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ABSTRACT 

This study aimed to explore how work-life balance (WLB) policies influence employee job satisfaction in corporate environments, using a 

qualitative approach to examine employee perceptions, experiences, and contextual challenges. A qualitative research design was employed 

using semi-structured, in-depth interviews to collect data from 25 corporate employees in Tehran, Iran. Participants were purposively selected 

across various industries and organizational roles to ensure diversity of perspectives. Interviews were conducted until theoretical saturation 

was reached, with each session lasting between 45 and 75 minutes. Thematic analysis was performed using NVivo software to code and 

identify recurring patterns and themes within the data. Three major themes emerged from the analysis: (1) Organizational Support for Work-

Life Balance, including subthemes such as managerial commitment, HR policy clarity, and flexible scheduling; (2) Personal Experience and 

Perceptions, encompassing mental health impacts, career concerns, and gender disparities; and (3) Outcomes on Job Satisfaction, including 

work engagement, morale, retention, and productivity. Participants expressed appreciation for flexible and remote work options but 

highlighted challenges such as inconsistent policy application, perceived career penalties, and blurred boundaries between personal and 

professional life. Supportive WLB policies were linked with enhanced job satisfaction, organizational commitment, and psychological well-

being. This study underscores the importance of not only adopting but also consistently implementing work-life balance policies to foster 

employee satisfaction in corporate environments. Findings suggest that leadership modeling, equitable access, and cultural sensitivity are 

critical to successful policy outcomes. The study contributes to a deeper understanding of how WLB initiatives operate in practice and offers 

practical guidance for organizations seeking to enhance employee well-being and retention. 

Keywords: work-life balance; job satisfaction; employee well-being; corporate environment; qualitative research; organizational support; 

flexible work policies 
 

 

Introduction 

In the increasingly dynamic and demanding landscape of contemporary employment, achieving a sustainable 

work-life balance (WLB) has emerged as a central concern for employees and employers alike. As globalization, 

digital connectivity, and competitive pressures have intensified, many organizations have adopted more flexible and 

employee-centered policies to address the blurred boundaries between professional and personal life (Greenhaus 

& Allen, 2011). Among these initiatives, work-life balance policies have garnered considerable scholarly and 
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practical attention, particularly for their potential to enhance employee well-being, reduce burnout, and foster 

organizational commitment (Kossek, Baltes, & Matthews, 2011). However, the efficacy of these policies depends 

not only on their presence but also on how they are implemented, perceived, and integrated within organizational 

cultures. In this context, job satisfaction emerges as a critical outcome variable, reflecting both the effectiveness of 

WLB policies and their role in shaping the employee experience. 

Job satisfaction has long been studied as a multidimensional construct influenced by various organizational and 

psychological factors, including leadership style, reward systems, autonomy, and work conditions (Spector, 1997). 

More recently, the focus has shifted toward understanding the interplay between personal life demands and 

professional responsibilities, as employees increasingly seek holistic well-being rather than merely competitive 

compensation. The COVID-19 pandemic further amplified this trend, highlighting the importance of flexible work 

arrangements and supportive organizational structures (Carnevale & Hatak, 2020). In response, many corporations 

accelerated the adoption of remote work policies, flexible scheduling, and expanded leave benefits. Yet, these 

policy shifts have not always translated into meaningful change at the employee level. Discrepancies between 

formal policies and actual practices, managerial resistance, and uneven access to WLB programs can hinder their 

potential benefits (Kelly et al., 2014). Understanding how employees perceive, experience, and navigate these 

dynamics is crucial for designing effective interventions that promote both satisfaction and performance. 

A growing body of research underscores the link between WLB policies and positive organizational outcomes 

such as reduced turnover, enhanced morale, and improved productivity (Allen, Johnson, Kiburz, & Shockley, 2013). 

For instance, meta-analytical studies have shown that employees with access to flexible work arrangements report 

significantly higher levels of job satisfaction and organizational commitment (de Menezes & Kelliher, 2011). 

