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Abstract
The growth in dual income households has risen steadily since the 1950s as we see both
men and women continue to enter the job market. This trend has created a significant
shift in how roles and duties have been shared within the home. Over the last 40 years,
this notable change (the dual-earner couples) in the family structure and the U.S.
workforce has progressively focused attention on the need for workplace policies to assist
employees in balancing work and family life. Making workplaces more family-friendly
has potential benefits for both employees and employers, but research findings are mixed
about the take-up rate of such benefits and the outcomes for improving work-family
balance (Baxter & Chesters, 2011). There is a new generation of fathers who are more
involved, more nurturing, and more present in their children’s lives (Burnett, Gatrell,
Cooper, & Sparrow, 2011; Gregory & Milner, 2011a). This qualitative study explored
how access to and use of family-friendly workplace policies influence the work-family
enrichment of fathers within dual-career families. Using a multiple-case study research
design this study collected data through semi-structured interviews, field notes and
company records pertaining to fathers in dual-career families working full-time in familyfriendly firms. The data analysis revealed several themes regarding the work-family
interface of working fathers. These themes included: (a) Fathers in the workplace, (b)
Family involvement, (c) Managing dual roles, and (d) Need for support. The insight
gathered from this study not only adds to previous research on work-family enrichment,
but it substantiates the need for continued support for work-life integration in
organizations, as much more is desired to meet the unique challenges of working parents,
including fathers.
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CHAPTER 1
INTRODUCTION
This chapter introduces the research topic, work-family enrichment, by providing
information regarding family-friendly policies and how its application by working fathers
impacts their work-family interface. The purpose of the study and the research question,
are described as well as the rationale justifies the importance of this study. Common
terms and concepts are operationally defined to provide the reader with sufficient clarity
to understand the research.
Background to the Problem
Prior to the 1980s, a widely shared "work-family dichotomy," was based on rigid
and demanding workplace requirements with no allowances for family obligations. The
situation, was pervasive largely because men comprised the majority of the workforce.
They provided their family with the economic means while most wives stayed at home to
care for family responsibilities and support their husbands' careers (Harrington, Van
Deusen, Fraone, & Mazar, 2015). These traditional gender role norms that associate men
with organizational life and women with family life continue to filter through
organizations, with expectations of the ideal worker as one who is unencumbered by
obligations outside the workplace (Mescher, Benschop, & Doorewaard, 2010; Williams,
2010). In the past 35 years, the family structure has changed significantly, and the
workforce has undergone a demographic change, reducing the share of male workers
with this traditional support system to a minority while raising to majority status a wide
variety of "nontraditional" employees (women, the disabled, the elderly, students, and
men with family responsibilities). The ensuing results are conflicts between rigid work

