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Abstract:

Maintaining work-life balance is crucial for female academic employees who juggle multiple roles of
teaching, research, administrative duties, and community engagement. Despite the double burden of
work and personal commitments and conflicting demands, balance helps prevent burnout, supports
mental well-being, and enhances performance and long-term career success. In higher education,
where work-life balance challenges persist, understanding the factors that support female academics to
effectively manage their work and life responsibilities female academics is essential. The paper aims to
identify and analyse the work-life balance factors that contribute to the increased performance of female
academics at a South African higher education institution. This study employed an exploratory research
design and qualitative approach to gain in-depth knowledge of the experiences of the fifteen female
academics at a selected institution of higher education in the Limpopo Province of South Africa.
Convenience sampling was used to select participants, and data were collected through semi-structured
interviews using an interview guide. A gatekeeper’s letter and an ethical clearance certificate obtained
from the university’s ethical consideration committee. The data were analysed using thematic analysis
and presented with tables. The findings revealed that although flexible work arrangements, support
systems and self-care help balance work and personal life responsibilities, effective time management
plays a huge role in maintaining work-life balance and contributes positively to increased performance
of female academics. This study recommends implementing organisational support, flexible work
arrangements and work-life balance policies, as well as women-oriented support to promote work-life

balance and enhance performance.
Keywords:
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Introduction

Work-life balance and the performance of women in the workplace has been a challenge in both
developed and developing countries. Although, many countries have developed and implemented
policies to improve the situation, women continued to face unequal expectations compared to men.
Women are still expected to pursue careers while also carrying primary responsibility for domestic and
caregiving roles. According to Zuhriatusobah et al (2023), work-life balance is a concept that supports
employees' efforts to divide their time and energy between work and other important aspects of their
lives. It is a daily endeavour to make time for family and friends, participation in society, personal growth,
self-care, and other personal activities, in addition to work demands that must also be balanced
(Zuhriatusobah et al., 2023). Past literature indicates that work-life balance positively influences
employee performance, particularly when organisations provide supportive policies that allow
employees to manage work and family roles effectively. Employees value such support, and it is often
reciprocated through higher levels of performance, engagement and productivity (Haerani et al, 2023).
Performance refers to an employee’s ability to accomplish tasks assigned to him or her in an
organisational context (Mondy and Noe, 2015, as cited in Mphahlele, 2021). Performance entails the
result of the quantity and quality of work achieved by an employee in carrying out the responsibilities

they are allocated, which is of concern to the company's superiors.

Since the 1990s, women’s participation in the workforce has increased significantly, driven by higher
education levels and aspirations for self-actualisation (Macaskill & Reidy, 2016, as cited in Ufoaroh et
al, 2023). However, this progress is also affected by the rising expectations in higher education for
female academics to multitask between the double burden of balancing their professional responsibilities
of teaching, research, administration, and community engagement, combined with personal
responsibilities of being mothers, wives and caregivers amongst other things. This intensifies their work-
life balance, affecting performance. Research shows that when employees experience work-life
imbalance, it can negatively affect both individual productivity and organisational outcomes (Soomro et
al. 2018, as cited in Gopalan et al. 2020). Therefore, the paper aims to identify and analyse the work-
life balance factors that contribute to the increased performance of female academics at a South African
higher education institution. The paper first addresses the literature review of the theoretical literature,
followed by the discussion of success factors, and empirical literature regarding work-life balance
success factors and performance. The research methodology is discussed, followed by results and

discussion, as well as conclusion and recommendations.
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Literature Review

This section focuses on theory, factors affecting performance relating to work-life balance and

performance, followed by the empirical literature.
Theoretical Literature

The study applied two theories to explain the challenges regarding work-life balance and performance
of female academics in a selected higher learning institution, namely, the spill-over theory and the job

demand-resource model.
The Spill-over Theory

The study employed the spill-over theory to understand work-life balance. The original developer of this
theory, Wilensky (1960), explained it as a spill-over between the two worlds, namely the world of work
and the world of life, and the significance of maintaining a balance between the two worlds. The theory
was chosen because it relates to the provisions of the variable of interest, work-life balance, and
suggests that experiences and factors outside of work can influence an individual's performance at work.
According to Khateeb (2021), there is an inverse and antithetical relationship between work and non-
work domains known as negative spill-over, implying that negative experiences in one domain will lead
to dissatisfaction and failure in another domain. Work-related moods and attitudes or specific skills and
knowledge are carried from one domain to another, resulting in positive or negative consequences (llies,
Wilson & Wagner, 2009, as cited in Kotera et al., 2020). The root of this theory is that work, and life
compose various domains that could influence each other; thus, the researcher’s resolve to base this

study on the Spill-over theory for the independent variable, work-life balance.
The Job Demand-Resource Model