Similarly, research has demonstrated that WLB initiatives can mitigate the adverse effects of role conflict, work 

overload, and emotional exhaustion—common stressors in high-pressure corporate environments (Byron, 2005; 

Haar, Russo, Suñe, & Ollier-Malaterre, 2014). However, the literature also reveals considerable variability in 

outcomes, often contingent upon organizational context, managerial support, and employee demographics 

(Kossek, Pichler, Bodner, & Hammer, 2011). Therefore, while the quantitative impact of WLB policies is well-

established, there remains a need to delve deeper into the qualitative dimensions—how employees interpret and 

interact with these policies in everyday work settings. 

Qualitative research offers a valuable lens to explore the lived experiences, perceptions, and meanings 

employees assign to WLB policies. Unlike quantitative metrics, which may reduce job satisfaction to numerical 

scores, qualitative methods can capture the nuance and complexity of employee narratives, illuminating factors that 

shape satisfaction in context-specific ways (Braun & Clarke, 2006). This is particularly relevant in settings where 

cultural norms, organizational hierarchies, and informal practices play a significant role in mediating policy impact. 

For instance, in hierarchical or patriarchal workplaces, employees—especially women—may feel discouraged from 

using flexible leave options due to perceived career penalties (Lewis, Gambles, & Rapoport, 2007). Similarly, a 

company's stated commitment to work-life balance may be undermined by implicit expectations of availability after 

hours or a culture of overwork. By examining these subtleties, qualitative research can uncover barriers, 

contradictions, and enablers that often elude survey-based studies. 

In Iran, where this study is situated, the discourse on work-life balance is gaining momentum amidst broader 

shifts in labor markets and organizational expectations. With rising educational attainment, dual-earner households, 

and urbanization, employees increasingly value workplaces that accommodate personal responsibilities and well-
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being (Ghalavand, 2019). However, corporate environments in Tehran—characterized by rapid growth, intense 

competition, and traditional managerial structures—often lag in implementing employee-centered practices. 

Existing research has primarily focused on public-sector institutions or used generalized survey instruments to 

assess WLB satisfaction, with limited attention to the corporate sector or in-depth qualitative accounts (Nazari, 

Gholipour, & Zarei, 2017). This gap highlights the importance of exploring how employees in Tehran’s corporate 

firms experience WLB policies and how these experiences influence their job satisfaction. 

This study addresses this gap by conducting a qualitative analysis of the role of WLB policies in enhancing job 

satisfaction among corporate employees in Tehran. Specifically, it investigates how employees perceive the 

availability, accessibility, and effectiveness of WLB programs such as flexible scheduling, remote work, leave 

benefits, and managerial support. It also explores the psychological and emotional dimensions of these policies, 

including their impact on stress reduction, morale, organizational commitment, and overall satisfaction. By focusing 

on employee narratives, the study aims to provide rich, grounded insights that can inform both academic 

understanding and organizational policy-making. 

The theoretical framework underpinning this study draws from the work-family border theory (Clark, 2000) and 

organizational support theory (Eisenberger et al., 2001). Work-family border theory posits that individuals navigate 

between work and family domains through borders that can be flexible or rigid, permeable or impermeable. The 

design and enforcement of WLB policies significantly influence this border management process. Organizational 

support theory, on the other hand, emphasizes the role of perceived organizational support (POS) in shaping 

employee attitudes and behaviors. When employees believe that their organization genuinely cares about their well-

being and values their contributions, they are more likely to exhibit higher levels of engagement and satisfaction. 

Both theories converge on the idea that supportive work environments—embodied through consistent, accessible, 

and fair WLB policies—contribute to more positive employee outcomes. 

In addition to theoretical contributions, this study has practical relevance for corporate leaders, HR professionals, 

and policy-makers seeking to improve workplace well-being and talent retention. As organizations strive to attract 

and retain skilled professionals in increasingly competitive markets, offering effective WLB policies is no longer a 

luxury but a strategic imperative (Bloom, Kretschmer, & Van Reenen, 2009). Yet, the success of such policies 

hinges on more than their formal adoption. Their real-world impact depends on cultural alignment, managerial 

modeling, and employee empowerment. By capturing the voices of employees who navigate these dynamics daily, 

this study seeks to inform the design of WLB strategies that are not only theoretically sound but also contextually 

grounded and practically viable. 