1

demands and personal or family needs and responsibilities (Harrington, Van Deusen, &
Fraone, 2013). The number of "traditional families" has declined from more than 45% in
1975, to just over 31% (U.S. Bureau of Labor Statistics, 2013) and this traditional family
structure has been replaced mainly by dual-career couples and single parent headed
households where the single parent is employed (Harrington, Van Deusen, & Humberd,
2011). In 2015, there were 48% dual-career couples; among dual-career couples with
children, there were 60.6% dual-career families; and among 92.7% of all employed men
with children under age 18, 86.7% of these men were married fathers (U.S. Bureau of
Labor Statistics, 2015b).
The migration of women into the general workforce and previously unoccupied
roles, led to the historical evolution of the work-life concept and the development of
organizational programs to help balance personal responsibilities with those of work
(Simon, 2011). Globalization, technological advances, competitive forces, changing
family structure, demographic shifts, increasing percentages of working women and dualcareer couples are some of the factors that have transformed work-family interactions in
emerging economies (Baek, Kelly, & Jang, 2012; Dunn & O'Brien, 2013; Kheng &
Mahmood, 2013). Companies began to pay attention to the potential stress involved in
achieving and maintaining an optimal balance, and how that stress might compromise
attention and workflow (Simon, 2011). Governments, as well as employers, trade unions
and the public at large increasingly realized that many families encountered difficulties
balancing work and care needs of their dependents. It was no longer unusual for
companies to offer childcare and/or elder care assistance; employee assistance programs;
maternity and adoptive leave; flexible work arrangements, and the like in an effort to
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increase employee satisfaction. Although these policies were available to male
employees, they were primarily utilized by their female counterparts and the assumption
in much of the work-life literature is that women are more challenged than men in their
efforts to balance roles (Unick, 2013).
Generation X and Generation Y male employees are bringing new expectations
for fatherhood into the workplace (Galinsky, Aumann, & Bond, 2011). More fathers are
raising kids on their own and men want to be more involved in their families and play a
larger role in child care and domestic affairs (Harrington, Van Deusen, Fraone, & Mazar,
2015). In 2014, 16% of single parents were men of which 9% had three or more children
younger than 18 in the household (U.S. Census Bureau, 2014). A study conducted by
Boston College Center for Work Family (2011), found that 77% of fathers wanted to
spend more time with their children on an average workday (Harrington et al., 2011).
The Bureau of Labor Statistics’ American Time Use Survey 2014 results, reported an
increase in the number of hours men were spending on both child care and domestic
labor. In 1965, fathers spent 4.4 hours per week on housework and 2.5 hours per week on
child care. In 2014 those numbers increased with fathers reported spending 9.5 hours per
week on housework and 12.2 hours per week on child care (U.S. Department of Labor
Bureau of Labor Statistics, 2015a).
Employers were slow to recognize men's role as caregivers. According to Weber
and Lublin (2014), this new expectation will have to challenge an assumption their
female colleagues have faced for years, being both an engaged parent and a stellar
performer is unachievable.
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Statement of the Problem
In 2016, the U.S. Census Bureau reported there were approximately 24.7 million
fathers in the United States alone who were part of married-couple families with children
younger than 18. Of these married fathers, 60.6% also had employed spouses. A 2011
study found that a majority of fathers, especially those under 40, are moving away from
the traditional "breadwinner" role and seeing themselves as being more involved in child
care and domestic responsibilities (Harrington et al., 2015).
With many of today’s fathers in dual-career families adopting non-traditional
roles, it is possible that they encounter great difficulties in balancing work and family
life. Families and Work Institute (2011) in their revised publication of the 2008 National
Study of the Changing Workforce indicated that fathers in dual-earner couples with
children under 18, felt significantly greater work-life conflict than mothers and this level
of conflict was increasing progressively (Galinsky et al., 2011). Increased social pressure
to be active and engaged parents means more men now face similar types of competing
demands as women.
Most of the research focus on work-life balance, is on the traditional view of a
female-oriented entitlement with much of the writings on family-friendly workplace
policies and programs that women would find of value. The perspectives of working
fathers in the context of family-friendly workplace policies and work-family enrichment
have not garnered much attention. Yet such a focus is important given the increasing
number of men who identify themselves as family-focused workers. While companies
may have family-friendly policies in place to assist employees of both genders, is it
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possible that an increasing number of working fathers may benefit from them as well?
This was the focus of this study.
Purpose of Study
The purpose of this study was to provide a richer understanding of fathers in dualcareer families’ perspectives on the availability and use of family-friendly workplace
policies as these men embrace their role as family-focused workers. An in-depth review
of literature on organizational behavior and fathers led to many misconceptions,
including outdated workplace assumptions about the care giving roles of fathers, and
employer work-family programs targeted, explicitly or implicitly, at women (Casper,
Eby, Bordeaux, Lockwood, & Lambert, 2007; Harrington et al., 2015). Earlier literature
undervalued some of the struggles and joys of working fathers as they embraced their
roles as breadwinners and caregivers. Accordingly, this study sought to evaluate the
effects of work-family policies on role strain and work-family enrichment of working
fathers. In an attempt to fill the gap in the existing literature, this study took this factor
into account and proposed continued organizational support for managing work and
family roles.
Research Questions
This research sought to highlight the experiences of fathers in dual-career families
navigating family-friendly workplace policies and its influence on work-family
enrichment. Any scientific inquiry, regardless of the researcher's methodological
leanings, should begin with an informed question (Tetnowski, 2015). Two research
questions guided this study:
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1. How fathers in dual-career families describe their experiences navigating
family-friendly workplace policies? and
2. How do these experiences influence their work-family enrichment?
Additionally, the researcher employed the following four sub-questions to further
explore the phenomenon:
1. How do working fathers describe their work-family interface?
2. What environmental or personal constructs impact fathers as family-focused
workers?
3. How do family-friendly workplace policies impact fathers' work-family
enrichment related decisions?
4. How would fathers describe their organizational culture towards a familyfocused worker?
Conceptualization - Terms and Definitions
The following terms were defined as they were used in this study.
Dual-Career Family defined as "one in which both heads of household pursue
careers at the same time maintain a family life together" (Rapoport & Rapoport, 1969, pp.
3-30).
Family-Friendly Policies - "Programs sponsored by an organization designed to
help employees balance work and family roles. Including but not limited to health or
stress management programs; Family and Medical Leave Act; alternative work
arrangements; and dependent care support" (Grandey, 2001, pp. 145-173).
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Work-Life Balance - "the relationship between an individual's quality of work
life and their overall sense of well-being or quality of life" (Guest, 2002, pp. 255-279).
Work-Family Conflict - "An incompatibility between the work and family roles"
(Greenhaus & Beutell, 1985, pp. 76-88).
Work-Family Enrichment - "The extent to which experiences in one role
improve the quality of life, namely performance or affect, in the other role" (Greenhaus
& Powell, 2006, pp. 72-92).
Work-Family Interface - "A process whereby one's functioning and behavior in
one domain is influenced by quantitative and qualitative demands and resources from the
other domain" (Demerouti, Bakker, & Voydanoff, 2010, pp.128-149).
Working Father is defined as “a man living with one or more children (adopted
or biological) engaged in full time employment” (Hill, 2005, pp.793-819).
Core Issue Central to Human Resource Development
The realization of work-family balance continues to be the mythical quality
standard for individuals in the workforce, and the organizations that employ them
(McMillan, Morris, & Atchley, 2008). According to Jamal and Muhammad (2012), if
some workers are not satisfied with their jobs, management, working conditions, or work
culture, they may not provide their customers with quality services which may impact the
organization's productivity.
Traditionally, work-life issues have fallen under the purview of Human Resource
Management (HRM), although Swanson and Holton (2009) contend that one of the
functions of Human Resources Development (HRD), organizational development,
7