This model developed by Arnold Bakker and Evangelia Demerouti in late 1990s and published in 2007,
was used to understand performance and also to link work-life balance and performance. This model
argues that job demands, such as workload and resources, such as autonomy or social support, affect
the employee’s well-being and performance (Sarwar, Panatik, Saipol, Sukor & Rusbadrol, 2021). It
regards work-life balance initiatives as resources that can mitigate the negative effects of job demands
and promote engagement and performance. It implies that if there is no means to foster a balance
between work and life of employees, there will be decreased performance, motivation, and engagement.
According to Msuya and Kumar (2022), badly designed jobs with poor flexible work arrangements or
higher job demands, such as work overload and emotional demands, may deplete the mental and
physical resources of the employee, thus leading to exhaustion of energy to perform their job and poor

performance.

WOHLLEBE & ROSS

Discover publication opportunities:
www.wr-publishing.org



https://doi.org/10.51137/wrp.ijarbm.862
http://www.wr-publishing.org/

International Journal of Applied Research in Business and Management (ISSN: 2700-8983)
Volume: 07 Issue: 09 Year: 2026
https://doi.org/10.51137/wrp.ijarbm.862

Planning, Effective Time Management and Performance

Planning and time management basically involve regulating work demands and personal obligations.
This is also crucial for female academics to improve their performance; besides the challenges they face
as mothers and caregivers. Planning is listed as a mechanism for achieving a good work-life balance,
boosting mood while creating a sense of balance and connection (Cooks-Campbell, 2025). This is
achieved by establishing clear objectives and time-bounded tasks to lessen role conflict, enhance task
prioritisation, and maintain sustained performance across both work and personal life domains (Glynn
et al., 2002, as cited in Talukder & Galang, 2021).

According to Binalay and Brobo (2025), setting and prioritising goals is crucial to performance as it
reduces waste, heightens productivity, and promotes organisation. Effective time management can
produce greater personal reward and enhance motivation to develop improved habits, while
simultaneously enhancing work-life harmony in ways that indirectly strengthen workplace culture and
support staff retention (Bixby, 2024). However, that cannot be achieved without employees being
dedicated, committed, and disciplined. Discipline motivates employees to be dedicated both individually
and as a group, and also teaches employees to conform to set rules, practices, and policies, contributing
to good performance. Higher levels of discipline correlate with higher performance (Sinambela, 2018,
as cited in Lubis, Absah & Harahap, 2023).

Flexible Work Arrangements and Performance

Flexible working arrangements (FWA) are defined as employees’ autonomy to decide working hours
and/or place of work (Allen et al. 2015). Employees should work within a less fixed structure that permits
work-sharing, remote working, part-time plans, work shifts, and a reasonable workload. This is justified
by the exclusive purpose of improving an employee's performance and ability to perform the required
tasks (Parilis & Wilp, 2023). The UN System Model Policy on Flexible Work, developed by the Chief
Executives Board for Coordination (CEB), promotes the adoption of an equitable, people-centred
approach offering a range of flexible work options. These entail part-time employment, job sharing, and
flexible hours, and the regulation of modern working practices that counter changing workforce needs
to improve work-life balance, enhance employee well-being, and promote sustainable organisational
functioning (UN, 2021). For the well-being and performance of female employees, organisations should

develop policies concerning FWA and remote work.
Support Systems

A support system is defined as a network of people who provide an individual with practical, physical,
psychological, financial, and instrumental support, and informational support (Merriam-Webster

