to schedule 

their working hours in a way that 

they will not clash with their 

personal activities and 

commitments 

a) The flexibility of certain 

policies is limited 

b) Eventually work is expected to 

take place on employer’s 

premises 

Compressed hours (not 

applicable) 

 

In this study Unregulated 

working hours 

Enabling employees to benefit from 

chunks of time off work when they 

need it 

a) It might be difficult to find 

time for paying back those 

chunks 

b) Such arrangements imply that 

on certain days people will 

work extremely long hours, 

which could lead to fatigue 

and stress 

Telecommuting a) Self-management of time 

and operation 

b) Reducing travel – saving 

time 

 

a) Reduced teamwork 

b) Reduced visibility 

c) Social isolation 

 

Part-time a) Enables people who would 

otherwise have to quit work 

to participate in the 

workforce 

b) Can provide variety if 

combined with another 

part-time job 

a) Part-timers might be regarded 

as “second-class” citizens; 

they may have lower levels of 

compensation and other 

benefits 

b) Part-timers tend to have low 

job security 

Parental leave (up to 18 

months in Sweden) 

 

 

That enables people who would 

otherwise have to quit to participate 

in the workforce. 

According to Hakim (2006, 284) the 

family-friendly policies generally 

reduce gender equality.  

Source: Reprinted from B.H. Gottlieb, E.K. Kelloway and E. Barham (1998) Flexible Work Arrangements, 

Chichester, Wiley, p. 12 John Wiley & Sons Limited, reproduced with permission. 
From Gottlieb et al. 1998:12. 

 

 

3.3 “The role expansion theory” 

The role expansion theory originates from the symbolic interactionism6. There are studies that 

show that multiple social roles are experienced as something positive by many individuals 

(Barnett et al. 1992, Pietromonaco et al. 1986, Sieber, 1974, Thoits, 1983, Verbrugge, 1986 

                                                 

6 According to Herbert Mead (among others) the symbolic interactionism is a perspective where the self is a 

social greatness, where the person develops their identity through interaction with other people in their 

surroundings. This is explained through the interaction process when the little child learns how to separate 

themselves from other people and the surroundings and thereby be able to know themselves (Brante, 2007, 317). 
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through Nordenmark, 2004, 47). This study will be based on “the role expansion theory“ 

(Nordenmark, 2004, 47), which indicates that a strong involvement in both family life and 

work-life is good for the individual from a perspective of well-being. Multiple roles are also 

believed to reduce stress and mental illness and the cause of this is in most cases an increased 

amount of income for the family, more possibilities to feelings of success and experiences in 

common (Barnett & Hyde, 2001 through Nordenmark, 2004, 48). It is explained that if one 

has multiple roles it does not matter as much if you do not succeed in one role, since you have 

other roles left to be successful in. On the other hand the risk is higher that you will not 

succeed in one of the roles, since you will not be able to offer as much time with all the roles 

when you have several of them (Nordenmark, 2004, 49). It is also explained that with shared 

family responsibility both parents are able to work. When both parents work they will also 

develop control over their life situation and it is a fact that good economy corresponds with 

the feelings of well-being. Furthermore, the more social contexts a person is involved in, the 

higher are the chances to receive different kind of social contacts and social support is central 

when it comes to prevent illness. The daily lives of couples will also become more alike if 

both of them have multiple roles, which facilitate the communication with equal every day 

experiences, which in turn has the potential to generate a strong relationship (Nordenmark, 

2004, 49). 

 

The different models and the theory presented in this chapter are relevant in this study. The 

table: “The pros and cons of alternative work arrangements” will be lined up with the model’s 

expected results in comparison to the results of this study to investigate if the results from this 

study can confirm the theory. The parental leave will be added to the original model, since it 

is relevant in this study of work-life balance practices. The expected results regarding parental 

leave will be taken from especially the role expansion theory. 
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4 Method 

This is a study based on empirical research through eight in depth semi structured interviews 

with employees at different Swedish companies and organizations, with an exception for one 

informant that works for an American employer. It is also based on previous research 

concerning WLB. This research is aiming to investigate about the experiences of the 

employees using WLB practices and as a part of this research implicit information about the 

employers such as possible advantages and disadvantages for the employers that offer WLB 

practices and fruitful information on how these practices are working in reality according to 

the informants who are employees. 

 

This study has a focus on private life with family and work-life and how the employees 

experience the WLB practices that their employers offer. Therefore, it was natural to 

interview parents to children under 18. Mainly, because parents have a legal responsibility to 

take care of their children and that does take a lot of time which includes everything such as 

pick them up from preschool, cook for them, take them to their after school activities etc. 

Among the eight informants are three men and five are women. Six of the informants live in 

Sweden and two live abroad whereof one in Belgium and one in the USA. The informant 

living in Belgium works at a Swedish authority, which is under Swedish law and in this case 

considered as living in Sweden. The informant living in the USA works with an American 

employer. The reason why the study uses one informant working for an American employer is 

because the conditions in her example were not very far from Swedish WLB practices, which 

means that she can contribute with her experiences to the study just as everyone else working 

for Swedish organizations and her American employer will not represent all employers in the 

USA, since this study is qualitative and the possibility of generalizing in that specific manner 

is not adequate. That is because qualitative studies are based on a limited amount of people 

answering the questions, if compared to a quantitative study where a huge amount of people 

are involved and therefore qualitative studies cannot generalize to other people and societies 

in the same way as quantitative studies do. The qualitative study will only generalize and 

confirm the theories that are being used, but as well discover new findings from the 

interviews. 
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The informants are five women and three men in the ages between 39 and 48 years old. They 

are all officials and working parents to children under the age of 18.  

 

4.1 Selection of method 

The choice of method in this study is the qualitative method with semi structured in depth 

interviews that were estimated to take 30 minutes and some of them did, but some of them 

took longer time, up to 45 minutes (Widerberg, 2002, 16). During one week all the interviews 

were made and six of them were made in person and two of them over the telephone. The 

reason that any kind of observation (May, 2001, 189) is not included in the method is solely 

because the interviews are both recorded and typed down on the computer at the same time 

and while frenetically typing on the computer it is difficult to make parallel observations of 

the reactions and the informants faces. Otherwise, observation combined with interviews 

could definitely give a fuller picture of the informant’s mood and feelings. It is more 

important though to ensure that no spoken out information was missed and since the 

interviews were mostly made in person it was impossible to not make any observation. Thus, 

direct observations was made in one way, but they were not written down. The parallel 

process by typing notes and recording the interviews was made out of security reasons if the 

recorder would have failed to record anything. 

 

4.2 The qualitative method 

The qualitative method is used in this study because it is the most suitable for the subject. The 

qualitative method in this study is in-depth interviews that are based on five open questions, 

which allow the informants to describe their experiences regarding the questions in a free 

manner. With this method, the interviewer may ask relevant follow-up questions, which is not 

possible to do in the same way with quantitative methods that use forms containing 

standardized questions and present the results in statistical data (Backman, 2014, 33). The 

research concerns how the informants experience their WLB practices, without the prejudice 

of the interviewer. The interview questions are designed to ensure that the research questions 

are being answered. 
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4.2.1 The interviews 

The interviews are semi structured (May, 2001, 150), which means that the interviewer asks 

five open questions, which allows the informants to speak freely. The difficulties with using 

such a method are that the researcher receives a lot of information to handle, which makes it 

more difficult to sort out the most relevant information. The advantage with this method is 

that the informants are able to speak a lot and the interviewer are able to deepen the answers 

and ask follow-up questions which are in relation to that specific informant’s story. This 

method is in between the method of structured interviews and unstructured interviews since 

the semi structured interview is based on certain questions but creates more of a dialogue 

between the interviewer and the informant. The dialogue that naturally occurs in the semi 

structured interview is the difference from the structured interview that has standardized 

questions that would put the informant’s answers immediately in a special field or the 

unstructured interview when the informants are speaking openly about a certain subject 

without prepared questions from an interview guide (Ibid, 151-152). Furthermore, structured 

interviews are based on a form that all the participants are to fill in and later on in the 

interview they discuss them and that would not have been a suitable method in this study, 

since the follow-up questions with the dialogue are important tools to develop an 

understanding for the informant’s experiences (Ibid, 149). The unstructured interviews or 

focused interviews (see below under 4.5.1) would not have been suitable in this study because 

it needed some structure with an interview guide, especially because the WLB practices are 

such a large subject and there was a need to focus on some questions more than others, even 

though everything was interesting if the time had allowed. Focused interviews are even more 

flexible than unstructured interviews and the aim is to focus on meanings (Ibid, 152).  

 

4.3 Selection of the informants, reliability and ethics 

The informants have been strategically selected in accordance with certain criteria and 

delimitations (see above under 1.4 delimitations in the introduction) (May, 2001, 121). In 

order to access the research field friends and acquaintances were contacted in person and 

through Facebook. They were asked if they had contacts that were in accordance with the 

criteria for the selection. It was a quick method and all the informants were contacted within 

24 hours. The method is called the snowball selection (May, 2001, 122). It was practical and 
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in this type of study there is no harm in that kind of selection, except that one should avoid 

direct close friends and family of course. There were both family and close friends that 

showed their interest, but they were denied because then the results could have been affecting 

the reliability. Since this study is qualitative the reliability will not be equivalent to the 

meaning of reliability in a quantitative study (Ejvegård, 2007, 70-71). The reliability in this 

study might instead be verified if the methodology and the analysis are considered to be 

understandable, interesting and reliable. In order to ensure the reliability in this study, a 

detailed description concerning how the qualitative data was collected and processed is 

provided in this chapter. Therefore, in this qualitative study it is important to elucidate 

transparency, such as if there was any problem in the research process, that it is mentioned, 

discussed and explained how it has been handled. The snowball selection was not only quick 

but easy as well and relevant, since it is a qualitative study that cannot be generalized from the 

informants to the society in general, but rather confirm the existing theories and as well 

aiming to discover new findings and theories in this study regarding the informants 

themselves (Widerberg, 2002,188). 

 

The informants are anonymous and their names in the table below are fictitious. Before the 

interviews the informants were informed about the aim of the study and how it was planned to 

progress. They were informed about their confidentiality and which parts that could be public 

access of the material and the purpose was to achieve and ensure an informed approval from 

the informants (Kvale & Brinkmann, 2014, 107) 

 

Summary of the informants 

 

1. Matilda Woman 39 years old 

2. Erika Woman 45 years old 

3. Sara Woman 37 years old 

4. Karolina Woman 42 years old 

5. Claudia Woman 43 years old 

6. Fredrik Man 44 years old 

7. Mattias Man 41 years old 

8. Johan Man 48 years old 
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Facts about the informants Number of informants 

  

Sex  

Man 3 

Woman 5 

  

Age group  

31-40 2 

41-50 6 

  

Civil status  

Married 6 

Single 2 

  

Number of children  

1 1 

2 6 

3 1 

  

Highest education  

University degree 6 

Post-secondary education 1 

High school 1 

  

 

4.4 Presentation of WLB-practices 

In the two following tables the WLB-practices that the employers offer and those that are 

being used by the informant are presented. The two tables are in fact presenting the same 

information, only in different ways, in order to clearly illustrate which WLB-practices there 

are in this study and which informant that has access to them. In the first table it is the WLB-

practice that is presented in the first column and then it shows which informant that has access 

to it. In the second table the first column shows the informant and then in the following 

columns which WLB-practices he or she has and uses. 