involves changing the organization's processes to improve performance. Work-life
balance is therefore, at the core of issues central to the field of HRD whose professionals
have a foundation upon which to begin creating strategies that contribute to
organizational goals by helping workers achieve work-life balance (Grzywacz & Carlson,
2007). As is the case with this researcher, there was a need for HRD researchers to
continue conducting research, documenting progress, measuring accomplishment,
securing management support and tracking efficiency and effectiveness of work-life
interventions (McMillan et al., 2008).
Theoretical Framework
This research was guided by the work-family enrichment model developed by
Greenhaus and Powell (2006). The work-family enrichment model offers the broadest
conceptualization of the positive side of the work-family interface (McNall, Nicklin, &
Masuda, 2010) as it measures the extent certain resources gained from an individual’s
work life can improve that person’s family life. It also measures the extent resources
gained from family life improve the work life in turn. The model consists of two main
components that outline the theoretical framework of work-family enrichment: (1)
the resources generated in work and family roles, and (2) the paths that promote workfamily enrichment in each role (Greenhaus & Powell, 2006).
Greenhaus and Powell (2006) summarized five types of work-family resources
they defined as assets individuals can depend on for problem-solving and coping with
challenges: Skills (task-related cognitive skills or interpersonal, coping and multi-tasking
skills) and Perspectives (allow individuals to look at problems or situation from different
viewpoints); Psychological and Physical Resources (self-efficacy, self-esteem, optimism,
8

hope, physical health); Social Capital (information and influence derived from social
exchanges); Flexibility (degree of freedom to determine how to perform work role
requirements); and Material Resources (money and gifts obtained from work and family
roles).
According to Greenhaus and Powell's model (Figure 1), enrichment occurs when
resources gained from one role (Role A) either directly improve performance in the other
role (Role B) referred to as the instrumental path, or indirectly through their influence on
positive affect referred to as the affective path.

Figure 1. Model of Work-Family Enrichment.