Dictionary, 2025). In social sciences, especially in human resources, various kinds of support matter.
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For instance, organisational support, such as funding for academics, is essential for women to navigate
persistent gender stereotypes and traditional norms. They continue to face significant barriers to
achieving and maintaining leadership positions, often defined by male standards (Correa et al. 2025).
Jasna and Sasaki (2024) argued that a lack of family support is a primary factor hindering female
employees from achieving work-life balance, as it increases the burden of domestic responsibilities,
limits personal time for self-care and leisure, and exacerbates stress, ultimately affecting their overall
well-being and professional performance. Emotional support, such as encouragement and
understanding, and instrumental support, or practical help with resources from supervisors and
colleagues, plays a crucial role in enhancing work-life balance. This assists employees in managing job
demands, coping with stress, and effectively allocating time between professional and personal life
responsibilities (Uddin et al. 2023).

Self-Care and Performance

Many employees are silently suffering from mental health issues, which negatively affects their
performance. The reality of the workplace conditions is the opposite of self-care encouraged by human
resources and employee assistance practitioners. According to Underdown et al (2022), counselling
strategies assist women in navigating the complexities of balancing work and personal life roles,
enabling them to overcome challenges and achieve a more satisfying and sustainable life. A study
investigating the mediating role of job and personal resources between self-care and psychological well-
being views self-care as an anti-stress mechanism, which research indicates can improve job
performance (Gomez-Borges et al. 2022). By actively engaging in strategies such as relaxation, rest, or
time management, employees can stabilise stress and maintain professional effectiveness and work
performance. Sonnentag et al (2022) argued that participating in daily recovery activities, such as rest,
relaxation, leisure, or disconnecting from work, has immediate benefits for well-being, mood, motivation,
and work performance. Neglecting these recovery needs or missing opportunities to recharge can lead

to decreased well-being, lower motivation, and poorer work performance.
Empirical Literature

A study by Antoshchuk and Gewinner (2020) investigated how female academics from the former Soviet
Union negotiated work-life balance involving twenty-two female academics. The findings show that
females used three strategies to maintain a balance between work and their personal life, namely, family-
oriented, compromise, and career-oriented. A family-oriented strategy was demonstrated by women who
bore children in their twenties. The study denoted that women lower their academic work standards to
meet their family's traditional roles as a wife and a mother. The compromise strategy was demonstrated
by women who bore children in their thirties, as women tried to achieve a ‘golden mean’ by balancing

family life and academic work without compromising their sphere (Antoshchuk & Gewinner, 2020). A
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career-oriented strategy was demonstrated by women who bore children in their late 30s or postponed
childbearing, which implies that women adjusted their family’s plans to fit in with their working
commitments and responsibilities but were less sensitive to the norms of intensive mothering that were
substantially dissolved under the pressure of academic working ethics (Antoshchuk & Gewinner, 2020).
In a study by Irfan et al. (2023), institutions that assist employees as means to aid their work-life balance
through offers such as job sharing, flexible working hours, part-time work, parental leave, compressed
workweeks, telecommuting and a childcare facility on-site experience a higher number of employee
retention, and job satisfaction. This enables them to be committed to their job tasks and eventually

improve their performance.

A study by Budhiraja and Kant (2020) on the challenges of work-life balance for female employees
showed that an organisation can support female employees. They found that it can lead to a successful
work-life balance through strategies, namely: learning the art of managing time; sharing responsibilities
and tasks with family members; communicating disputes and misunderstandings; meditation, exercise
or having a hobby; avoiding focusing on many things simultaneously; and setting a boundary between
work and personal lives. Another study conducted by Kibriya et al. (2021) explored different perceptions
of work-life balance and the coping strategies used by working women to maintain it in the culturally
unique setting of Pakistan. The study revealed that the success factors of work-life balance include
support systems, time and stress management, priorities, and task crafting. The study also suggests
that organisations should implement HR policies and practices that support working women, providing

childcare centres and flexible schedules.
Methods and Data

This paper adopted an exploratory qualitative research design. The qualitative approach employed
allowed for in-depth exploration of participants’ experiences through words and meanings rather than
numerical data. The population from the Faculty of Management and Law of the University of Limpopo,
South Africa, consisted of seventy three female academics, of whom sixteen were Junior or Part-Time
Lecturers, twenty-seven were Lecturers, twenty-two were Senior Lecturers, four were Associate
Professors, and three were Full Professors (Mehlape, 2024). Purposive and convenience sampling were
used to select respondents according to their ranks, specialisation, availability, and accessibility to the
researchers. As a result, fifteen (n=15) female academics representing the ranks mentioned above from

the School of Law, Accountancy, Economics and Management participated in the study.