In summary, while the benefits of work-life balance policies are widely recognized, their implementation and 

effectiveness remain uneven across corporate environments. This study contributes to the growing literature by 

offering a qualitative exploration of how WLB policies influence employee job satisfaction in Tehran’s corporate 

sector. Through in-depth interviews and thematic analysis, it uncovers the perceived enablers and constraints of 

WLB initiatives and provides actionable insights for fostering healthier, more satisfying workplaces. 

Methods and Materials 
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Study Design and Participants 

This study employed a qualitative research design to explore how work-life balance policies influence employee 

job satisfaction within corporate environments. A purposive sampling strategy was used to select participants who 

had direct experience with organizational work-life balance policies. The final sample consisted of 25 corporate 

employees working in various private and public companies in Tehran, Iran. Participants were selected from 

different departments and job levels to ensure a diverse range of perspectives. Recruitment continued until 

theoretical saturation was achieved—when no new themes or insights were emerging from the interviews, indicating 

sufficient depth and breadth in the collected data. 

Data Collection 

Data were collected through semi-structured, in-depth interviews. An interview guide was developed based on 

the existing literature on work-life balance and employee satisfaction, covering key areas such as perceptions of 

current policies, experiences with organizational support, perceived impact on job satisfaction, and suggestions for 

improvement. Interviews were conducted face-to-face at the participants' workplaces or through secure video 

conferencing platforms, depending on individual preferences and availability. Each interview lasted between 45 and 

75 minutes and was audio-recorded with the participants’ informed consent. All interviews were conducted in 

Persian and subsequently transcribed verbatim for analysis. 

Data analysis 

The data were analyzed using thematic analysis with the assistance of NVivo qualitative data analysis software. 

The process began with open coding of the transcripts to identify meaningful units of data. These initial codes were 

then grouped into subcategories and themes through iterative comparison, constant reflection, and refinement. A 

combination of inductive and deductive approaches was used to ensure that the themes were both grounded in the 

data and aligned with the study’s conceptual framework. To enhance trustworthiness, member checking was 

conducted with selected participants, and peer debriefing sessions were held among the research team to validate 

emerging themes and reduce potential bias. 

Findings and Results 

Theme 1: Organizational Support for Work-Life Balance 

Management Commitment 

Many participants highlighted the importance of visible and consistent commitment from top management to 

work-life balance (WLB) initiatives. Employees reported feeling more valued when leaders actively promoted WLB 

and personally adhered to these values. One interviewee stated, "When our director doesn’t send emails after 

hours, it signals that he genuinely respects our time." Another added, "Our manager always reminds us to use our 

leave—he doesn’t just talk about balance, he lives it." 

HR Policy Framework 

Participants reported that formalized WLB policies within HR systems were crucial for legitimizing their use. Clear 

documentation in employee handbooks and onboarding materials increased awareness and access. As one 

participant noted, "I only found out about flexible leave policies through our HR guidebook—without that, I wouldn’t 
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even know they existed." Another commented, "We need written rules, not just verbal promises, to trust that policies 

will be honored." 

Flexibility in Work Schedules 

Flexible scheduling was a recurring theme, with many employees praising options like compressed workweeks, 

flexible hours, or the ability to adjust shifts. These arrangements were viewed as key to managing personal 

obligations. One participant shared, "I pick up my child from school daily because I start work an hour earlier—it 

has made a huge difference." 

Remote Work Arrangements 

Remote and hybrid work models were widely appreciated. Participants mentioned the convenience and 

autonomy provided by work-from-home setups, especially during personal or family emergencies. "I can log in from 

home if my child is sick—my boss trusts me, and that’s empowering," explained one respondent. Others stressed 

the need for adequate digital infrastructure and managerial trust. 

Leave Benefits 

Comprehensive leave policies were cited as essential components of effective WLB. Paid parental leave, flexible 

sick leave, and emergency days off were especially valued. One participant stated, "When my mother was 

hospitalized, I didn’t have to beg for time off—it was already accounted for in our policy." However, others noted 

inconsistencies in how leave was approved across departments. 

Workload Management 

Several interviewees emphasized that without manageable workloads, WLB policies became ineffective. High 

demands and unrealistic deadlines led to chronic overtime, negating any formal policy provisions. "What’s the point 

of having leave if you’re too overwhelmed to take it?" asked one employee. Participants called for better delegation 

and deadline adjustments. 