Source: Greenhaus and Powell (2006).
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The theoretical framework for work-family enrichment focuses on the generation
and application of resources gained through participation in work and family roles that,
when applied, result in improved performance or positive affect (mood) in the other role
(Carlson, Kacmar, Wayne, & Grzywacz, 2006). Drawing on the work-family enrichment
model, this study exemplified the resources (family-friendly policies and a supportive
environment) available to working fathers and its influence on their respective paths
(work-family enrichment).
Significance of the Study
The increased interest in work-life balance remains influenced by concerns that
work-life imbalance has implications for employee attitudes, behaviors, wellbeing as well
as organizational effectiveness (Eby et al., 2005; Lu & Kao, 2013; Singh, 2010).
Critically, it can be argued that satisfaction in life will enhance job satisfaction, which
could lead to better and improved individual and organizational performances (Rashid,
Nordin, Omar, & Ismail, 2011a). Organizations must devote attention to the relationships
between the work and family domains and how these two domains impact on other
elements such as quality of life or job satisfaction (Rashid, Nordin, Omar, & Ismail,
2011b). This has caused organizations to introduce interventions to help employees
manage the competing demands of work and family lives while being productive at the
work place. Researchers (Allen, 2001; Aryee, Chu, Kim, & Ryu, 2012; Cook, 2009; Haar
& Roche, 2010) have indicated that when employees perceive their employer as more
family supportive because of family-friendly policies and programs offered, they report
affective commitment, fewer turnover intentions, greater job satisfaction, less job
burnout, and less work-to-family conflict (Wayne, Casper, Matthews, & Allen, 2013). In-
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depth review of the organizational behavior literature and research on working fathers
highlighted the many misconceptions; perhaps the most troubling is that fathers' voices
have often been absent from, or perhaps even seen as irrelevant to, work-family
conversations (Harrington et al., 2015). There is a need to expand current literature on the
positive side of the work-family interface (De Klerk, Nel, Hill, & Koekemoer, 2013) and
the work-family conflict concerns of fathers in dual-career families. It is essential to
understand the benefits of experiences and resources gained in the individual's work and
family roles (De Klerk et al., 2013). Such understanding will enable individuals to
become aware of resources that are gained and assist them in using those resources within
the work and family domains. This in turn will lead to improved functioning in both
domains and greater satisfaction with life in general. This study was important as it
uncovered structural changes that are useful for enhancing work-family enrichment
among working fathers and developing additional strategies for managing work-life
balance. Adding to the knowledge base of HRD, this study contributed to the effective
practice of organizational improvement through further understanding thus providing the
foundation for developing, achieving and sustaining effective strategies for work-family
enrichment.
Organization of the Study
This study was organized into five chapters. Chapter one presented the research
area by discussing the scope of the problem, purpose and rationale of the study, research
question, theoretical framework, operational definition of terms, and the overall
organization of the study. Chapter two consisted of a literature review which addressed
the research questions and highlighted the gap in the study area. Chapter three described
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an overview of the qualitative methodology to be used in this research project including
the sampling and data collection procedures and the methods that will be used to analyze
the data. Chapter four included the results of the study. Chapter five discussed and
interpreted the results and the implications for future research in the field of Human
Resource Development.
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CHAPTER 2
LITERATURE REVIEW
Introduction
This chapter contains a review of the literature related to factors that contribute to
work-family enrichment amongst fathers in dual-career families, as well as influence use
and access to family-friendly workplace policies. Four specific subject areas influenced
the research question and acted as search terms: working fathers, family-friendly
workplace policies, work -life balance and work-family enrichment. The researcher then
used these keywords to access the literature from academic databases at the Barry
University Library. Some of these databases included: ABI/INFORM Global, Emerald
Management Journals, ProQuest and PsycINFO. Overall, 90% of the literature reviewed
were peer reviewed and published between 2010 and 2016. The remaining 10% included
books, non-peer reviewed articles and peer reviewed articles published before 2010
which the researcher deemed as seminal works in the field of human resource
development, work-family balance and work-family enrichment. Reviewing and
exploring existing literature on working fathers in the context of dual-career families,
family-friendly workplace policies and work-family enrichment helped to create the
framework for this research study and this will also be examined in detail.
Work-Life Balance
The issue of work-life balance was brought to the forefront in the 1960s and
1970s by working mothers in the United Kingdom (Malik, Saleem, & Ahmad, 2010). The
literature on the work-life balance construct appeared more or less around the same time
during the 1960s along with research on the relationship and conflict between paid work
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and family (Cookson, 2016; Rapoport & Rapoport, 1965). A decade later, the term worklife balance appeared in the discourse (Kossek Lewis, & Hammer, 2012). In the 1980s
the U.S. Department of Labor led the discussion on work-life balance, which resulted in
global acknowledgement by human resources department in the 1990s (Malik et al.,
2010). The literature on the topic, while quite broad, characterized work-life balance as
multifaceted, operating on many different levels, incorporating qualitative and
quantitative aspects (Brough et al., 2014; Moen, Holson, Milkman, & Williams, 2015).
Although there is no singular definition of the term, many accept Guest’s (2002)
definition of work-life balance as the relationship between an individual’s quality of work
life and their overall sense of well-being or quality of life as a foundation for discussion
(Cookson, 2016).
Work-life balance refers to how people allocate time between their jobs and other
pursuits, such as family, hobbies, and community involvement (Naithani, 2010). The
concept is not only about families, childcare or eldercare, nor is it about working less
(Macinnes, 2002), rather it encompasses multiple roles outside family life e.g.
community, leisure and religious roles, in which an individual engages (Frone, 2003).
The constituent attributes of work-life balance are complex and incorporates a number of
features that includes the time spent at work, the volume of work, organizational
expectations, the workplace culture, job satisfaction and life outside work that may
involve caring responsibilities, hobbies, sports interests and public office/voluntary roles
(Watts, 2009). It is also about working smart; about being fresh enough to work
efficiently and be able to spend quality time at home, without jeopardizing one for
another. For many workers the issue of work-life balance is increasingly connected to
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caring responsibilities, for children and older family members, although the expectation
persists that it will be women who adapt their work to accommodate these responsibilities
(Levin-Epstein, 2006; Thompson, 2001).
Work-life balance is a broadly investigated phenomenon in organizational
literature where researchers have pinpointed a variety of ways in which work and private
life affect each other (Mordi & Ojo, 2011). According to Eby, Maher, and Butts (2010)
having a balance meant ensuring that work and family experiences were not in conflict,
although numerous researchers conceptualized work and family domains as conflicting
spheres (Ahmad & Muhammad Tahir, 2011; Aiswarya & Ramasundaram, 2012; Baral &
Bhargava, 2011a; Bianchi, Robinson, & Milkie, 2010; Boushey, 2011). Ahmad and Omar
(2013) provided results from a study that indicated individuals who experienced negative
effects from the interface between home and work had higher levels of stress and
increased turnover intentions. The psychological impact of juggling work and care
taking roles and fitting in a complete range of duties was often stressful and sometimes
overwhelming (Watts, 2009). Work-family conflict was a significant predictor of job
satisfaction, turnover intention and absenteeism due to sickness (Farquharson, Allan,
Johnston, Johnston, Choudhary, & Jones, 2012). The juggling of work, leisure, and
family priorities was increasingly seen as a struggle for both men and women (Doble &
Supriya, 2010), with key decision points arising at junctures when demands compete.
The ongoing struggle between employees and employers regarding work-life balance
occurs when both parties fail to understand the reciprocal benefit of work-life balance
(Kumar & Chakraborty, 2013).
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Finding a balance between career and personal life is a challenge for people in
every field of work; it is also a significant concern for organizations (Noor, 2011).
Although some organizations attempt innovative approaches to improve the work-life
balance of their workers, it still depends on how individuals change their procedures,
mindsets, principles and insights to fit with their professional life (Sandhya, Choudary,
Kumar, & Reddy, 2011; Sonnentag, Mojza, Demerouti, & Bakker, 2012). A common
dilemma for many people is the way they manage all the competing demands in work and
life and avoid letting any negative effects of work spill over into their personal lives.
Large proportions of employees at all career stages report that they experience challenges
or conflicts as they attempt to fulfill the responsibilities of both home and work (Mac
Dermid, Matz-Costa, & Pitt-Catsouphes, 2007).
Historically there has been a gender component to work-life balance; until
recently, women in the workplace were commonly seen as caregivers and men as career
workers (Halrynjo, 2009). These attitudes still exist, although they are no longer the
dominant view (Williams, 2010). Over the last 30 years, fathers' roles have been
changing from that of primary breadwinner, with economic provision as a focus, to a
more caring role, where fathers are expected to be more involved in childcare (Harrington
et al., 2013). Men are beginning to feel the effects of assuming greater responsibilities for
family work by experiencing more conflict, and men and women in dual-earner families
especially are facing challenges in managing the day-to-day realities of their lives in a
highly pressured 24/7 work environment (Galinsky et al., 2011; Harrington et al., 2105).
The U.S. workforce is comprised more equally of men and women than in the
past. In 2011, 58.1% of women between the age of 20 to 64 were in the labor force
16