Data was collected through semi-structured interviews, guided by an interview guide. This data
collection format allowed participants to share their experiences and perspectives in depth while giving
the researcher flexibility to probe further where necessary. Prior to the interviews, participants were

provided with an ethical clearance certificate, a gatekeeper’s letter, and an informed consent form. The
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purpose and background of the study were explained, and participants were asked for permission to
record the sessions. Of the fifteen respondents, eleven consented to audio recording using a cellphone,
while four preferred not to be recorded; in these cases, the researcher took detailed notes during the
interviews. Data were analysed thematically following Braun and Clarke’s (2006) six-phase framework
involving familiarisation with the data, generating initial codes, searching for themes, reviewing themes,
defining, and naming themes, and producing the report. Data were presented using tables. Ethical
clearance was obtained from the university’'s TREC (Turfloop Research Ethics Committee), and

participants provided informed consent before participation.
Results

To achieve the aim of the paper, each respondent was asked to state the success factors they think
helped to achieve work-life balance, which contributed to their increased work performance. The
question was directed only to fifteen female academics, as stated above. However, the results indicate
more than responses because respondents provided several factors, leading to the development of
themes, sub-themes and a higher frequency of responses. The frequency of responses in a qualitative
study helps clarify what proportion of respondents experience a specific issue, highlighting major themes
that peripheral outliers. It allows the research to have a glance at the entire data conveniently. The

frequency of responses is thirty-three, as can be seen in Table 1 below.

Themes Sub-themes Responses per Frequency of
Theme Responses
Flexible Work Arrangements Flexible hours 3
Flexible leaves for all 2
Autonomy and choosing 11

specialisation 2

Reasonable hours and 3
workload

Hybrid arrangements 1

Planning And Time Management Setting targets and 12 3
schedules

Planning and making
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commitments in advance 2

Discipline and dedication 2

Setting and prioritising

short-term goals

2
Proper time management 3
skills

Support Systems Organisational support 3
Family and spousal support 8 3

Supervisory support and
colleague collaboration 2
Self-Care Relaxation to refresh 1
Seeking professional help 2 1

when
overwhelmed
Table 1: Success factors of work-life balance

Planning and time management

Thirty seven percent (n=12) of the respondents mentioned planning and time management as a factor
or theme, which had five subthemes. Of the 37% mentioned above, nine percent stated that setting
targets and schedules, and the other nine percent mentioned proper time management skills as work-
life balance success factors contributing to increased performance of female academics. Another 6%
(n=2) of the respondents mentioned that setting shorter goals and prioritising them was another work-
life balance success factor contributing to increased performance of female academics. Respondent 14
summed this up nicely and said, “Time management skills, setting shorter goals and targets to avoid
pressurising yourself, having a to-do list with dates and duties to do and making sure to prioritise those
that are urgent to eliminate failure, also because setting goals within a specific time sometimes makes
me reach goals easier and earlier’. Six percent of respondents stated that planning and making
contributed to the increased performance of female academics. Respondent 14 said, “If | am in the office
but have an errand, | would start by attending to the errand in advance; otherwise, it will pile my duties,

and | will end up thinking about it and getting distracted”. Two respondents (6%) stated that being
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disciplined and having dedication were subfactors contributing to the increased performance of female
academics. Respondent 12 said, “It is also about how disciplined you are and dedicated to your work;

the honour is really on you”.
Flexible Work Arrangements

It must be noted that 33% (n=11) of the respondents mentioned flexible work arrangement as a work-
life balance success factor contributing to increased performance of female academics at the University
of Limpopo, with five sub-themes. Respondents mentioned the following as flexible work arrangement
subthemes: autonomy and choosing specialisation, flexible hours and reasonable hours and workload,
flexible leave, and hybrid arrangements. Of the 33% mentioned above, three respondents (9%) stated
that flexible hours improved their work-life balance and increased their performance. Respondent 11
said “flexible working hours and being given more time on deadlines”. “l would say choosing hours that
| am more productive at,” said Respondent 3. Three respondents (9%) stated that reasonable workloads
and time were other success factors that contributed to increased performance. “Allow enough and
reasonable time on each task worked for me,” said Respondent 15. Respondent 11 pointed out that,

“Being offered more time, reduction of workload assisted me with work-life balance.”