 

What WLB-practices are the employer offering and what has the informant used? 

 

Work-life balance practices Informant are being offered 

the following WLB-practices 

by their employer 

Informant has used the 

following WLB-practices 

Flexi-time Matilda, Erika, Sara, Fredrik, 

Mattias, Johan 

Matilda, Erika, Sara, Fredrik, 

Mattias, Johan 

Unregulated working hours Karolina, Claudia, Fredrik, 

Mattias 

Karolina, Claudia, Fredrik, 

Mattias 

Telecommuting Sara, Claudia, Mattias Sara, Claudia 
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What WLB-practices are the employer offering and what has the informant used? 

 

Work-life balance practices Informant are being offered 

the following WLB-practices 

by their employer 

Informant has used the 

following WLB-practices 

Part-time Everyone, since it is in 

accordance with Swedish 

legislation, Sara (who has an 

American employer) had to 

negotiate to get it 

Erika, Sara, Matilda,  

Parental leave (up to 18 months 

in Sweden) 

Everyone, since it is in 

accordance with Swedish 

legislation, Sara (who has an 

American employer) had to 

negotiate to get it for almost a 

year, but according to American 

legislation she would have the 

right to 12 weeks unpaid with 

her baby. Men have no rights, 

except at Sara’s workplace 

where they could take 4 weeks 

when they have worked at least 

a year. 

Everyone 

Bring kids to workplace Claudia, Karolina, Mattias Claudia, Karolina 

Daycare center sponsored by the 

workplace 

Karolina Karolina 

Taking care of sick children 

(VAB) 

Everyone, (except Sara, who has 

an American employer) since it 

is in accordance with Swedish 

legislation 

Everyone, except Sara, who 

has to say that she will work 

from home when her 

children are sick 

Subsidized household services 

such as cleaning, shopping bags 

home, babysitting, etc. 

Karolina, Erika  

Babysitting (if the employee has 

to work late) 

Sara  

Subsidized workout and fitness 

center, both in terms of health 

care allowance and workout 

sessions. 

Karolina, Erika, Fredrik  
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What WLB-practices are the employer offering and what has the informant used? 

 

Work-life balance practices Informant are being offered 

the following WLB-practices 

by their employer 

Informant has used the 

following WLB-practices 

Conversational therapy either 

privately (through our health 

insurance) or if it is regarding 

stress, for example, to be able to 

manage work and personal life, 

and then HC book an 

appointment (3-5 sessions), the 

therapist is a person that is 

familiar with the company and 

do not need to take time to 

understand the company 

climate, which is appreciated by 

the employees. The 

conversations are of course also 

confidential. 

Karolina  

Mothers’ room which is a room 

without windows where mothers 

can go and pump breast milk or 

breast-feed 

Sara Sara 

 

 

What WLB-practices are the employer offering and what has the informant used? 

Informant Informant are being offered the following 

WLB-practices by their employer 

Informant has used the 

following WLB-practices 

1 Matilda Flexi-time, part-time, parental leave, taking 

care of sick children at home 

Flexi-time, part-time, parental 

leave, taking care of sick 

children at home 

2 Erika Flexi-time, parental leave, taking care of sick 

children at home, life style surveys, health 

surveys, subsidized household services such 

as cleaning, shopping bags home, 

babysitting, etc. workout and fitness center, 

both in terms of health care allowance and 

workout sessions. 

Flexi-time, part-time, parental 

leave, taking care of sick 

children at home 

3 Sara Flexi-time, telecommuting, part-time, 

parental leave 

Flexi-time, telecommuting, 

part-time, parental leave 

4 Karolina Unregulated working hours, part-time, 

parental leave, taking care of sick children at 

home, bring kids to workplace, daycare 

center sponsored by the workplace, 

subsidized household services such as 

cleaning, shopping bags home, babysitting, 

etc. workout and fitness center, both in terms 

of health care allowance and workout 

sessions. Parking, conversational therapy 

either privately (through our health 

insurance) or if it is regarding stress, for 

Unregulated working hours, 

part-time, parental leave, bring 

kids to workplace, preschool 

sponsored by the work place, 

taking care of sick children at 

home 
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What WLB-practices are the employer offering and what has the informant used? 

Informant Informant are being offered the following 

WLB-practices by their employer 

Informant has used the 

following WLB-practices 

example, to be able to manage work and 

personal life, and then HC book an 

appointment (3-5 sessions), the therapist is a 

person that is familiar with the company and 

do not need to take time to understand the 

company climate, which is appreciated by 

the employees. The conversations are of 

course confidential. 

5 Claudia Unregulated working hours, telecommuting, 

part-time, parental leave, bring kids to 

workplace, taking care of sick children at 

home 

Unregulated working hours, 

telecommuting, part-time, 

parental leave, bring kids to  

workplace, taking care of sick 

children at home 

6 Fredrik Unregulated working hours (flexibility 

where and when to perform work as long as 

the requirements of the organization are 

fulfilled), compensation in time after peak 

times (heavy work load), flexi-time, part-

time, parental leave, taking care of sick 

children at home, subsidized workout and 

fitness center, both in terms of health care 

allowance and workout sessions. 

Unregulated working hours, 

flexi-time, parental leave, 

taking care of sick children at 

home 

7 Mattias Unregulated working hours, flexi-time, part-

time, parental leave, taking care of sick 

children at home, telecommuting, bring kids 

to workplace 

Unregulated working hours, 

flexi-time, parental leave, 

taking care of sick children at 

home 

8 Johan Flexi-time, part-time, parental leave, taking 

care of sick children at home 

Flexi-time, parental leave, 

taking care of sick children at 

home 

 

The following table shows who and what department that decides and issues WLB-practices 

at the informants’ workplaces. It is evident that not all workplaces have someone specific that 

works with these issues or they do not really inform their employees about it. 

 

Informant Who has issued the WLB-practices at your workplace? 

1.Matilda There is no special WLB practices except from those in accordance with 

Swedish legislation at Matilda’s workplace, therefore there is no special 

person that issues them. 

2. Erika Human resources (HR) 

3. Sara (who has an 

American employer) 

The official rules are issued by the HR and the unofficial rules are up to 

the nearest heads. Different employees have different benefits, some 

have gym memberships, parking and flexible working hours, while some 

do not have those benefits. 

4. Karolina Human Capital (HC) in conjunction with Chief Operating Officer 

(COO), WLB-practices regarding working hours with the immediate 

supervisor. 
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Informant Who has issued the WLB-practices at your workplace? 

5. Claudia  HR on behalf of the managing director. 

6. Fredrik The agency head after consultation with the staff. 

7. Mattias The managing director in consultation with other owners as well as the 

finance manager and office coordinator with staff issues as part of their 

remit. There is no specific written WLB-policy, except regarding 

working hours which is written in our staff manual. 

8. Johan HR together with their immediate supervisor. 

 

4.5 Procedure 

4.5.1 The interviews 

The first step in the process was the selection of the informants and then contacting them to 

schedule a day and time for the interviews. Six of the interviews were made in person and two 

of the interviews were made over the telephone. The interviews were definitely easier to 

perform in person than over the telephone and that is mainly because you do not hear 

everything perfectly over the phone, especially if the line is bad and since you cannot see 

them you cannot observe and read their lips or reactions. It was not possible to record the 

interviews over the telephone and to take notes while talking in the phone was more difficult 

than the interviews that were made in person. Overall it is more stressful for the interviewer to 

do the interview over the telephone. The interviews that were done over the telephone were 

made in that way to make the interview possible for the informant. The six interviews that 

were made in person were made in a place of the informant’s choice. Four informants chose a 

public space at their workplace where we could sit undisturbed, two informants chose a café. 

It was preferable to sit undisturbed which was the case in most of the interviews. One of the 

cafés was quite busy, but that did not bother us too much, except that it once in a while was 

difficult to hear, but it was easy to hear on the recorded tape afterwards. The second café in 

which one interview took place was completely empty, except for us which made it easy, 

since it was calm and not a problem to hear everything without having to ask the informant to 

repeat. The final two interviews were made over the telephone. One informant preferred it 

over the telephone and the other one that was interviewed over the telephone lives in the 

USA, which made it a practical reason. One interview over the telephone had a quite bad line 

and it is possible that some of the data from that interview was lost, even though the main 

issues were captured, which was ensured by making him repeat the answers that were difficult 

to hear at first. The telephone interviews were not recorded, but instead they were directly 

typed down on the computer, which was the reason that the informants had to repeat a lot of 
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things. Anyway, the telephone informants were understanding about the situation and had a 

lot of patience. The interviews that were made in person were both recorded and typed down 

and they were supposed to take half an hour and some of them did, but most of the interviews 

took longer, up to 45 minutes. 

 

4.5.2 The transcription 

Afterwards, the interviews were transcribed and the transcription time differed between the 

interviews which was depending on the total length of them. One interview took around three 

hours to transcribe. Everything was transcribed in a written language i.e. corrected language, 

no pauses or other human sounds, because it was not necessary in this type of study. That can 

be explained since this study did not focus on sensitive information in any way, at least not as 

sensitive that feelings would have been a tool to receive different results. If the interviews 

would have turned out in a different way, the decisions regarding what to include in the 

transcriptions’ might have been different. 

 

4.5.3 The different steps in the process 

The Following steps in the process of the data collection and transcription of all the interviews 

were: 

 

1. Review of all the interviews. 

2. Coding through different themes which varied a little between the informants, but in 

general there were eight themes for each interview. 

3. Analysis of the created themes in relation to the research questions and the aim of the 

research. 

4. Interpretation of the data in accordance with the theoretical perspectives. 

5. The results were presented. 

 

The review process was to initially read through all of the interviews after they had been 

transcribed and then once again thoroughly and then as a parallel process focus on potential 

themes in order to code the material that contains 42 pages. The themes that were found were 
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marked to the right in the margin on the pages with a pen and the text involved were 

surrounded. The codes in general that were found in all the interviews are: flexi time, 

working-hours, part-time, overtime, parental leave, the professional career, the experience of 

what other people do and how they behave, caring of children when they are sick, the 

relationship with the other parent and his/her role, the demand on availability and the 

experience of telework. Some informants had different but interesting information which also 

were coded: the company day care center, bringing the children to work, WLB from the 

perspective of the employer and the experience that no one is indispensable. 