compared to 38% in 1970 (U.S. Department of Labor Bureau of Labor Statistics, 2013).
As women are increasingly occupying roles in the employment market, dual-earner
couples are more likely to share household, childcare and eldercare responsibilities
(Harrington et al., 2015). Men are as vulnerable as women to the challenges of fulfilling
the demands of work, and parental or filial responsibilities without the disruption from
each other. Demographic changes as seen in the increasing number of women in the
workplace and dual-career families have generated an increasingly diverse workforce and
a greater need of employees to balance their work and non-work lives (Baral &
Bhargava, 2011a).
The changing face of the workforce has resulted in an increased amount of
research focused on how people manage the demands of both work and family. Past
research shows that a healthy work-life balance positively affects job satisfaction, job
performance and ethical decision-making (Smith et al., 2011). Many authors predicted
the increasing importance of work-life balance, given the interest in a balance between
career and other aspects of life by the millennial generation (Moriarity, Brown, &
Schultz, 2014). Extant studies on work-family interaction have supported both negative
and positive outcomes (Mishra, 2015). Positive indicators of balance have been
associated with greater employee commitment, job satisfaction, and organizational
citizenship behavior while negative indicators of balance have been linked to greater
turnover intentions, voluntary turnover, sickness, and absenteeism (Mishra, 2015).
Work-Family Enrichment
Increasingly, research on the work-family interface shows that positive aspects
can emerge from the interaction of the two roles (Balmforth & Gardner, 2006; Hakanen,
17

Peeters, & Perhoniemi, 2011; Lu, 2011). The seminal work on positive aspects of role
accumulation was conducted in response to the existing assumption that participating in
multiple roles always leads to negative outcomes for the individual due to increased role
strain and role overload (Sieber, 1974). Sieber (1974) noted that rewards from role
participation may outweigh the burdens experienced from taking part in multiple roles.
Marks (1977) proposed that multiple role participation has the potential to create energy.
He suggested this in opposition to existing theories of multiple roles which focused
exclusively on energy drain and strain. Many of the current literature highlight the
perspective that participation in some roles created energy that can be used to enhance
experiences in other roles. This phenomenon has been described variously as positive
spillover, that is, experiences in one domain are transferred to another (Hanson, Hammer,
& Colton, 2006; work-family facilitation, that is, engagement in one domain yields gains
that enhance the functioning of another domain (Carlson, Kacmar, Wayne, & Grzywacz,
2007); and work-family enrichment, which refers to experiences in one role that improve
the quality of life in the other (Greenhaus & Powell, 2006). Throughout the literature
these constructs have been used interchangeably to describe the positive association
between work and family (Carlson et al., 2006; Frone, 2003).
This research study focused on the work-family enrichment construct founded on
sociological research that examined positive outcomes resulting from role accumulation,
which entails participating in multiple roles (Greenhaus & Powell, 2006). Work‐family
enrichment is considered one of the significant dimensions of work‐life balance (Baral &
Bhargava, 2011b) and occurs when resources gained in one role either directly improve
performance in the other role (instrumental) or indirectly through the influence on
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positive affect (affective) (Carlson et al., 2006). Greenhaus and Powell's (2006) theory of
work-family enrichment aims to provide a more complete understanding of the positive
outcomes associated with having work and family roles. While there have been other
concepts and theories (work-family positive spillover, work-family facilitation, resource
enrichment, and role enhancement) that have addressed the positive outcomes of
managing work and family roles, work-family enrichment allows for a consistent
framework within which the intersection of work and family roles can be viewed (Chen
& Shein, 2011).
Like work-family conflict, work-family enrichment is considered bidirectional
such that work-to-family enrichment (WFE) occurs when work experiences improve
family life and family-to-work enrichment (FWE) is present when positive family
experiences transfer to improve work life (Greenhaus & Powell, 2006). Greenhaus and
Powell (2006) hypothesized that psychological, physical and social capital resources
generated in one role can improve the quality of life in another role. For example, if a
male worker receives a great deal of support from family and community members, he
may experience an improved quality of life in his work role. Greenhaus and Powell
(2006) further hypothesized that performance and positive affect could be potential
outcomes of work/family enrichment. Two steps are required for enrichment to occur
(Carlson et al., 2006), 1) the resource must transfer from one role to another, and 2) the
individual must successfully apply the resource to the second role so that performance is
improved, or greater positive affect is experienced.
Researchers examined the theoretical propositions advanced by Greenhaus and
Powell. A meta-analysis of work-family enrichment research showed that both