Support Services 

Ancillary support services such as counseling, on-site childcare, and wellness programs contributed to overall 

satisfaction. "Our company brings in therapists monthly—it shows they care about our well-being," one participant 

said. Others appreciated access to childcare during peak working hours as a major relief. 

Theme 2: Personal Experience and Perceptions 

Work-Life Integration 

While many appreciated flexible options, others struggled with blurred boundaries between work and home. 

Participants reported difficulty disconnecting after hours, especially in remote setups. One interviewee lamented, 

"My living room is now my office. I’m never truly off the clock." These challenges highlight that integration is not 

universally positive. 

Satisfaction with WLB Policies 

Employee satisfaction with WLB policies varied significantly. While some expressed contentment, others felt that 

policies were inadequately applied or unevenly implemented. "The policy exists, but some managers don’t 

encourage us to use it," one participant noted. Another shared, "It feels like WLB is just for show in our company—

nobody really uses it." 

Impact on Mental Health 
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Most participants reported that supportive WLB policies improved their mental health, reducing burnout and 

stress. However, the lack of consistent application could also lead to frustration. "Having flexibility has kept me from 

quitting during tough times," noted one employee. Others shared that vague boundaries worsened their anxiety. 

Career Progression Concerns 

Several participants expressed concern that using WLB options—particularly extended leave or part-time work—

could harm career advancement. "When I took parental leave, I was passed over for a promotion," one respondent 

said. Another added, "There’s an unspoken belief that asking for flexibility shows a lack of ambition." 

Gender Differences 

Gender-based disparities in access to or usage of WLB policies were frequently mentioned. Female participants, 

especially mothers, felt more pressure to justify leave or flexible schedules. "When my male colleague took leave, 

it was seen as noble. When I did, it was questioned," said one participant. These perceptions contributed to unequal 

outcomes. 

Autonomy and Control 

Personal control over time and tasks contributed significantly to employees’ sense of satisfaction. Respondents 

who reported autonomy in planning their workday were more likely to feel empowered. "I don’t need to ask 

permission for every little thing—I can structure my day, and that freedom is motivating," explained one respondent. 

Theme 3: Outcomes on Job Satisfaction 

Work Engagement 

Participants associated supportive WLB policies with increased engagement, noting higher motivation, 

enthusiasm, and willingness to go beyond basic responsibilities. "When I feel balanced, I bring my best self to work," 

one participant said. Another echoed, "I’m more present and focused when I’m not worried about home stuff." 

Job Retention 

The perceived fairness and flexibility of WLB policies were major factors in employees’ decisions to stay. One 

interviewee shared, "I’ve had job offers with higher pay, but I won’t leave because my company respects my time." 

Participants generally believed that retaining talent was directly tied to work-life support. 

Organizational Commitment 

Employees who benefited from supportive WLB policies reported a stronger emotional bond with the 

organization. They expressed loyalty and pride in being part of a company that valued their well-being. "This place 

helped me during my father’s illness—I’ll never forget that," said one participant. 

Performance and Productivity 

Most participants reported enhanced productivity when work-life balance was prioritized. The ability to recharge 

during off-hours translated to improved focus and efficiency. "I finish tasks faster when I’m not mentally drained," 

one respondent noted. Others mentioned reduced absenteeism and fewer errors. 

Employee Morale 

Overall workplace morale was positively influenced by WLB initiatives. Participants mentioned better team 

dynamics, higher trust in leadership, and a sense of mutual respect. "When leaders walk the talk, we all feel more 

valued," shared one employee. High morale was often tied to perceived fairness and accessibility of policies. 

Discussion and Conclusion 
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The findings of this study underscore the multidimensional role of work-life balance (WLB) policies in shaping 

employee job satisfaction within corporate environments. Through thematic analysis of employee interviews in 

Tehran, several key insights emerged: the importance of organizational support, the influence of personal 

perceptions and experiences, and the resulting impact on job satisfaction. These insights are consistent with and 

extend prior research in the field of organizational behavior and human resource management. 