 

4.5.4 The different themes to answer the research questions 

Finally, the themes that are in focus in the study and that would answer the research questions 

were gathered and presented in the results and analysis in the next chapter in different headers 

as follows:  

 

 Experiences of the impact on the professional career 

 Experiences of the parental leave 

 Advantages and disadvantages for the employers that offer parental leave 

 Experiences of flexi-time and unregulated working hours  

 Advantages and disadvantages for the employer that offer flexi-time and unregulated 

working hours 

 Company owned daycare center 

 Advantages and disadvantages for the employers that offer a daycare-center nearby the 

workplace 

 Summary of the results linked to the model “alternative work arrangements” 
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5 Conclusions, analysis and empirics 

The research questions are the starting point in the analysis and they are: What are the 

experiences of WLB practices for the employees? The answers to this question are showed in 

all the below subtitles (5.1, 5.2, 5.3, 5.4, 5.5). What are the advantages and disadvantages for 

the employers that offer WLB practices? The answers to the advantages and disadvantages for 

the employers are summarized below under (5.2.1, 5.3.1, 5.4.1) and as well summarized in 

discussion. 

 

5.1 Experiences of the impact on the professional career 

Whether using a WLB practice such as parental leave have had an impact of the informants 

working-career has been answered differently. Among the informants in this study it seems 

that the informants that used the longest parental leave have experienced that their career 

might have suffered slightly. While the informants that did not use as much parental leave at 

one period in time, did not have those experiences at all. One female informant had two 

parental leaves, whereof one for a year and then after that working part-time for eight months 

when she came back, and then with her second child she had a parental leave for fifteen 

months. She describes her experiences of how this affected her working-career as in the 

following quote: 

 

When I came back from the first time that I had been on parental leave there 

had been several changes in the staff group and when I came back I started 

working part-time. This made my role less self-evident than before. Before, 

everybody knew about my knowledge and they came to me with questions. 

After the parental leave they didn’t come to me for advice anymore. It took 

time, if it ever returned that I had the same role again. Then after I had been 

working part-time for eight months I changed position and then I didn’t 

participate in all the meetings so I missed out on a lot. I felt that I during those 

eight months never became an adequate coworker, because I didn’t get that 

role again and I couldn’t really take it back, since I wasn’t really present. 

(Matilda) 

 

The quote above shows that Matilda was a little bit disappointed when she came back to 

work, since she did not get the same role again. The parental leave had a negative impact in 

her professional career. 
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Sara had an experience that her employer informed her of all possible negative consequences 

that could have happened when she would have returned from parental leave, but eventually it 

did not.. 

 

Before I went on the maternity leave I was told that I would probably not have 

the same customer when I came back and if they would have to augur people I 

was not protected. But when I eventually came back everything was the same. 

(Sara) 

 

Now, Sara has been promoted to partner after 10 years with the same company, so she did not 

feel that her parental leave and part-time work was an obstacle to her career, it even was the 

opposite. Sara is the informant that works for an American organization in the USA. 

 

Claudia had the following experience regarding the impact of the professional career. 

 

None of us, me and my husband have felt that we wanted to reduce the 

working-hours if we didn’t really have to, because otherwise it felt like it 

would be a loss. And then we don’t really think so much about money. I 

experience that it is not always so easy to be a woman and reduce the working 

hours to 75% because one is put on the bench and then I only emanate from 

my own experiences, at least the feeling has been to be put on the bench. 

(Claudia) 

 

Her experience develops into a “collective conscience” (Durkheim, in Andersen & Kaspersen, 

2007, 64) when she explains how her experiences have been regarding to what other people 

say and think, and that she might have made choices concerning part-time work differently if 

she had been free of the “collective conscience” (Ibid, 64) reminding her of what to do. 

Furthermore, she did not use the WLB practice, part-time work due to the risk and the 

apprehension that she would suffer or “being put on the bench” as she expresses it, if she 

would have used that benefit. This is interesting because if the “being put on the bench” could 

be verified true at any workplace it could be discrimination. In Sweden it is the legislation that 

allows parents of young children to work part-time and that could be the answer to why it 

does not always work so well in the organizations when someone needed at full-time work, 

wishes to work part-time all of a sudden. Nevertheless, the organizations have to deal with it, 
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since it is the law. Some people that use the possibility to work part-time because they have to 

make it work with their children, have to deal with the set-back in their professional career. 

This could be a problem since the law regarding part-time work for parents were made to 

make it work for people that would like to both work and have a family, but obviously “the 

being able to still work” and then do it part-time has some downsides. The above explained 

phenomenon shows how the “collective conscience” (Durkheim, in Andersen & Kaspersen, 

2007, 64) within an organization develops into “value rational social action” (Weber in 

Andersen & Kaspersen, 2007, 74-75) when the informant avoids part-time work because of a 

certain value she learned from her employer, which she implements in her own life. This 

could be a barrier for those employees that would want to work part-time.  

 

Fredrik did take an extra-long summer with his children and he has only positive experiences 

from that, both regarding his professional career and his family-life as demonstrated in the 

following quote: 

My longest parental leave was an extra-long summer with the kids, about 3 

months. I could be more with the kids and then I relieved my wife, since she 

worked full time. In a professional aspect I don’t think that this has affected 

my career negatively. I rather think that it has affected me positively to 

balance my professional career with something else. (Fredrik) 

 

It seems that shorter periods of parental leave along with regular vacations are not a problem 

regarding any impact of the professional career for the informants in this study. 

 

Mattias had the following experience: 

 

The first time I was on parental leave I changed jobs. I was actually on my 

way to change jobs before, but since we were expecting a child I didn’t want 

to change before that, but I had decided to stop when I was on parental leave, 

so I brought my son on some job interviews. So, I came to something new 

afterwards and it is lovely that one has the time to reflect over your life and 

that is something that you do in times like that. The second time I was at 

home for such a short while, I didn’t work here, but on another company and I 

had a parental leave for three months, but it was in between and during 

holidays so it wasn’t such a big deal. It didn’t happen that much during that 

time. What I remember is that you aren’t that important as you think you are, 
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meaning that you believe that they will call you and ask a lot of questions 

while I’m absent, but they don’t. (Mattias) 

 

“Ah so they made it without you?” (The interviewer) 

 

Yes, and that is what always happens. You can manage without and that is 

also my experience when key figures quit and then you think that this isn’t 

going to work, but then it works perfect. (Mattias) 

 

Mattias on whether this might have changed his working career in any way: 

 

“No, it wasn’t a big deal. I said that I was going to be home for a certain 

amount of time and that was how it was. There is nothing more to it.” 

(Mattias) 

 

Further, Mattias took three months parental leave during summer vacation and the other 

parental leave he took in between jobs, which shows that he planned his parental leaves 

strategically with regard to his work situation and he too does not seem to have suffered any 

feelings of regression in his professional working career. 

 

It is interesting that he expresses some astonishment and maybe a tiny bit of disappointment 

that he was not being asked questions during his absence. This is showing one of the reasons 

why a lot of people would want to have both work-life and family life. The need to belong to 

an organization and to be a part of a family at the same time is probably the reason that WLB 

practices exist. The organizations are made of several individuals who are exchangeable, 

otherwise the organizations would not be very durable (Ahrne & Papakostas, 2011, 15). The 

actual exchangeability should be an argument for organizations not to be alarmed when 

people need to stay home for some more hours a week or during several months taking care of 

their children. 

 

Johan had the following experience: 
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“I change customers/employers all the time since I am in the staffing business, 

so the fact that I started at a new employer after the parental leave is just like 

it should be.” (Johan) 

 

This informant is a man as well who was in between jobs when he had his parental leave. He 

had formally the same employer during his absence, since his regular employer is a staffing 

company, but he changed the physical workplace. The men in this study seem to have taken 

their parental leave in a pragmatic way to make as little fuss as possible with their employers 

in regard, and maybe indirectly their own professional career. It would not be surprising if this 

is actually more common for men to be able to schedule their parental leave more than 

women, since women naturally stay with their children when they are newborn to breastfeed 

etc. and men take over a little later. The women cannot really choose when the baby will be 

born and therefore not when their parental leave should occur, but the men could actually plan 

a little more when they will take their parental leave, since it is not necessary to do it on an 

exact moment in time because of the age of the baby. The men in this study do not experience 

any negative impact on their career after they have been on parental leave, but some women 

in this study do and the fact that the men are taking their parental leave in a very strategic way 

could be the answer to that, but since this study is qualitative it cannot generalize to the rest of 

the Swedish male population. That is why more research that compare the experiences of 

WLB practices between the different sexes is needed to verify that. 

 

5.2 The experiences of the parental leave  

The experiences from the parental leave differs, but almost everyone in this survey that stayed 

at home with their children for more than 3 months express feelings of boredom at times and 

the wish to go back to work. At the same time, everyone being interviewed also mentions that 

they enjoyed the opportunity to be with their children. 

 

Matilda expresses her experience of the parental leave as below:  

 

It was a huge difference between the first child and the second. With the first 
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child I really enjoyed it and we had it very good at home. It was a completely 

different freedom when I just had one child and I had a lot of friends that were 

having their parental leave at the same time and then we could do a lot of 

things together. On the other hand, with the second child, the time at home 

felt much longer and then I was guided by the fact that the older child went 

part-time in preschool so he too needed the attention and care, so I couldn’t 

spend all my time with the baby that I was able to do the first time. It is a pity 

that I didn’t understand the first time how good it was. The second time I 

wanted to go back to work several months earlier, but then it was impossible 

for my husband to stay at home, since he has a firm of his own, so then I had 

to stay at home the last months against my will and that wasn’t very 

successful. Then, I really was in the mood to go back to work. Then we also 

for the first time lived in the city center with all the possibilities to do other 

things. (Matilda) 

 

The interviewer: “But, if you felt that it was against your will to stay at home, was it 

because you wanted that the child should stay at home for a certain amount of time and 

how old was the child then?” 

 

Yes, we thought that it was early to start daycare when she was only one year 

old and then in the end she had to start there when she was around fifteen 

months. It was because my husband couldn’t stay at home and then I felt that I 

couldn’t stay at home anymore, so then she had to start daycare when she was 

only fifteen months old. But she could be there for very short days because 

my husband took all the pick-ups and drop offs so that I could work full-time 

when I finally could go back to work again. Then he had to reduce his 

working hours a bit, but I don’t think that he used any of the payments for 

parental leave, but since he was running a company of his own he could rule 

very much by himself. (Matilda) 

 

The above quote shows how the mother seems to feel remorse for not being able to stay home 

for 18 months with her daughter, neither she nor her husband were able to do so. The question 

that occurs is why there was a problem, since it is possible to have your child at a daycare 

center from the age of 12 months in Sweden. Matilda and her husband thought it was too 

early but not practically and not if you compare to the rest of the world, where leaving a three 

months old baby at the daycare center is not unusual. Most people would probably stay home 

longer with their baby than three months if they thought it would be possible, but 12 months 

is certainly another age and the “collective conscience” (Durkheim in Andersen & Kaspersen, 

2007, 64) and social norms in Sweden declares that 18 months should be the time to start 

going to daycare centers and it is working, since it is being projected to some individuals. 
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Erika expressed her experience of the parental leave as below: 

 

“Yes, but it is positive to be on parental leave. It was a precondition, at the 

same time I missed the workplace. I missed the emotional.” (Erika) 

 

“The colleagues or?”(The interviewer) 

 

Yes, to be able to walk away and feel like a grown up and not only run around 

with formula wet pants and at the same time I think it’s very comfortable to 

come back to work. Now, I think, since I have it so good when I come back to 

work, then it’s just work that I’m focusing on and when I leave work I really 

close that door, unless it isn’t something like if you are in a very intensive 

period. Then you have to be in control of things, mostly to know about what 

will appear to the next day, so that it won’t be anything hanging in the air and 

that has to be delegated to someone else. (Erika) 

 

“Do I understand it right that you like to prepare yourself a little a day ahead 

if possible or? (The interviewer) 

 

“No, I don’t do that, I let it go. It is more when you know that the schedule is 

tight and that you have a deadline within short. It’s under very short periods 

of time that is like that. But basically parental leave is something positive, but 

then I can’t say that all the days were as fun because I didn’t think that.” 