19

work‐to‐family enrichment and family‐to‐work enrichment positively related to
individual's mental and physical health, job satisfaction, affective commitment, and
family satisfaction (McNall et al., 2010). In another meta-analysis of work-family
conflict and enrichment studies, Shockley and Singla (2011) found that work-to-family
enrichment may relate more to satisfaction for women than for men. These findings were
also consistent with the results of a recent meta-analysis study conducted by Dunn and
O'Brien (2013) of dual-career couples. Dunn and O'Brien highlighted the fact that further
studies needed to examine the extent to which other resources generated at work
influenced other aspects of family functioning. At this time, the relationship between
work-family enrichment and satisfaction among men has not been examined extensively
in the literature.
Family-Friendly Policies
In the 1980s, work-family or family-friendly policies were introduced in response
to the changing nature of work (Kossek et al., 2012). Glass and Finley (2002) identified
three categories of work-family policies created to assist employees in balancing their
work and family lives; that is, parental leave, alternative work arrangements and
employer supported child-care. Changing demographics, competition, globalization, and
technological development has influenced the development of work-life programs
(Caillier, 2012). The world has evolved since work-life programs first emerged, requiring
employers to further mainstream work-life initiatives to respond to new societal changes
ranging from economic to environmental and from health to technological (Kossek et al.,
2012).
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With the increased focus on balancing multiple life roles and managing the
boundary between work and family, organizations began providing flexible work
arrangements: on-site childcare, elder care assistance, employee assistance programs,
maternity and adoptive leave, work-family seminars, resource centers, and support
groups, concierge services and so forth as tools to improve their workforce (Kossek,
Baltes, & Matthews, 2011). The ways in which a company helps the employee with their
work-life balance, such as the availability of flexible leave policies or generous benefits
to promote wellness, can serve as ways to promote longevity and retention (Unick, 2013).
Employees that can better manage both work and family should be more satisfied, which
in turn, can result in higher productivity, job satisfaction, commitment, job retention, and
organizational loyalty (Ngari & Mukururi, 2014).
There is commonality in the literature that suggests family-friendly policies
provide employees with choices that can meet the demands of family and work, as well
as explain that effective work-life programs such as flexible work schedules, compressed
work weeks, telecommuting, job sharing, and onsite child care facilities provide benefits
to both the employer and the employee. Flexible work arrangements have demonstrated
positive outcomes associated with their implementation, including increased employee
productivity, increases in the attractiveness of an organization to potential candidates, and
decreased turnover (Sharafizad, Paull, & Omari, 2011). Flexible working arrangements
have been the answer to the need to work in the 24/7 global work environment.
Employees are allowed to work odd hours from various locations, including home
(Smeaton & Knight, 2014). Flextime and telecommuting are the two types of flexible
work arrangements most prevalent in the literature. Flextime is the practice of offering
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employees the ability to choose their own working hours within a framework established
by the organization (Thompson, Payne, & Taylor, 2015). This practice is common in the
United States, with the Society for Human Resource Management (2012) reporting that
53% of workplaces offer some form of this arrangement. Telecommuting is the practice
of allowing an employee to work in a manner that reduces or eliminates a physical
commute to their place of employment, clogging employees parking lots, and driving up
real estate costs for the organization (Raghuram & Fang, 2014). Employers offer
telecommuting at a higher rate than flextime, with the Society for Human Resource
Management (2012) reporting that 57% of employers offer it to employees. Another form
of flexible work arrangement, though less common is compressed workweek,
characterized by the 4-10 workweek, which means four days working for 10 hours.
Compressed workweek was used to support arguments for less operating cost, less strain
on employees and reduced environmental issues (Bird, 2010).
Many organizations have developed initiatives over the years and their success
has been chronicled, but which work-life policies and benefits have employers adopted?
The 2014 National Study of Employers conducted by the Work Family Institute reported
the following statistics for employers with 50 or more employees:
•