Flexible leave is another factor mentioned by two respondents (6%). It must be noted that these
respondents were new mothers and temporary staff at the university. Respondent 15 remarked that
being allowed flexible leave would help, as they are strict with leave towards them. While Respondent
7 pointed out that “the institution can allow more leave for new mothers so that they can have more time
with their babies, because leaving your baby with nannies can end up with the baby bonding with the
nanny rather than the mother”. Two respondents (6%) mentioned autonomy and an area of
specialisation, in areas of academic strength. This was about choosing between research and lecturing,
only suggesting that autonomy in task allocation may contribute to a more sustainable work-life balance.
Respondent 3 said, “Some of us like research, and some love the lecturing part. | hate things like
marking, so if | were to choose, | would choose to focus only on research.” Lastly, three percent of the
respondents (n=1) stated that hybrid methods were a work-life balance factor that contributed to
increased performance of female academics. Respondent 6 mentioned that, “being allowed to work
remotely and only come to work at the office when there is a need, such as for contact classes,

committee meetings and consultation.”
Support systems

The third theme, support systems, was mentioned by twenty four percent (n=8) of the respondents.
Same as the other theme above, organisational support, family or spousal support, and supervisory and
colleague support were mentioned as subthemes. Three respondents (9%) mentioned organisational

support as a successful factor of work-life balance. Respondent 5 said: “The university should set funds
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aside for female academics to perform and succeed. Research funding favours men as they are deemed
as the best researchers, so when you compete with these men, funding is a problem as a woman.” Nine
percent of the respondents (n=3) mentioned family and spousal support as a subfactor contributing to
increased performance for female academics. Respondent 13 said, “Support from family is important,
especially from our spouses”. Six Percent (n=2) of respondents stated that supervisory support and
collaboration with colleagues can lead to successful performance for female academics. Respondent

13 said, “Getting help at home, collaboration between employees and assistance from colleagues”.
Self-care

The last theme of this objective, self-care, mentioned by six percent of the respondents, has two
subthemes. They mentioned relaxation to refresh and seeking professional help when overwhelmed at
three percent each. Respondent 15 raised relaxation, “give yourself enough time to rest and relax your
mind, that way you will be more productive”. Respondent 12 said: “seeking professional help when you

get overwhelmed with the workload, prioritise a healthy lifestyle and mental health”.
Discussion

The paper aims to identify and analyse the work-life balance factors that contribute to the increased
performance of female academics at a South African higher education institution. The paper discusses
various themes and subthemes, which are factors and subfactors contributing to the increased
performance of female academics at the University of Limpopo. The findings revealed four main themes,
namely, flexible work arrangements, planning and time management, support system and self-care,
which all had subthemes. Most respondents, at thirty seven percent mentioned planning and time
management as a success factor contributing to the increased performance of female academics. Under
this theme, five subthemes emerged. First, nine percent of the respondents mentioned setting schedules
and targets for work-life balance as a success subfactor contributing to increased performance. This
emphasises the role of planning in regulating work demands and personal commitments through
establishing clear objectives and bounding time to tasks to reduce role conflict, enhance task
prioritisation, and support sustained performance across both work and personal life domains (Talukder
& Galang, 2021). However, this approach may also reveal limitations, as fixed scheduling may fail to
accommodate the shifting and unforeseen demands that arise within the nature of academic and

personal responsibilities.