(Erika) 

 

“I guess they never are, but at the same time you point out that you thought 

that it was nice to come back.” (The interviewer). 

 

Yes, absolutely. It was very nice, so I thought that this mix to be able to be 

both at home and to have some time with the children, even if they are starting 

to get bigger now I still like to come and pick them up relatively early. I pick 

them up around 4 p.m. to be able to have some time with them before they are 

supposed to go to bed or if there are some activity or something else, because 

then I get some quality time with them too. So that is why I feel that right now 

and so far I am not ready to work 100%. Because at the time I want to be with 

them so that it doesn’t only become like I leave them at preschool in the 

morning and then immediately after I have picked them up they need to go to 

bed. (Erika) 
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Erika liked to be on parental leave, but mentions that it also sometimes were boring and she 

points out that she longed to go back to work. She mentions that she missed feeling like a 

grown up and not only run around with formula wet pants all days. The above quotes confirm 

the importance for many people to have more than one role in life, which is in accordance 

with “The role expansion theory” (Nordenmark, 2004, 47). Erika missed her work, but when 

she came back to work she worked part-time which seems to have been a perfect WLB 

practice for her. 

 

Sara is living in the USA and she does actually not work with a Swedish company, but she is 

Swedish and I thought that her experiences could be interesting in this study as well, since the 

focus in this study is to investigate the informants’ experiences of WLB practices which she 

as well has been able to use over there. Further, since this study is qualitative it is neither a 

comparative study between countries nor between companies.  

 

Sara has used all possible WLB practices that her employer has offered. She has used the 

“family leave act” and it is in accordance with the American law, which is 12 weeks unpaid 

parental leave without having to lose the job. After she had stayed at home with her first child 

for three months she went to the human resource department and asked if she could stay at 

home with her baby for the rest of the year without payment, which would have been almost a 

year in total. She expressed this as in the following quote: 

 

My dream was to stay at home full-time, but I love my job and I wanted to 

come back. I said that this is really important for me. My boss was female but 

she didn’t have any children and she said that it was ok for me to do so. I have 

been very loyal to my employer because of that and I have been working there 

for 10 and a half years now. (Sara) 

 

Then when she went back after the parental leave she worked four days a week and did for 

three years when she still lived in New York. Then she moved to Chicago and the second 

child was born and her experiences from that is captured in the following quote: 

 

In Chicago I could only take the 12 weeks so our youngest were only 4 

months when we had a nanny and I was still breast feeding. Our nanny came 
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to my work at lunch time every day where there is a mothers’ room, where 

you can pump and breast-feed so I did that while our nanny was at lunch. 

(Sara) 

 

Then when Sara wanted to work four days a week after the parental leave, in the same way as 

she had done with her first child she asked for it as in the quote below: 

 

Then when I wanted to work only four days a week to be with my youngest 

child while she was a baby my boss in Chicago said: ‘No, I don’t believe in 

that. ’My boss has other ideas and values about what she thinks is good and 

right. She explained to me that she didn’t have to be at home with her 

children, so her answer was simply: ‘No, you can’t work only four days a 

week’. But, then I asked ok, well could I work from home one day a week? 

Then she answered yes. So I worked like that for five years. I had constantly 

bad conscience though. I believe that the day when I worked from home was 

the most stressful one. I thought that they might have been thinking that I 

didn’t do anything. I really felt that I had to prove that I worked from home, 

so sometimes I felt less stressed to go in to my workplace on the day that I 

was supposed to work from home. A year ago my workplace handed out a 

questionnaire regarding their parent friendliness and they got really low 

points. Now, there is a trend in the society in general that the parental leave is 

the right thing to ask for from your employer. Today when women have their 

first child there is a 50 % chance that they will come back to work afterwards 

and after their second child it is still the most common that they never come 

back to work again. (Sara) 

 

This interview was interesting because it showed that the USA obviously has other legislation 

regarding parental leave and part-time work. What is interesting though, is that most of it 

seems to be negotiable and sometimes one is lucky and sometimes one is not. Sara had a 

dream to stay employed, have parental leave and be with her children as much as possible and 

she clearly expressed that for her supervisors. She had different supervisors in New York and 

Chicago and that showed an impact on the decisions that were made regarding her wish to be 

on parental leave and to work part-time afterwards. Today she is still with the company and 

she expressed during the interview how grateful she was with her employer and that she had 

been very loyal to them, since they let her (at least with the first child) have the parental leave 

and be able to return. She has stayed with the company throughout the years and she got 

promoted and became a partner, which improved her overall benefits. She does not think that 

the parental leave or the part-time work has been an obstacle for her career, rather the 

opposite. This phenomenon is also confirmed in the study by Goff, Mount & Jamison, 1990, 

which indicated that WLB practices offered by employers generate more satisfaction, positive 
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attitudes and even increased work performance among the employees. It was only the first 

time when she wanted to have parental leave that they told her that she was not protected if 

the company would have to let people within the company go and that she would not work 

with the same customers etc. She realized when she came back from the parental leave and 

experienced that everything was the same, that the threats were only threats and nothing to 

them. Nonetheless, the threats probably made her uncomfortable at the time. 

 

Karolina expressed the last parental leave as the following quote below: 

 

Our youngest who is two years old, was at home for one and a half year and I 

stayed at home with him, except for some time in the middle of the parental 

leave and still it did not feel as if I was away and missed things from my 

workplace. When I used the parental leave for my youngest child I did it in an 

unusual way. I stayed at home for four months, and then I went back to work 

for four months full time and then I was home again together with my 

husband during the summer and then after that we shared the parental leave 

during half a year when I worked two to three times a week and these days I 

could decide by myself which day I would take and sometimes I could work 

two days at the office and one day from home. I had the best of both worlds. I 

had the grown up life, the working time and the family time. (Karolina) 

 

Karolina seemed very content with the above-mentioned arrangement since it worked very 

well with her family and with her employer too and she did not miss out on anything. 

Karolina expressed her two first parental leaves as the following quote below: 

 

I stayed at home with my first two children for the first seven months each 

and then I went back to work. But then I wanted to stay at home with my child 

when he was a little bit bigger, since I had only been at home the first few 

months before time and then I have missed out on the time when they start to 

walk. So I wanted to experience that period in time and at the same time I like 

to work very much and I easily become bored of just staying at home. My 

husband and I also think that it is important that the father is alone with the 

child sometimes and I don’t think that anyone of the parent is more important 

for the child. I think both of the parents are equally important to the child. My 

opinion can be founded from the fact that my father stayed at home with me, 

even if I was born in the seventies. He stayed at home with me, even if he was 

threatened to be dismissed, so I was very tight with my father. I think this is 

very important. (Karolina) 
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It is obvious that Karolina is touched by her early experience of the importance of the 

presence and involvement of her own father. She takes this experience with her to the 

upbringing of her own children, so that their father can have the same involvement. She also 

realizes that she can be with the child during the latter part of the parental leave with the 

arrangement above. Further, she explains below the importance of her fathers’ involvement. 

 

“How old were you then, when you were at home with your father?” (The 

interviewer) 

 

I was six months old. When my mother went back to work my father took 

over and he stayed at home with me for eight weeks. I believe almost two 

months, but both with a leadership position and as a man, it was very unusual 

at that time. (Karolina) 

 

“Yes, I can imagine. He didn’t get any allowance for his parental leave, 

right?” (The interviewer) 

 

No, I don’t really know, but I don’t think so, since the legal parental leave was 

six months at the time. But, as I already said he was threatened by dismissal 

by his bosses, because they thought that he, since he had a leadership 

responsibility signalized to the other employees that it was ok to do that, but 

he was never dismissed. That was only a threat. The fact that he did this, made 

me develop a strong bond between us, my dad and I. He got a better 

understanding for my mother because he took another responsibility with me. 

I have taken this experience with me and thought that it was very important 

for my children to have the same opportunity to be more with their fathers. 

(Karolina) 

 

Karolina mentions the importance of the empathy that her father developed for her mother 

when he does the same thing i.e. staying at home with their daughter. The fact that the father 

in this case develops more empathy for the situation of the mother can be related to Mead’s 

“the role taking theory” (Andersen & Kaspersen, 2010, 102), which is to be able to put 

oneself in another person’s role. 

 

Claudia explains her experiences of the parental leave below: 

 



48 

 

I didn’t think that the parental leave was super exciting all of the time and I 

think that it has something to do with that I have always wanted to work full 

time. For some part it has been wonderful to have been able to be with the 

children. It has been an unbelievable benefit that we have such wonderful 

generous rules in Sweden regarding the parental leave. All days are not 

thrilling though and sometimes when I was visiting work for a coffee with my 

colleagues together with my first child I longed back to the participation of a 

work team. The work is a big part of an individual’s life, but after the coffee 

event everyone rushed back and I missed to be needed in that special way as 

you are when you are working, but at the same time it felt so nice to just walk 

away from there and feel that I don’t need to care about that right now. So, I 

feel ambivalent about it. With my youngest child I only stayed at home for 

nine months and that was because my company was moving and I was needed 

from the beginning at the new office. I didn’t feel forced to come back so 

early because of the office move, but it was clear that my employer wanted 

me to come back at that time and I was longing to come back, since I didn’t 

think it was as fun to stay at home with my second child. I think, therefore it 

was a win-win situation for me and my company that I came back at that time. 

(Claudia) 

 

In the quote above it is obvious that there is a need for both roles in family and work “the role 

expansion theory” (Nordenmark, 2004, 47), which is explained under (3.3). Claudia is also 

expressing her feelings of boredom, which she has in common with all the other informants 

except for those that took shorter parental leaves such as three months or less. 

 

Fredrik expresses his parental leave in the following quote below: 

 

My experience from taking parental leave is positive, since my employer 

provide us up to 90% of the salary. I took parental leave during three months 

throughout a whole summer when the children was 3 and 7 years old. I could 

be with my children much more and I helped my wife that worked full time. I 

only experienced the parental leave as positive and I don’t think that it has 

affected my professional career in any negative way. Instead the employer 

really tries to elucidate that the balance between work-life and family life is 

important, since it is very much to do here. (Fredrik) 

 

Fredrik only has a positive attitude towards his experience of the parental leave, and he took 

only three months, which in this study are the informants that have the most positive attitudes 

towards their experiences of parental leave. 