74% offer gradual return to work after childbirth/adoption;

•

67% allow their employees to occasionally work some of their regular
paid hours at home;

•

82% offer time off for important family or personal needs without loss of
pay;
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•

78% of employers provide Employee Assistance Programs to help
employees deal with personal/family problems and pressures;

•

98% of employers provide health care coverage for full time employees
with 97% extended to family members; and

•

61% offer Dependent Care Assistance Plans that help employees pay for
child care with pretax dollars (Matos & Galinsky, 2014).

Companies in the United States have started to promote more drastic and allencompassing measures to promote work-life balance. According to Forbes (2014),
Colgate-Palmolive’s career page touted its commitment to encouraging a healthy balance
between work and personal responsibilities and considerations like nearby childcare
centers, emergency in-home care for dependents; tuition assistance, health, legal and
financial counseling services, and relocation assistance feature prominently in an outline
of employee compensation and benefits. SC Johnson & Son has a bevy of work-family
benefits that offer flexibility and support to help maintain a healthy work-life balance or
integration including flexible work arrangements, compressed work weeks, generous
maternity, paternity and adoption leave, paid sabbaticals, concierge services, health and
fitness programs, onsite childcare or care vouchers. Companies like Intel, and Johnson &
Johnson have increased their parental leave policies to allow for bonding time for both
mothers and fathers. Other companies that have never offered paid paternity leave are
now considering adding this as a benefit to meet the expectations of today's new fathers
and to demonstrate a commitment to gender equality (Harrington et al., 2015).
Families and Work Institute’s (2011) revised publication of the 2008 National
Study of the Changing Workforce found that employees with more access to flexible
work arrangements are more committed to their current employers, more loyal and
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willing to work harder than required to help their employers succeed (Galinsky et al.,
2011). Several studies suggested a positive relationship between flexible work
arrangements and reduced stress, decreased negative spillover from work to family,
greater work-family balance, less work-family conflict, and enhanced physical and/or
mental well-being (Almer & Kaplan, 2002; Bond, Thompson, Galinsky, & Prottas, 2002;
Casey & Chase, 2004).
A vast amount of research has focused on the general topic of work-life balance
including flexible schedules, telecommuting and job sharing; however, very limited
research has been directed toward how working fathers have utilized these familyfriendly policies in support of their work-family enrichment.
Family-Friendly Work Environment
Any efforts towards use of successful work-life policies, must have a supportive
work-life culture within the organization. In general, research reveals that measures of
work, family, individual resources and support are associated with less work-family
conflict and enhanced work, family, and individual well-being. A supportive worklife culture has been defined as the shared assumptions, beliefs and values regarding the
extent to which organizations value and support the integration of work and family lives,
for women and men (Lewis & Dyer, 2002).
Authors from a variety of disciplines state that the nature of an individual's work
environment can directly affect both employee productivity and organizational
productivity (Bloom, Liang, Roberts, & Ying, 2015; Cottini, 2012; Robone, Jones, &
Rice, 2011). Kossek, Pichler, Bodner, and Hammer (2011) employed a meta-analysis
approach to study work-family interference and its relationship with work-family culture
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and well-being and found several significant relationships. They discovered that
supportive work-family cultures increased employee engagement and reduced the
likelihood of employee burnout. Employers with supportive work-family cultures have
employees who are more engaged and less likely to experience burnout (Leary et al.,
2013). Employee performance is higher in organizations that actively promote work-life
balance (Bloom et al., 2015). These organizations also have employees with lower
absenteeism rates attributable to illness (Thriveni, 2012). There is consensus in the
literature that organizations perform at optimal levels when they provide employees with
job conditions that allow for the fulfillment of their psychological and social needs
(Mosadeghrad, Ferlie, & Rosenberg, 2011).
Facilitating work-life balance is regarded as a critical factor in employee-friendly
work environments. Helping employees to better balance their work and family lives may
be a powerful leverage point for companies promoting individual and organizational
effectiveness (Grzywacz & Carlson, 2007). Companies that offer programs, such as
flexible-work arrangement and facilitate work-life balance are held in high regard
(Blazovich, Smith, & Smith 2014; Gilbert, 2011; Kanter, 2012; Smith, 2010; Smith,
Smith, & Brower, 2011). Others are recognized for their efforts to provide work-life
balance and establish worker-friendliness (Blazovich et al., 2014). Blazovich et al. (2014)
shared examples of companies garnering public recognition through online magazines
and platforms such as Working Mother's '100 Best Companies', Fortune Magazine's ‘100
Best Companies to Work For’, and more recently, Fatherly's '50 Best Places to Work for
New Dads' has given similar accolades to companies that best support working fathers by
adapting to the evolving demands of male employees today. With their policies, programs
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and practices, these companies lead the way by providing a minimum of one week paid