Second, nine percent of the respondents identified time management skills as a contributing factor,
highlighting its central role in shaping work outcomes. Proper time management functions not merely as
an organisational tool but as a mechanism that structures daily demands, reduces task overload, and
enhances the capacity to meet both professional and personal expectations. The finding is in line with

Bixby (2024), who argued that effective time management may yield greater personal reward and foster
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motivation to cultivate improved habits, while simultaneously enhancing work-life harmony in ways that
indirectly strengthen workplace culture and support staff retention. Third, planning and making
commitments were advocated by six percent (n=2) of the respondents. These approaches are not only
practical but also empowering, giving academics a sense of control over their time and output. Cooks-
Campbell (2025) emphasised that planning is a mechanism for achieving a good work-life balance,

boosting mood, and creating a sense of balance and connection.

Another subtheme revealed in this paper is setting shorter goals and prioritising those that are urgent,
mentioned by six percent of the respondents. This finding aligns with the study of Binalay and Brobo
(2025), which outlined that prioritising and goal setting heighten productivity and reduce waste, enable
employees to organise and set clear goals, and are crucial for enhancing job performance. However,
concentrating primarily on short-term and urgent tasks may restrict broader strategic planning, which
can undermine long-term productivity and limit opportunities for sustained academic development.
Lastly, under the first theme, discipline and dedication were revealed by six percent of the respondents
as personal traits that enhance the effectiveness of planning. Discipline is used to motivate employees
both individually and as a group, and additionally teaches employees to conform to set rules, practices,

and policies contributing to good performance (Lubis et al., 2023).

The findings of the study revealed flexible work arrangements emerged as the second main theme, at
thirty three percent, highlighting their value in aiding work-life balance. Under this theme, five subthemes
were developed. First, nine percent of the respondents mentioned flexible hours as a success factor to
align work with the highest productivity periods. The findings revealed a positive impact on work-life
balance in line with the study by Yildizhan et al. (2023), which investigated the employees' attitudes and
behaviours toward flexible working and the 4-day workweek and the impact on the environment. Second,
six percent of the respondents mentioned flexible leave as a success factor for female academics,
especially for new mothers and temporary staff, and for reducing the emotional strain associated with
being prematurely separated from their children. This indicates that flexibility, when designed inclusively,
is not just a benefit to the organisation but also an emotional and psychological support tool for women

navigating motherhood and academic responsibilities.

Third, six percent of the respondents advocated for autonomy and the area of specialisation. The
autonomy in choosing a speciality in areas of academic strength, mainly about choosing between
researching and lecturing only, may contribute to a more sustainable work-life balance. Such flexibility
reflects an acknowledgement of various disciplines and supports more effective utilisation of academic
talent within higher education institutions. This is echoed by Dey (2024) on job autonomy as a predictor
for work-life balance for employees, which found a significant and positive impact of job autonomy on
work-life balance. The other sub-themes under this category, nine percent of the respondents identified

the need for reasonable hours and workloads, which highlights how firm institutional customs can hinder
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balance and how structural flexibility can help relieve these pressures. Lastly, under this theme, three
percent of the respondents revealed hybrid arrangements as a factor that can help one attain work-life
balance. Parilis and Wilp (2023) argued that employees should operate in a less rigid structure that
allows work-sharing, remote working, part-time plans, work shift, and compressed tasks, which is
justified to have a sole purpose of improving the performance of an employee and the ability to perform

required tasks.

The third theme of the study, support systems, mentioned by twenty four percent of the respondents
had three subthemes. The role of support systems, both personal and professional, enables a healthy
work-life balance. First, nine percent of the respondents mentioned organisational support as a success
factor for female academics’ increased performance and work-life balance. The main issue was access
to research funding and equitable recognition, which was viewed as a determinant of how well female
academics can perform compared to their male counterparts. These findings align with Correa et al.
(2025), where senior academics emphasise that perseverance, networking, and specialisation are
essential for women to navigate persistent gender stereotypes and traditional norms, as they continue
to face significant barriers to achieving and maintaining leadership positions often defined by male

standards.

Second, family and spousal support were also seen as crucial, mentioned by nine percent of the
respondents, echoing the broader literature on gender roles and domestic responsibilities. This aligns
with Jasna and Sasaki's (2024) argument that insufficient family support is one of the key causes of
female employees’ struggle to attain work-life balance. Lastly, under this theme, six percent of the
respondents mentioned supervisory support and colleague collaboration as a success factor of work-
life balance. This finding is in line with Uddin et al.'s (2023) study, which indicated that the emotional
support from colleagues and the emotional and instrumental support from supervisors have a significant
impact on the work-life balance, and also revealed that emotional and helpful support from supervisors

had a more profound effect on the work-life balance than emotional support from colleagues.