 

Mattias expresses his parental leave as the quote below: 
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I was on parental leave for seven months, which was a little longer than with 

the older one. It was because I thought it was pretty boring to be on parental 

leave the first time. It was long days and my ex thought that her time on 

parental leave was too short. We shared exactly equal the first time. Then, 

with the second child my ex took much more parental leave. I had the second 

child only for three months and she had the rest and I regret that, because then 

we had another child already and a routine to pick up and drop off the oldest 

one, which means that the days went by a little faster, so that is why I regret 

not having more parental leave with the second child, but it was my decision. 

(Mattias) 

 

Mattias expresses feelings of boredom with the first child and believes that the days were long 

because nothing happened. That is why he later on regrets that he did not take more parental 

leave with the second child. The difference to stay at home when the second child was a baby 

was that they already had an older child to drop off and pick up at the daycare center and 

therefore Mattias thought that the days were not as slow, since things happened and he met 

other people. 

 

My employer gave me extra pay during the first five months of my parental 

leave and I then received up to 90% of my regular salary and I could even 

receive an equality between sexes bonus. (Johan) 

 

The above quote demonstrates that some employers give the employees extra pay than they 

would receive from the Swedish Social Insurance Agency and this is obviously appreciated by 

the employees.  

 

5.2.1 Possible advantages and disadvantages for employers that offer parental leave 

Parental leave is under the Swedish law and all the Swedish companies and organizations 

need to follow that rule. Nevertheless, it is interesting that it is not just offered to the 

employees, but it is basically mandatory to stay at home with your child for the first year of 

their life, since there are no daycare centers in Sweden that will take a younger child. In this 

sense it is interesting to also verify in this study that the informants that took the longest 

parental leave are the ones that felt bored and longed back to work. The advantages regarding 

parental leave for the Swedish employers are difficult to define and since parental leave is in 

accordance with Swedish legislation the employee might not feel especially thankful to the 
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employer, but thankful to the Swedish society. At the same time the informants revealed their 

feelings of restlessness and boredom. To long back to work and realize the value of having a 

work to return to which could bring energy and extra strength when the employee returns 

from the parental leave. The advantages are as well of course that the company/organization 

can keep their employees even after they have children. The advantages regarding the parental 

leave for the American employer were that the informant felt very grateful and loyal to her 

employer. That is because they allowed her to take almost one year parental leave and after 

some time she even got promoted and became a partner, which indicates that the employer 

was very satisfied with her as well. 

 

One disadvantage for the employers is that they will have to temporarily replace the employee 

while on parental leave. This does not necessarily have to be a disadvantage, since the 

employer might find a new employee in the temporary employee that they would want to hire 

for a longer term. As mentioned above under (5.1) about the importance of exchangeability, 

(Ahrne & Papakostas, 2011, 15) which is confirmed in this study by Mattias’ experiences 

when he did not receive any questions while he was on parental leave, which made him feel 

that they could manage without him i.e. he was exchangeable. 

 

5.3 The Experiences of flexi-time and unregulated working hours 

Karolina has yearly working time. At her workplace they have a certain amount of hours 

every year that they are supposed to work. A certain amount of hours each year are possible to 

save to the next year. During the winter they have to work 40 hours a week and summer time 

it is 35 hours a week so they are supposed to strive to have approximately those hours, but 

they could for example have 50 hours one week and 20 hours the next week as long as the 

plus and minus hours are acceptable in the end. The leadership including the human resources 

monitor that this works and if it is too much difference and especially if there are too many 

plus hours they evaluate if the work load is too heavy or vice versa if the work load is too low, 

so it is monitored and checked at least once a year. Karolina expressed the following 

regarding her flexible and unregulated working hours: 
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I changed companies because of the unregulated working hours and the 

flexibility and because I got divorced and had two small children. I needed to 

be flexible the weeks that I had the children so the reason that I am at the 

workplace where I am now is because of the flexible hours and the possibility 

to control them. (Karolina) 

 

The quote above is confirmed by the conflict theory which has showed that the person who 

experience a work-life conflict were commonly considering changing workplaces and more 

likely to be absent from work to take care of the family (Allvin et al., 2013,107). 

 

Karolina explains how flexible her work is and she does not view it as she is ever working 

overtime as in the quote below: 

 

I never think that I have been forced to work overtime, since it is so free we 

know that if there is something that needs to be done then you do it and then if 

you want to stay in the office or take it home to do it. It is how it suits me. 

(Karolina) 

 

This quote is interesting since it is having a special interpretation of overtime, which implies 

that only if someone tells you to work overtime, then you actually do work overtime. At the 

same time she explicates that if there is something that needs to be done you just do it even if 

you have to work after you have finished the regular working hours. The employee can just 

choose where to do it, at home or at the office. It indicates that working hours does not really 

practically exist, only the working hours regarding where you have to be physically present. 

 

I would like to ask a follow up question regarding the work that you can take 

home, thanks to the help from technical equipment like tablets, smartphones 

etc. and basically the possibility to read emails from home. Do you think that 

you work more now, if you compare to the times before the technical 

equipment had arrived, that is for example do you read emails after office 

hours when you’re  at home? (The interviewer) 

 

Yes, I do, but not as much as when I had just arrived at this company. The 

reason for that is because the company that I came from had even higher 

expectation on our availability outside of the regular working hours. At the 

company where I was before they could even expect me to answer emails in 

the middle of the night and they would even call me after office hours. That is 

not the case at my workplace now. The management is told not to send emails 



52 

 

to employees after 8 p.m. but if it is done anyway, the email-sender can’t 

expect to get a quick answer. It isn’t a written policy, but it is what has been 

announced, so I don’t feel pressure to answer immediately when it happens, 

but on the other hand I’m  used to do it so I guess I’m available from home. 

(Karolina) 

 

“So you check emails outside of the regular working hours?” (The 

interviewer) 

 

Yes, but I have changed so I have a private smartphone too, which makes it 

possible for me to leave my company smartphone at home when it is outside 

office hours. But even if I work from home I have a tendency to work more 

than I would have done if I had stayed at the office, so it’s sometimes a 

negative aspect of the flexible working hours. I’ve always been able to work 

like this, since when I started to work in 2003 it was possible to use the 

company’s server with my laptop. (Karolina) 

 

“You told me that your former employer expected you to answer emails in the 

middle of the night and answer the telephone after office hours, what kind of 

employer was that?” (The interviewer) 

 

It was a very high profile law firm that worked a lot with transactions to the 

USA so they worked against the time zones, meaning that if they needed help 

with a question when they were in discussions with the other countries and if I 

chose to have access to the company with for example a blackberry phone, 

then I was expected to be available at all times, so that was a choice I made. I 

believe that back then, there was a lot of people that didn’t really understand 

the consequences. Because, then it was so cool to have the new technology 

and one did not see the potential risks with it. (Karolina) 

 

It is interesting that in this case and probably in many other cases it was the interest and 

excitement over the new technology that made people work more. They did receive a 

smartphone, but under the condition that they were available at all times and if some people 

are ready to do that, no one wants to be the person that is not available. This phenomenon 

generates a pressure to everybody at the same workplace. 

 

Claudia states the below regarding working hours: 

 

When someone reduces the working hours to part-time people are talking 

behind their back and not in a good way. But when you are pregnant and are 
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taking the parental leave to have your baby I didn’t experience any bad vibes. 

It’s so natural. (Claudia) 

 

According to Claudia’s quote above reducing hours would lead to behaviors that reminds of 

bullying. The talking behind backs develops into a “collective conscience” (Durkheim, 

Andersen & Kaspersen, 2007, 64) within the company or organization, which naturally will 

change the behavior of the employees. Claudia did not choose to work part-time there and it is 

likely that she was not the only one at that workplace that chose to work full time because of 

the “collective conscience” (Ibid, 2007, 64) or if that was impossible for the employee’s WLB 

he or she might have changed workplaces, which was the case for Carolina when she left the 

law firm she worked on at the time. This illustrates that there is always a way for companies 

or organizations that do not respect or agree with the regulation regarding the right to part-

time work in order to make the employees understand their implicit “collective conscience” 

(Ibid, 2007, 64). 

 

Fredrik explains how working too many hours would lead to warnings from the leadership as 

in the quote below:  

 

One boss told me that I worked too much at an occasion, but then I felt that it 

was really alarming, since I was stressed out by a comment like that. This has 

led to that I’m much more careful and nowadays I rarely send late emails, 

even if I finish them late, but then I don’t send them until appropriate time in 

the morning. The employer tries to think about this so that it shouldn’t only be 

work, but that one has to rest and relax in between. The challenge is that the 

work load is still high which entails a lot of pressure and furthermore that 

issues are not being taken off the priority list. There is actually a priority list, 

so that we can prioritize the most important issues. It is supposed to limit our 

work load so that it doesn’t always have to be an excessive and unnecessary 

amount of work. (Fredrik) 

 

“Do you think that the priority list helps you out?” (The interviewer) 

 

“Yes, I see them as a helping starting point and as a guide for the colleagues 

in Stockholm showing how we prioritize the issues. I am writing shorter 

reports about the less prioritized issues.” (Fredrik) 
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The above quotes made by Fredrik are showing how the employer sometimes deal with the 

situation when employees work too much. They know that the employees must work overtime 

sometimes and in some periods they need to work overtime often. It is an example of how the 

employer can be active and implement WLB in the organization, but it does not always work 

as seen in this case. The problem could be either that the employee are being too ambitious or 

ineffective or that the work load still is too high and not corresponding to the regular working 

hours. The employer should be informed about that and it is positive that the employer are 

trying to implement and monitor this, which is probably not always the case. 

 

Mattias is a separated father with two children. He is also the operations manager at his work. 

He explains how they plan working hours at his work in the quote below: 

 

We have flexible working hours and I think that is the key to the life puzzle. 

We have something that we call yearly working hours which means that we 

work 1650 hours per year, which we can distribute how we want. Last week, 

for example I worked fourteen hours one day, nine hours the following day 

and when I pick up the children I might only work for six hours and the last 

day that week I went away so I finished at one o’clock. This means that I 

worked for fourteen hours one day, nine hours and four hours the other day 

and having this flexible schedule is the key to make it work for me. (Mattias) 

 

“So, do you look at your work emails after working hours or do you let go of 

work totally after office hours?” (The interviewer) 

 

Yes, that’s a problem I have. But it’s not an employer’s question, but it’s my 

own dilemma that I, which could be both good or bad, first thing in the 

morning look at my smartphone to see if I’ve got any emails or messages on 

the phone and then I probably check two or three times before I arrive at 

work. I check emails pretty much before I’m at work and likewise in the 

evening and then in the afternoon. That’s something I try to reduce and I 

should try to separate the work and private life a little better. (Mattias) 

 

“Do you feel that you should do that?” (The interviewer) 

 

Yes, absolutely, I should do that. Anyway I do other things, so I still feel that 

it’s not that bad since I make it up through my participation in my children’s 

activities. I’m a trainer for one of my boy’s soccer team and for the other one 

I’m the trainer of the handball team and then of course I don’t constantly 

check my emails. But on the other hand I’m rather available on the telephone 
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and through emails than if I had to go the office to read my emails at a time 

that would be outside of office hours. (Mattias) 

 

“Is it like this for all the employees?” (The interviewer) 

 

Yes, all the employees know that we have a lot to do from the month of 

March to June and then everyone is expected to work overtime during these 

months and then most of us take both six and seven weeks’ vacation in the 

summer plus that we in the fall can take a little bit more time off and use the 

time to attend for example supplementary courses etc. (Mattias) 

 

Johan explains how he is very content with his employer’s way of handling the fact that he 

has to “Vabba” (to be home with a sick child in Sweden which is being financed by Swedish 

Social Insurance Agency) quite often. 

