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The Work-Life Balance Working Group
Reshaping work and life for a fulfilling and sustainable future
Our working group brings together experts in the field of work-life balance. It is
our mission to ensure that work-life balance is a core element of organizational
practice, facilitated by state-of-the-art evidence. To this end, we bring together
experts in the field to debate relevant topics and further research and practice.
Work-life balance is an issue that concerns us all, we are promoting a triple
agenda for the benefit of employers, individuals and the wider society.
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What is work-life balance?
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What are the risk factors?
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How can we manage our work-life balance more effectively?
How can we manage our work-life balance more effectively?

What do we mean by ʻwork-life balanceʼ?
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The term ‘work-life balance’ can be misleading, implying a static balance with an equal division between two
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separate spheres of ‘work’ and ‘life’.
separate spheres of ‘work’ and ‘life’.
“You experience work-life conflict

“You experience work-life conflict

St Andrews House
48 Princess Road East
Leicester
LE1 7DR
Tel: +44 (0)116 254 9568
Fax: +44 (0)116 227 1314
Email: enquiries@bps.org.uk

For further information on work-life balance and our working group please contact:
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Professor Gail Kinman, University of Bedfordshire, gail.kinman@beds.ac.uk
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Anna Meller, anna@sustainableworking.co.uk
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Julianne Miles, CPsychol, julianne@careerpsychologists.co.uk
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Work - life Balance – a Psychological Perspective for Coaches

In summary, the evidence that demands and experiences relating to different areas of our lives “spill
over” both positively and negatively to affect each other is overwhelming. As coaches we can help our
coachees to gain in-sight into the type of work-life balance that best suits them as individuals, by enabling
them to reduce conflict and increase facilitation and enrichment.
Research has also confirmed that our work-life balance needs and wants change during the lifespan. We
should encourage our coachees to maintain a flexible approach to adapting their balance as their
circumstances alter.

Work life balance risk factors – what to watch out for
Studies have identified a variety of factors which increase work-life
conflict, including:
Work: having a demanding job, having limited control over work
content and pace, doing work that is emotionally draining, having
little schedule flexibility, having little support in the workplace from
managers or colleagues
Outside work: experiencing high family stress, experiencing
relationship problems, having young children, caring for elderly
relatives, having limited family support
Individual attitudes: High levels of job involvement and commitment
to work
We can help coachees to distinguish between those factors which are
beyond their control and those they can influence to improve their
personal balance.

The benefits of a good work life balance for all
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FACT SHEET FOR COACHES ON WORK - LI FE BALANCE

Useful concepts: border theory & resource conservation

Implications for Coaches

Research evidence confirms
that helping an individual to
develop a work-life balance that
meets their needs will benefit
both them and their employers,
and
ultimately
also
the
community and wider society.
For instance, research has
shown that children are very
aware of their parents’ work-life
balance issues. Improving worklife balance has a positive effect
on mental and physical health
and overall satisfaction with life.
It is also beneficial for the
employer, leading to better
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performance,
reduced
sick
leave,
higher
levels
of
commitment and longer tenure
in an organisation. While people
often assume that work-life
balance is only an issue for
women with young children,
recent research has shown that
this issue concerns everyone
regardless
of
caring
responsibilities. It is important
that
work-life
balance
is
addressed proactively rather
than waiting until problems have
become ingrained.

Border theory conceptualises work and non-work as different spheres of operation, with boundaries of
varying degrees of permeability between the two. In the course of a day, people cross borders
between different roles. Segmentation occurs when boundaries are clearly defined, with strong
separation between non-work and work. Integration is when boundaries are blurred and work and nonwork roles are integrated. Recent research has found that neither is universally preferable: the
achievement of work-life balance is affected by the match between an individual’s preferences and
their reality. The coach can work with a coachee to elicit their current preferences, to discuss whether
these might change in the near future, and to conduct a ‘gap analysis’ with the current situation. If
clearer boundaries are preferred, the coaching can address ways of better marking the separation
between work and personal life (e.g. actively managing business texts/email use when at home).
Conservation of resources theory recognises that people strive to hold on to valued resources, such
as time and energy. However stressful life events can deplete resources very quickly. From the worklife balance perspective, an event such as the serious illness of a close relative can be highly draining,
leaving the individual with less energy for working life even if there is minimal impact on their time. On
the other hand, energy resources can be increased by fulfilling multiple roles provided these are
satisfying and not overwhelming. A stimulating working role can increase a person’s energy, having a
positive benefit on the energy they bring to their home life. The coach can help a coachee to recognise
the importance of recovery and respite when they are under stress, and to identify when they are
energised and their resources are enhanced.

Strategies for coaches to help coachees to manage their work-life balance
Use the literature and frameworks: each of the work-life balance models has something to offer, but
none of them can explain everything.
Use self-observation: Encourage coachees to work out their own work-life balance needs in terms of
what works best for them, rather than making comparisons with others. Examining their past and
current experiences can be a rich source of information. Ask them to identify times, maybe using a
journal, when they have been ‘in balance’ and ‘out of balance’ and discuss their behaviours and
feelings in each situation.
Use creative techniques: Drawing can be useful to explore desired and actual separation/integration
of work and non-work and identify actions to narrow the gap
Develop a practical work-life plan: Considering personal realities and job demands help coachees
to identify a plan that will suit them and make business sense for their organisations. Explore ways
of crafting their role and reviewing their work schedules, in particular negotiating more flexibility as
to when and where they work.
Consider work-life choices in relation to values: Work with coachees to clarify their values in all
different are-as of their life and to consider whether they are too involved in their work to the
detriment of other life priorities. Identify important areas that are being neglected, such as friends
or health, and consider how they can reallocate their time and energy.
Encourage healthy living: Look at ways for coachees to build in ‘down time’ through exercise and
active rest. Adequate sleep is also essential for recovery.
Develop sources of support: Help coachees to develop a support network to obtain practical and
emotional support from colleagues, supervisors, family and friends. Research has confirmed that
support helps us to cope better with stressful situations and buffers the negative effects of
demands from work and home.
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