The last theme under question one is self-care, at six percent. Under this theme, five percent of the
respondents identified rest, relaxation, and maintaining a healthy lifestyle as a success factor essential
to preventing burnout and sustaining long-term productivity. A study by Gémez-Borges et al. (2022)
sustained that self- care is an anti-stress tool, which research shows can enhance job performance.
Lastly, five percent of the respondents mentioned seeking professional help when the juggling of
managing multiple roles as a female academic gets overwhelming, which is particularly significant in

high-pressure academic settings where mental health is often overlooked or stigmatised.

WOHLLEBE & ROSS

Discover publication opportunities:
www.wr-publishing.org



https://doi.org/10.51137/wrp.ijarbm.862
http://www.wr-publishing.org/

International Journal of Applied Research in Business and Management (ISSN: 2700-8983)
Volume: 07 Issue: 09 Year: 2026
https://doi.org/10.51137/wrp.ijarbm.862

Conclusion

The paper aimed to identify and analyse the work-life balance factors that contribute to the increased
performance of female academics at a South African higher education institution. The findings of the
study revealed that planning and time management, flexible work arrangements, support systems and
self-care were the main work-life balance success factors contributing to increased performance of
female academics at the University of Limpopo. Most female academics mentioned that when planning
and managing time, one should set targets and schedules, plan and make commitments in advance,
set shorter goals and prioritise urgent ones, have proper time management skills and be disciplined and
dedicated as work-life subfactors contributing to increased performance of female academics. With
regard to flexible work arrangements, most respondents mentioned flexible hours, flexible leave,
autonomy and specialisation, reasonable workload and hybrid arrangements as other work-life balance
success factors for female academics. Furthermore, the study revealed organisational support, family
and spousal support, supervisory support and colleague collaboration as the support system factors
contributing to female academics' increased performance. Relaxation and seeking professional help are

other subfactors the study reveals in relation to self-care.

The success factors identified in this paper highlight a complex and multifaceted understanding of how
female academics navigate work-life balance to enhance performance. The findings revealed that
although flexible work arrangements, support systems and self-care help balance work and personal
life responsibilities, effective time management plays a huge role in maintaining work-life balance, which
contributes positively to the performance of female academics. Furthermore, the study revealed that
work-life balance is not a one-size-fits-all process, but a dynamic interaction of personal values,
professional expectations, and social contexts. Finally, the study supports the idea that sustainable
performance among female academics necessitates structural accommodations and personal

strategies that support both their professional goals and personal well-being.

Based on the discussion above, higher education institutions must support female academics in relation
to work-life balance to increase their performance. The results of this study can help develop institutional
policies that provide women-tailored support aiding work-life balance and create an environment where
female academics excel in performance, despite their conflicting work and personal life demands.
Nonetheless, the study is limited to a higher education institution in one of the nine provinces in South
Africa. Therefore, the results cannot be generalised as female academic performance might be affected

by different work-life balance factors in other institutions and provinces.
Theoretical Implications

The following are the theoretical implications of the study. The current study:
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« contributes to the body of knowledge concerning the work-life balance success factors contributing to

increased performance of female academics.

« displays the gap in the support and opportunities provided to female academics, which affects their

work-life balance and performance.

* highlights specific benefits and challenges faced by female academics concerning work-life balance

issues and performance.
Practical Implications
The following are practical recommendations for the higher education institution involved in this study:

* Higher education institutions to provide strong organisational support to assist female academics in

achieving work-life balance and contribute to their performance.

* Develop, implement, and review flexible work arrangement policies, women-oriented support
programmes, and introduce time management initiatives which offer options such as flexible hours,

work-sharing and hybrid working methods to meet the diverse needs of academic staff.

* Higher education institutions must prioritise mental health, self-care, and relaxation, which is essential

to enhance the overall well-being and performance of female academics.

In that way, female academics would reach their potential and their performance would improve, leading

to improved overall organisational performance.
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