 

I think that it has worked very well to be absent from work to take care of my 

child. This has been especially important to us since our son has a 

communication disorder and that he should be able to make it as good as 

possible in the future. It’s a half day a week that it takes to do this for my 

child and sometimes it’s the flu, but on a regular basis that has been already 

said is that we take one half-day every week for our child to meet different 

people in the care for him and sometimes both parents are needed. I never 

have to specify the time that I’m away. It have worked very well with my 

employer. Everyone already know that I have to go away with my child once 

a week. The employer that I have right now is very understanding, but it could 

have been worse with another employer. (Johan) 

 

Overtime does not seem to be a problem for Johan, even though he has noticed that other 

people at his workplace have problems with that as quoted below. 

 

“Is it a lot of overtime at your workplace?” (The interviewer) 

 

“Yes, that depends. From my part I’ve been blessed from a lot of overtime. It 

has been other people at my workplace that have worked overtime and many 

have been signed off because of stress.” (Johan) 

 

Johan mentions that he has not worked overtime a lot, but have colleagues that have 

and there are those that have been signed off because of stress. This is a common 
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problem connected to a lot of work and overtime work. The problem shows how 

important WLB really is in order to avoid a conflict between the two spheres 

“conflict theory” (Allvin et al. 107). When there is a conflict the employee is likely 

to feel stress and then at a higher risk of developing health problems and if the 

employee is signed off the situation is “lose-lose” for both the employee and the 

employer. 

 

5.3.1 Possible advantages and disadvantages for employers that offer flexi-time and 

unregulated working hours 

The advantages for the employers to have employees that work flexi-time and 

unregulated working hours are many as shown above in the interviews such as: 

The employees’ working day might not end at 5 p.m. every day and that should bring 

effectivity and accomplishment to the employees. Unregulated working hours and 

flexible working hours are especially needed for parents. Any parent knows that 

there is opening hours at the daycare center to follow and that sometimes you need to 

come to school for different events etc. and then it is perfect to take some hours off 

and then you can return to work a little later in the afternoon. This is verified by 

Mattias who expresses the unregulated working hours as the key to make everything 

work for him. Karolina even changed jobs to one that offer unregulated working 

hours, since she was recently divorced she needed to leave earlier in the day, when 

she had the children alone. There is an obvious win-win situation since both the 

employer and the employee could truly gain to offer this. 

 

The disadvantages for the employer who offer unregulated working hours are that a 

lot of the time the employees work too much and as mentioned above it usually 

generates stress and quite often nowadays it makes people sick. The employers might 

benefit too closely monitor that the employees do not work too much, which we also 

have seen in this study in Fredrik’s interview where he mentions that his boss once 

told him to not send emails so late in the night. The problem in his specific case was 

that he still continued to write the emails late, but he sends them only during office 

hours. Even if that does not help Fredrik it might help others to not feel stressed 

while receiving emails after office hours and it might change the collective 
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conscience. Nevertheless, people like Fredrik could benefit from a discussion with 

his employer about work load. 

 

There has not been revealed many disadvantages for the employers regarding flexi-

time, but there are some administration that needs to be done, which is verified by 

Matilda who mentions that her employer checks the flexi-time every quarter. Flexi-

time is usually regarding a certain amount of time in the morning and in the 

afternoon, which makes it possible for the employees to arrive a little later to work in 

the morning and leave earlier in the afternoon in order to have more time to drop off 

and pick up children. This is a benefit that everyone could appreciate not only if you 

have children and it seems to be an appreciated WLB practice. 

 

5.4 Experiences of a company owned daycare-center  

This study have focused on the most common WLB practices, but since the questions in the 

interview guide were semi structured and open, the answers from the informants also 

displayed further benefits which are meant to facilitate for the employees to be able to achieve 

WLB. One of the informants mentioned that she had the opportunity to have her child at the 

daycare center which is owned by her employer for the benefits of their employees. 

  

“Another thing that my workplace are helping out with is that we have a 

daycare-center that’s owned by the company, which I’ve used for my 

youngest child, the two-year old.” (Karolina) 

 

“Yeah, how does it work? (The interviewer) 

 

It’s a parent cooperative, but it’s owned and sponsored by the company in 

order to give priority to the employees. It has opening-hours in accordance 

with our office hours. It is situated just across the street, so that I won’t need a 

lot of travel time to be able to drop off and pick up my children. When I pick 

up I leave work five minutes before time and the same thing when I drop off. I 

don’t have to drop off extra early to later on be able to rush in to work, but 

this makes it possible for me to not have to lower my working hours if I don’t 

have to. Then it’s also very good that you have colleagues with children so if 

you get stuck with something a colleague could pick my child up so that I 

have time to finish my work. That daycare center is incredibly cherished. 

(Karolina) 
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“When are the opening hours for this daycare-center?” (The interviewer) 

 

Its’ opening hours follows our schedule. They don’t have as generous opening 

hours as other daycare centers, but that is not needed. They open at 7.30 a.m. 

and then they close at 5.15 p.m. during winter time and 5 p.m. when we have 

summer time. The office hours are 8 a.m.- 5 p.m. during the winter and 8 

a.m.- 4 p.m. during the summer, so we always have time to pick up the 

children, since it takes only five minutes. (Karolina) 

 

This is a WLB that apparently is appreciated and the employees’ positive attitudes are also 

verified above in a study by Goff, Mount & Jamison (1990) in which the employees that used 

the company owned daycare-center experienced fewer work-life conflicts than employees 

who did not use that kind of WLB practice. The company owned daycare center is not just 

suggestions for the employees on how to best be able to achieve WLB, but as well the 

employer’s active approach to facilitate WLB for the employees. This could be a company 

using the CAST-model (Ibid, 2004, 100) explained under (3.1), since they really strategically 

plan, then they develop policies and practices and after that they act and I would translate the 

daycare center as an activity in this case. 

 

5.4.1 Possible advantages and disadvantages for employers that offer a daycare-center 

nearby the workplace 

The advantages for the employer that offer a daycare-center nearby the workplace is of course 

that they make life easier for their employees, who do not have to take so much time in the 

day to drop off and pick up children from their day-care centers. That entails that the 

employees can use more time at work, which of course is beneficial for the employer. One 

very important advantage is that it is very appreciated by the employees which would be a 

good way to attract employees and to retain them. 

 

The disadvantages for the employer that offer a daycare-center nearby the workplace might be 

the administration needed and possible costs, but to answer that it would be more appropriate 

to ask the employers directly. The informant that mentioned that her company had a 

company-owned daycare-center did not mention any negative aspects. 
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5.5 Summary of the results linked to the model “pros and cons of alternative 

work arrangements” 

The summary of the results regarding the informants’ experiences in this study is presented 

below in the column to the right in the model of B.H. Gottlieb, E.K. Kelloway and E. Barham 

(1998) of “pros and cons of alternative work arrangements”. To make the table applicable in 

this study, job-sharing is exchanged with parental leave and the challenges regarding parental 

leave are inspired by the text by Hakim (2006, 284). 

 

Table 4. The pros and cons of alternative work arrangements 

The pros and cons of alternative work arrangements  

Alternative work 

arrangement 

Expected positive 

impact 

Challenges The results from this study 

Flexi-time Enabling the 

employee to schedule 

their working hours 

in a way that they 

will not clash with 

their personal 

activities and 

commitments 

a) The flexibility 

of certain 

policies is 

limited 

b) Eventually 

work is 

expected to 

take place on 

employer’s 

premises 

The positive impact is as expected 

that it is enabling the employees to 

schedule their working hours in a 

way that suits them. Matilda, Erika, 

Sara, Karolina, Claudia, Fredrik, 

Mattias and Johan.  

 

The challenges are being confirmed 

in accordance with b). Matilda, Sara, 

Karolina, Claudia, Fredrik and 

Mattias. 

Compressed 

hours (not 

applicable) 

 

In this study: 

Unregulated 

working hours 

Enabling employees 

to benefit from 

chunks of time off 

work when they need 

it 

a) It might be 

difficult to find 

time for paying 

back those 

chunks 

b) Such 

arrangements 

imply that on 

certain days 

people will 

work 

extremely long 

hours, which 

could lead to 

fatigue and 

stress 

 

The positive impact is as expected 

for those who work with unregulated 

working hours. Karolina, Claudia, 

Fredrik, Mattias and Johan. 

 

The challenges are in accordance 

with b), but the informants did not 

mention the stress problems. 

Karolina, Claudia, Fredrik and 

Mattias. 

 

 

Telecommuting 

 

Not applicable in 

this study 

a) Self-

management 

of time and 

operation 

a) Reduced 

teamwork 

b) Reduced 

visibility 

In this study there were only two 

informants that had used 

telecommuting and it was not as 

many hours that it would make it 
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The pros and cons of alternative work arrangements  

Alternative work 

arrangement 

Expected positive 

impact 

Challenges The results from this study 

b) Reducing 

travel – 

saving time 

c) Social isolation  applicable here, but the two 

informants were very content with 

what they had and did not see the 

challenges mentioned here. Sara and 

Karolina. 

Part-time a) Enables 

people who 

would 

otherwise 

have to quit 

work to 

participate in 

the 

workforce 

b) Can provide 

variety if 

combined 

with another 

part-time job 

a) Part-timers 

might be 

regarded as 

“second-class” 

citizens; they 

may have 

lower levels of 

compensation 

and other 

benefits 

b) Part-timers 

tend to have 

low job 

security 

The positive impact are in 

accordance with a). Matilda, Erika, 

Sara, Karolina. B was not applicable 

in this study. 

The challenges are in accordance 

with a). Matilda, Sara, Claudia. But 

Erika and Karolina did not mention 

anything like this.  

 

The low job security in accordance 

with b) was mentioned by Sara and it 

might not be relevant here since she 

lives in another country than 

Sweden. 

 

Parental leave (up 

to 18 months in 

Sweden) 

 

 

That enables people 

who would otherwise 

have to quit to 

participate in the 

workforce. 

According to Hakim 

(2006, 284) the family-

friendly policies 

generally reduce 

gender equality.  

The results from this study can 

confirm that parental leave enables 

people to keep their job and have a 

child, since everyone in this study 

were able to take their parental leave 

and come back to their workplace.  

 

The results in this study showed that 

in some cases Hakim could be right. 

For example the informants in this 

study who took the longest parental 

leave were the women, which did not 

necessarily make the gender equality 

worse. There was one woman 

“Matilda” that thought things had 

changed to the worse, when she 

came back to work, that could also 

have been because she then started to 

work part-time. Regarding the 

parental leave Hakim’s theory 

cannot be confirmed in this study, 

but it could be different regarding all 

the other family friendly policies. 