One of the dominant themes identified was the critical role of organizational support, particularly management 

commitment, HR policy framework, flexible scheduling, remote work, and workload regulation. Participants 

overwhelmingly pointed to the importance of leadership modeling, policy consistency, and infrastructure as enablers 

of effective WLB practices. This aligns with Eisenberger et al.’s (2001) organizational support theory, which 

suggests that perceived support from the organization enhances employees’ emotional attachment and positive 

evaluations of their work environment. Moreover, Kossek et al. (2011) emphasize that beyond policy presence, the 

implementation climate—especially managerial encouragement—determines actual policy uptake and impact. 

The value of flexible schedules and remote work as core components of perceived balance was particularly 

evident during the COVID-19 pandemic and remains highly relevant in its aftermath. Carnevale and Hatak (2020) 

note that the pandemic has catalyzed a permanent shift in employee expectations, with flexibility emerging as a 

baseline requirement rather than a luxury. In our study, participants who were allowed to shift work hours or engage 

in hybrid models expressed greater autonomy and lower stress levels, contributing to stronger job satisfaction. 

These findings are consistent with research by Allen et al. (2013), who reported that flexible work arrangements are 

significantly correlated with lower work-family conflict and improved morale. 

However, the data also revealed critical gaps in consistency and fairness across departments, echoing earlier 

critiques by Kelly et al. (2014), who argue that WLB policies often suffer from selective application or managerial 

discretion, resulting in perceptions of organizational injustice. This discrepancy can weaken trust and satisfaction, 

even when policies exist on paper. Therefore, equitable implementation and widespread managerial training are 

essential to ensure that formal provisions translate into daily experiences of balance. 

The second major theme emphasized employees’ subjective experience with WLB policies, including how 

these policies influenced mental health, identity, and autonomy. Positive perceptions of WLB policies were linked 

with reduced stress, emotional regulation, and a sense of agency—all of which are foundational to job satisfaction. 

These findings are echoed in the work of Haar et al. (2014), who found that WLB practices significantly predict lower 

levels of burnout and higher psychological well-being across cultures. 

However, participants also voiced concerns regarding role ambiguity, blurred boundaries between work and 

home, and career progression penalties—particularly among women. This supports findings by Lewis et al. 

(2007), who argued that cultural expectations and gender norms often restrict equitable access to WLB benefits. In 

Iranian corporate culture, where traditional norms around presenteeism and masculinity still prevail, these 

challenges are amplified. Our participants reported that requesting flexibility was sometimes interpreted as a lack 

of ambition or commitment—an insight that reflects organizational culture’s mediating role in WLB outcomes (Nazari 

et al., 2017). 

Participants also discussed the mental health benefits of having autonomy over their schedules and the ability 

to step away from work without guilt. This resonates with Greenhaus and Allen (2011), who argue that perceived 

control over work and time is a key predictor of both life satisfaction and organizational loyalty. As such, policies 
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that enhance autonomy—such as self-managed schedules or flexible leave—may serve as important tools not just 

for well-being, but also for retention and performance enhancement. 

The third theme addressed the organizational and psychological outcomes of WLB policy implementation. 

Participants clearly connected supportive WLB environments to positive job attitudes, including engagement, 

retention, organizational commitment, productivity, and morale. These outcomes are extensively supported in 

existing research. For instance, de Menezes and Kelliher (2011) conducted a systematic review that found 

consistent evidence linking flexible work practices to improved employee performance and satisfaction. Similarly, 

Spector (1997) emphasized that job satisfaction is not a single construct but a composite of experiences, 

perceptions, and expectations—all of which are positively influenced by WLB. 

Moreover, employees described how WLB policies enhanced team dynamics and workplace trust, reinforcing 

the idea that supportive organizational environments contribute to collective morale. This reflects the findings of 

Bloom, Kretschmer, and Van Reenen (2009), who argued that human-centered workplace policies not only benefit 

individual workers but also improve overall firm performance. In our study, morale was strongly influenced by 

perceived fairness, transparency, and management empathy—suggesting that relational elements of leadership 

are just as important as structural reforms. 

An important contribution of this study is the emphasis on the cultural embeddedness of WLB experiences. 

While much of the global literature originates from Western contexts, this research adds a Middle Eastern 

perspective, demonstrating that while the benefits of WLB policies are universal, their realization is context-

dependent. For example, in collectivist cultures like Iran, family obligations may be prioritized, but organizational 

norms might still discourage time-off requests or limit women’s career flexibility. These contextual contradictions 

point to the need for culturally adapted interventions. 
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