Source: Reprinted from B.H. Gottlieb, E.K. Kelloway and E. 

Barham (1998) Flexible Work Arrangements, Chichester, Wiley, p. 

12 John Wiley & Sons Limited, reproduced with permission. 

 

From Gottlieb et al. 1998: 12 
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6 Discussion 

The discussion below provides answers to the two research questions: “What are the 

experiences of WLB practices for the employees? and “What are the advantages and 

disadvantages for the employers that offer WLB practices?”. This study of the informants’ 

experiences of WLB practices that their employers offer shows that they are both positive and 

negative. The employers use WLB policies to attract and maintain employees, so it is 

apparently a phenomenon that is mainly referred to as something positive for the employees. 

The study verifies that and elucidates how the employers as well benefits from the WLB 

practices they offer for their employees, but at the same time also elucidates that there are 

some problems too. The different kinds of WLB practices are experienced differently and 

some of the WLB practices in this study more concretely than others appears to be a win-win 

concept for both the employee and the employer. This is especially apparent for employers 

giving freedom to the employees to work under so called unregulated working hours, meaning 

that the employee can take time off in the middle of the day if necessary for some private 

undertaking, but then in return, they are always expected to work as much and as long hours 

as needed. Nevertheless, the working time often exceeds the regular office hours and could 

therefore in one way work as a win situation for the employer. This verifies the expected 

results regarding flexi-time of “alternative work” by Gottlieb et al. (1998) (Table 4). 

Basically, everyone in this study that have experienced flexible work or unregulated working 

hours are content with them, which makes the employees feel more relieved to be able to cope 

with their private matters at the same time as working full time. Everyone in the study 

expresses that flexible work helps them to be able to arrange and plan their private obligations 

that most of the time concerns their children and family life. 

 

6.1 Parental leave and the role expansion theory 

It is interesting to observe that most of the informants that took a longer parental leave (more 

than three months) with their children expressed feelings of boredom and how much they 

wanted and were longing to go back to work. The reason why some of the informants stayed 

at home with their children for such a long time (more than one year) even if they were bored 

is unclear, but it seems that some of the informants believe that their children would benefit 
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the most in staying at home with their parents as long as possible in accordance with the 

Swedish legislation. This phenomenon is reflected in the experiences of Matilda (5.2) that 

even though she expresses how it was against her will to stay at home at a certain point when 

her child had turned one year old, nevertheless she did it, since she and her husband thought it 

was too early for their one year old child to start daycare. This explains how Matilda felt 

forced to continue to stay at home with their child, but eventually when the child was fifteen 

months she decided to go back to work anyway, even if it would have been possible for her to 

stay at home with the child until the age of eighteen months. This phenomenon shows the 

impact on society that a supporting law has and that the Swedish legislation works as a 

guidance for parents’ decisions regarding when the child should start going to a daycare 

center. In Matilda’s case it might have been just as good for the family if the child had started 

a little earlier than at the age of 15 months at preschool. It is interesting that the possibility to 

stay at home for 18 months in Sweden with some kind of parental pay has developed into a 

collective conscience, such as a socio-cultural norm7 (Hydén 2006, 38) in the minds of people 

in that society, meaning that it would be the best and the normal thing to do for the children to 

let them stay at home for such a long time, even if the parents’ ultimate wish, would rather be 

to go back to work for different reasons. In this way that the Swedish society through the 

legislation enables for parents to stay longer at home with their children naturally not only 

becomes a good opportunity, but also sometimes might become a strain in the minds of the 

parents. The parents sometimes believe in accordance with the Swedish legislation which 

entails the collective conscience regarding the possibility to have a parental leave for 18 

months that it would be the only right thing to do for their children and to do it no matter 

what. 

The importance of having different roles in life becomes clear in this study and the need that 

both women and men often have to be a part of an organization or company and at the same 

period in life to have an active part in the care of their children. It has already been 

scientifically proven that multiple roles in life are linked to well-being and health in general 

(Nordenmark, 2004, 47). Therefore, it was not surprising that this study showed that every 

person of the eight informants expressed that they were certainly happy about the generous 

rules that Sweden have concerning parental leave, but also how much they missed their work 

                                                 

7 Hydén H. (2006, 38) explains the origin of the term sociol-cultural norm as: “The socio - cultural system's main 

sanction is exclusion from the social community or other more or less stigmatizing “.  
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during the parental leave. It also showed that some of them who missed their work reduced 

their amount of time staying at home with their children. The question regarding what it was 

that the informants missed about their work developed into an important knowledge of their 

experiences of how other employees were treated when taking a long parental leave or when 

coming back afterwards with the wish to work part-time. Accordingly, some of the informants 

thought that they missed out on something when they were away on the parental leave and as 

well when they worked part-time. One informant (Matilda) experienced that she did not have 

the same position and trust when she came back and then when she had to work part-time she 

could not attend all the meetings and therefore was not included in the same way anymore. 

She never felt that she returned to the old position that she had and then she changed 

workplace. Another informant (Claudia) witnessed how the employees that choose to work 

part-time were talked about behind their backs. The knowledge of that would probably create 

fear of being that person that people talk negatively about and therefore indirectly of asking 

the employer to work part-time. Further, the informants’ expressed feelings such as missing 

their work, which were not only based on earlier mentioned fear of losing their job or setbacks 

in the career, but also referred to the longing to be a part of a work team and to feel needed. 

 

This study confirmed the importance of different roles “the role expansion theory” in life and 

how everyone wanted to work after their long parental leave, but still also the wish to be a lot 

with their children. Most of the informants in the study who stayed at home for more than 

three months explained this phenomenon as being bored when they exclusively stayed at 

home with their babies and the longing back to work, the need to socialize with other people 

outside of the family throughout the day and also the need to feel needed in other ways e.g. 

professionally, than solely the parental way. 

 

6.2 Part-time working hours 

It is important that if part-time work is being arranged for the employees, it must work 

without the talk behind people’s backs and without them having a setback in their 

professional career, just because they choose to also have children and choose to make it work 

with the schedule of the daycare centers. One informant: Karolina (5.2) had taken the 

experience she got from her father, who stayed at home with her when she was a baby during 
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the seventies, and implemented it with her own family where the father of her children also 

had gotten a key role. Furthermore, the experience that her own father got threatened to be 

dismissed when he stayed at home with her when she was a baby could also be a reason why 

she does not want to take all the parental leave responsibility by herself. Karolina probably 

did not only want to return to her work, but also to be noticed and make a professional career 

and she had once learned through the employer of her father that staying at home with your 

child was not highly regarded if you wanted to keep your job. Her father’s employer argued 

that her father was signalizing to the other employees that it was accepted to do as he did. The 

employer feared the potential “collective conscience” (Durkheim, in Andersen & Kaspersen, 

2007, 64) that could develop within the organization if Karolina’s father stayed at home with 

her. 

 

6.3 Flexi-time 

The flexi-time was experienced as positive by all the informants and the unregulated working 

hours were also appreciated for those who had them. Some of the informants did acknowledge 

the fact that the unregulated working hours could make them work longer hours, but it did not 

seem to bother them that much, since they were so content about the freedom and trust they 

were experiencing when they were able to plan their days in accordance with the work load 

and their private matters, mostly regarding their children. One informant (Karolina) explains 

how she even changed company to be able to use the flexibility with the unregulated working 

hours that the new organization offered. She adds that it was especially important to her, since 

she got divorced and had two small children. On the other hand Karolina (5.3) elucidates the 

fact that some employers might use the unregulated and flexible working hours to a point that 

could be questioned, since she reports that she was expected to be available at all times and 

she could receive phone calls in the middle of the night. She refers that phenomenon to the 

employees’ wish to have access to the new technology that the company provided them with 

such as: blackberries (cell phones), laptops and later on smartphones that allowed them to be 

connected to the company’s server and to receive emails and telephone calls outside of the 

regular work hours and from home. The deal was basically that the employees received the 

technology if they agreed to be available at all times. That phenomenon became a strain and a 

“collective conscience” (Durkheim, in Andersen & Kaspersen, 2007, 64) to that company. 
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6.4 The Cast-model 

The study shows that the “collective conscience” (Andersen & Kaspersen, 2007, 64) projects 

into the behaviors and actions of the employees. That is why companies that offer and 

promote a good WLB through different alternative work arrangements and not only offer, but 

also implements it in the organization in accordance with the CAST-model (3.1) that those 

work arrangements such as: parental leave, part-time work, unregulated working hours or 

other benefits at their firm are acceptable to use. That means for instance, that employees who 

work part-time to be able to cope with the schedules of their children should have the 

possibilities to develop and make a career just as anyone else in the firm. If the companies 

instead reject those employees in different ways the companies might suffer from having only 

employees who do not have any children or at least who do not take care of them a lot and 

then they might be stuck with employees that are not the most skilled, but the around the 

clock available ones. The same prerequisites for all the employees are possible through 

alternative work arrangements and if the employers embrace them, the chance of having the 

best potential employees are highly elevated, since around more or less half of the employees 

who choose to have children will not be eliminated solely because of the one fact that they 

want to take an active part of the caring of their children and to keep their jobs to be able to 

have several roles in their lives in accordance with “the role expansion theory” (Nordenmark, 

2004, 47). 

 

6.5 Implementing the WLB practices 

The study also shows that there are organizations that are interested in and want to take an 

active role in promoting the importance that the employees have a good WLB. The interview 

with Fredrik elucidates this phenomenon when he explains that his employer at one point told 

him not to send emails late to his coworkers. The problem that Fredrik experiences with that 

incident is that he does not think that the work load allows him to work less. He solved it by 

saving the emails and sending them the first thing in the morning, but he does not work less. 

He is just covering his long working hours for his coworkers and bosses. This phenomenon 

illustrates that the organizational culture as for example their CAST-model (3.1) promotes a 

good WLB, but it seems as if the employer is not taking enough responsibility to make sure 

that the reality corresponds with their WLB policies or my informant is ambitious and works 

more than needed. Karolina also reported that her employer had a policy that the employees 
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should not send work-related emails after 8 p.m., but if they did it anyway they should not 

expect a reply within short. 

 

6.6 Unregulated working hours 

All the informants appreciate flexible and unregulated working hours and the positive 

opinions are definitely dominating. One of them (a divorced father) even expresses that they 

are “the key to the life puzzle” (Mattias). There are negative aspects mentioned and among 

those are the fact that the work in the end is expected on the employer’s premises. The 

informants do not seem as bothered by that though, since they believe that the positive effects 

are outshining the negative effects. There is one informant (Karolina) though, that had 

experiences of an employer that used the employees’ availability around the clock and 

sometimes even in the middle of the night. Karolina left that employer when she got divorced 

and needed to take care of her children by herself every other week. The fact that Karolina left 

one employer to be able to take care of her family illustrates that there are workplaces in 

Sweden where you cannot work if you have to take care of children at certain times 

throughout the day, at least not according to her experiences. This organizational behavior 

confirms the conflict theory (2.2) i.e. that people who experience a work-life conflict usually 

have thoughts of changing work and or are absent from work to take care of their family 

(Allvin et al., 2013,107). That is a negative aspect for the employer who most likely do not 

want to lose their employees. It is interesting though that Karolina’s next employer are 

offering unregulated working hours for their employees, which sometimes includes that 

Karolina has to finish her work at home and she does not experience that as a problem or not 

even that she works overtime and that is an advantage for the employer. The possibility for 

the employee to be able to work from home at times and the employee’s feeling that it is not 

expected from her to do that. Supposedly, the employer who is a law firm followed the 

Swedish law in accordance with part-time work and parental leave, but even if they did, it is 

not always the issue, since it is the company’s “intellectual conscience” (Andersen & 

Kaspersen, 2007, 64), that could be documented in a CAST-model (Baruch, 2004, 100) that 

forms the organizational culture and thereby guides the employees to act and behave 

accordingly. Mattias also mentions that there are peak periods throughout the year from the 

month of March to June when there are a lot of work and everyone is expected to work 

overtime, but then in the summer a lot of the employees take both six and seven weeks’ 
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vacation and during the fall they can take some more time off and attend supplementary 

courses etc. Even though Mattias is a single father with two children he is able to work a lot 

because of the flexible working hours and he is compensated especially in the summer. It is 

not only important that it is possible to work when you have small children but also that the 

employees feel compensated in accordance with the compensation model (2.1.2) for the 

efforts when they work a lot.  

 

6.7 The blurred boundaries between work- and private life 

Another issue that is closely linked to the fact that it is possible to work at all times is the fact 

that a lot of employees in Sweden today have a smartphone provided by their employer and 

that they use and bring along everywhere, probably even if their employer do not demand 

that. They do it simply because they can and experience more control of their work load. This 

phenomenon is expressed by Mattias who experiences that he thinks it is a little bit of a 

dilemma and that he should not check his work-email as often as he does. Mattias checks his 

work-email the first thing when he wakes up in the morning and several times before he 

arrives at work. At the same time he mentions that he rather does that than go to work outside 

of working hours. The smartphones enable the employees to work with flexible and 

unregulated working hours, since they with help from their smartphones are able to control 

the work load and follow the email correspondence even when they are not physically at the 

office. The technology such as smartphones, laptops etc. are important tools for the employers 

to be able to give flexibility and freedom which enables the employees to have a good WLB. 

 

6.8 Taking care of sick children at home 

Johan that works with a staffing company has a good experience from his current flexible 

employer that have been understanding and the fact that he needs to be absent for a half day 

every week because of his son that has a communication disorder. He mentions that it 

depends very much on the current customer (employer) and that he is very content to be with 

the customer that he is today, since his earlier experiences with other customers (employers) 

has not been as good regarding flexibility. This study shows that a lot of the informants are 

content with their employers’ WLB practices, but several of the informants mention former 

employers or other employees in their workplace that have experiences that are not so good 
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regarding WLB for instance: people who work a lot overtime, people who are part-time 

workers that are being talked bad about behind their backs or people who basically are 

experiencing inferior treatment because they wish to work less hours. 

 

Karolina is one informant that especially mentioned how she had left her former employer for 

a more according to her, family-friendly work-place. The new employer offer unregulated 

working hours and flexi-time. She especially appreciates that the company owns a day care 

center where she has one of her children and the day care center has opening hours that are in 

accordance with her office hours. She mentions that it takes five minutes to go to work from 

there, since it is just across the street from her work. Karolina mentions that she can work full-

time in accordance with her wishes, because of the daycare center and the fact that it only 

takes a few minutes to go there. It enables her to work full-time and not to cut back in 

working hours throughout the day. Sometimes the colleagues help each other out by picking 

up each other’s children. Daycare centers at the workplace or extremely close to the 

workplace seem as an effective method to help their employees to experience a good WLB 

and the employer can keep their talented staff even when they have children. The employers 

also keep their employees at work a little bit longer throughout the day. Company owned 

daycare centers at the workplace or very close to the parents’ workplace could be a good 

solution for the sake of many employees’ WLB. 

 

6.9 WLB practices and how they influence the society 

The questions that occur are: How can employers make the WLB work in a better way? For 

instance, the solution is not always to prohibit employees to send emails late, since they as 

seen in this study will work as long hours anyway, but to discuss the work load and the 

effectivity in how certain tasks are being handled and if needed involve more people in the 

tasks. How can they target the problems and the setbacks in the professional careers of those 

who choose to use the WLB practices such as parental leave for more than three months and 

part-time working? The interesting dilemma in this is that the pressure is on both sides, there 

is a “collective conscience” (Durkheim, in Andersen & Kaspersen, 2007, 64) in the 

organizations and companies regarding different WLB practices and there is a “collective 

conscience” (Ibid, 2007, 64) in the society regarding how children should be taken care of. 
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The society not only allows the Swedish people to have a parental leave for 18 months with 

each child, it expects it too and most children start daycare centers at an older age than 12 

months, and a lot of children and most children in some areas do not start until the age of 18 

months in Sweden. This put a pressure on the parents to be considered as good parents that do 

what the society has assumed would be the right thing to do for their children. 

 

6.10 The collective conscience 

This study also illuminates that the “collective conscience” (Durkheim, in Andersen & 

Kaspersen, 2007, 64) which often develops into the corporate culture which pervades the 

organization are the organizational part of the “CAST-model” (3.1). Sometimes there is a 

non-official “collective conscience” (Ibid, 2007, 64) within an organization e.g. when people 

are talking behind backs about those who work part-time. The company might use a “CAST-

model” which demonstrates their aims and policies explicitly, but in fact the employees could 

work under other conditions through the “collective conscience” (Ibid, 2007, 64), which 

becomes clear for the employees after they have worked at the same workplace for a while 

and thus when they had a chance to become acquainted with the organizational culture. 

 

6.11 The experiences of WLB practices 

Finally, the study elucidates how the WLB work in reality and is experienced of those who 

use the different WLB practices that are offered by the employers. This study shows that the 

experiences of flexible and unregulated working hours are highly appreciated and the 

technology such as smartphones, tablets and laptops that make it possible to work from other 

places than the office. The feeling to be able to control their work load is especially 

appreciated. The informants feel blessed to live in Sweden with such a generous system for 

parents to be able to take care of their family. It also shows how the generous system develops 

a “collective conscience” (Durkheim, in Andersen & Kaspersen, 2007, 64) in the society, 

which sometimes can be a strain for parents that have the feeling that they should do things in 

a certain way regarding how long they stay at home with their babies etc. “The collective 

conscience” (Ibid, 2007, 64) also develops in organizations which appears when employees 

notice if there are special treatments of other employees that use their WLB practices in 

different ways. Whether the treatment is positive or negative might later on develop into a 
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guidance or practice to the other employees regarding which WLB practice they should use 

and how they should use it. The conclusion is that it is obvious that WLB practices are 

appreciated by the employees and could therefore work as a measure to attract and attain 

employees, but if the employers really want to keep the employees they should also verify 

that the implicit “collective conscience” (Ibid, 2007, 64) in the company is corresponding to 

the explicit offers of different kinds of WLB practices and that employees do not feel that 

they would be disfavoured in any way depending on if they use the benefits and in what way 

they use them. That would also include the efforts when the companies/organizations are 

trying to attract employees by promoting their different kinds of WLB practices, since the 

experiences of former employees could easily spread which could put the company or 

organization in a less attractive light. 

 

6.12 Future studies 

There are already plenty of studies regarding WLB, but most of them are not Swedish and in 

other countries the work-life situation are a different matter since they do not have the same 

laws as in Sweden.  

 

Swedish laws are generous regarding WLB practices e.g. parental leave and part-time work, 

when the children are young. There are not that many studies as this one, which examines the 

experiences that employees’ have regarding their WLB practices. Therefore, it would be 

relevant to do more studies concerning WLB experiences, since there are probably many 

more unique stories that may illuminate patterns and problems. This would be relevant 

because of the fact that even if Sweden is considered as one of the most equal (between the 

sexes) countries in the world it still is not experienced as equal enough e.g. men have larger 

salaries in general and the leading positions within companies and organizations are still 

mostly occupied by men in many work-sectors. It is still mostly the women that take the 

bigger part of the parental leave and women do the bigger part of the household-work. The 

above mentioned issues are most likely closely linked to how WLB practices work. Therefore, 

it would be interesting if further studies would make comparisons between the experiences of 

the different sexes and also comparisons between public and private sectors and countries.  
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There are countries with different WLB practices than Sweden, such as for example the 

Netherlands that are more into WLB practices for everyone, not only for those who have 

children. Their point is that everyone should have the possibility to take a year off without an 

explanation. If that actually is used, than it would be interesting to examine if these people 

experience any changes professionally when they return. 

 

Furthermore, it has been mentioned in Beauregard & Henry (2008, 9) and it is relevant, since 

the research still are lacking studies that have examined how different kinds of WLB practices 

affect an organization’s productivity and effectivity. Thus, a study that examines whether an 

organization’s effectivity and productivity increases if the employees use different kinds of 

WLB practices, such as for instance flexible or unregulated working hours, telecommuting 

etc. It would probably be interesting for the industry and commerce to know this, supposedly 

it would verify that it does increase the effectivity and productivity. 

 

Both qualitative and quantitative studies would be useful. Quantitative studies would be 

useful for the possibility to make comparisons between sexes, countries, sectors, industries 

etc. and make general conclusions to a certain population out of the research. Qualitative 

studies are useful since they answer the questions of why and in what way certain phenomena 

occur.  
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Appendix 1 

The Interview guide 

1. Have you used any of the work-life balance practices that your employer offers and in 

that case which ones have you used and why did you use them? 

 

2. If you used parental leave, what were your experiences from it? 

 

3. Have using work-life balance practices affected you in any way in relation to your 

family? 

 

4. Have using work-life balance practices affected you in any way in relation to your 

professional career? 

 

5. Is there anything else I need to know about your experiences of work-life balance 

practices? 
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Appendix 2 

The literature search 

The literature search was made through “chain search” and “systematic search” (Rienecker, 

Jørgensen, 2014, 138-139). In the systematic search which was done through an extended 

period of time to make sure that I did not miss out on anything. It was made between January 

19, 2015 and May 2, 2015. The searches were made in DIVA which is the digital science 

archive and Libris. The search term in DIVA was “work and family” and there was one 

relevant PHD study found: Fahlén, Susanne, 2012. The search word used in “Libris Uppsök” 

was “work and family” and it made 436 hits whereof 7 were chosen. Then the search word 

was “work-life balance” in Swedish and it made 118 hits whereof 1 was chosen. After that the 

search word was “work-life balance” with the language English and it made 43 hits but only 1 

was chosen. Then I did the search through Libris Webb search and the term was “Work and 

family” and it made 324 hits, but then I limited by adding Swedish as language and, book, 

then it decreased to 203 hits, but 0 books were chosen. After that I searched for the articles 

with the same search term “work and family” and got 22 hits whereof 0 were chosen. This 

followed by a search of books in English with the search term “Work and family”, which 

made 62 hits whereof 1 was chosen. 

 

 