paternity leave, child care support, adoption and family planning benefits, job security,
company growth, flextime policies and a corporate culture that promotes work-life
integration (Blazovich et al., 2014).
Obstacles to utilizing family-friendly benefits.
Although some policies and programs that favor work-life balance are available,
some workers may not take advantage of these opportunities for a variety of reasons
(Booth & Matthews, 2012). Working fathers face some obstacles in taking advantage of
the gains made recently to improve the family-friendliness of the corporate environment.
Some want to become more involved at home, but it is much harder for men to utilize
family-friendly policies over an extended period (O’Conner, 2005). McDonald, Brown,
and Bradley (2005) identified five key dimensions of culture necessary to sustain worklife programs: (a) career consequences, (b) co-worker support, (c) manager support, (d)
organizational time expectations, and (e) non-gendered perceptions of policy use. Several
explanations have been proposed to explain why men do not change their priorities
concerning work and family.
One explanation is the persistence of the male breadwinner norm as an important
part of western masculinities, and a deeply embedded, masculine moral order (Bjornholt,
2010). Gender role socialization literature shows that men are socialized to give priority
to the bread-earner role, whereas women are socialized to give priority to the homemaker
and motherhood roles (Ezzedeen & Ritchey, 2009; Rothbard, 2001). While balancing
their work and family roles, women tend to assign greater priorities to and spend more
time in their family responsibilities, independent of their work demands (Aryee, Srinivas,
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& Tan, 2005). Gendered perceptions of care within organizations (Bittman, Thompson, &
Hoffmann, 2004; Holter, 2007) reduce men's sense of entitlement to workplace work-life
balance measures (Gregory & Milner, 2011b) and "organizational career cultures"
prevent men from overtly choosing work-life benefits over their career. Workers may
interpret the use of benefits as detrimental to their career (Allen, 2001; Anderson, Coffey,
& Byerly, 2002).
Another explanation for men's strong commitment to work despite the widely
accepted idea of involved fatherhood, is the "daddy-track" lacks institutional support in
working life (Puchert, Gartner, & Hoyng, 2005). Bäck-Wicklund and Plantin (2007)
found that managers showed little interest in effecting such policies. Work-life literature
and research has raised concern regarding the degree of support that people feel they
receive from their direct manager. This concern is so widespread that it has been studied
and termed the "implementation gap" between espoused work-life policies and actual
practice (Van Deusen, James, Gill, & McKechnie, 2008). Lewis and Haas (2005) noted
that fathers often feel less entitled to use parental leave and other family-friendly options,
even when they are provided as a matter of public policy.
Workers may not use available programs because the culture of the organization
may not be supportive of putting family first (Pedersen, Minnotte, Kiger, & Mannon,
2009). Hochschild (1997) found that using family-friendly policies was hindered by an
organizational culture of long working hours. Processes of globalization and the
development of global business masculinities linked to a total commitment to work and
limitless time regimes enhance a male worker norm (Collinson & Hearn, 2005). Part-time
work and reduced hours, for example, are often seen as corresponding to a "mommy
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track" and for this reason are considered to penalize men more than women (Holter,
2007). Men are often found using informal flexibility or taking advantage of genderneutral flexibility such as flexi-time systems, to improve their work-life balance (Gregory
& Milner, 2009; Singley & Hynes, 2005). Organizational policies and practices
influenced and reinforced these interactional perceptions and choices, thus creating or
encouraging a polarization between men and women's working experiences (Gregory &
Milner, 2011b).
Burke (1996) suggested that women, more than men, will continue to be
beneficiaries of work-family policies and programs since women shoulder more
responsibility for second shift work and family responsibilities. In his study he found
married women almost always had spouses employed outside the home whereas
significantly more of their male colleagues had spouses who were employed as
homemakers. The impact of these factors is that women employees would require greater
flexibility and use of work-life policies compared to their male counterpart as women
were more likely than men to scale back work responsibilities to facilitate family
functioning.
Work can also provide an emotional support structure that buffers adverse events
in personal lives (Juntunen, 2006). As Hochschild (1997) demonstrated, work can also be
a relief and an acceptable reason to escape the strains of family life for men.
In spite of the many explanations for men's lack of adaptations to work and
family, there is general agreement of the need for men to allocate their time differently
between work and family, so they can be more actively involved in care for their
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families. The formal existence of a policy does not guarantee its use which is shaped by
more than individual need (Blair-Loy & Wharton, 2002).
Working Fathers
Relatively few earlier studies have focused specifically on work-family balance
and working fathers (Hill, 2005; Harrington et al., 2015). These earlier studies (Frone,
2003; Hill, 2005; Hill, Martinson, Hawkins, & Ferris 2003) have documented that fathers
may now experience levels of work-family conflict like those reported by mothers. Frone
(2003) argued that in many samples with divergent characteristics there are no
meaningful gender differences in levels of work-to-family conflict and family-to-work
conflict. Like Frone (2003), some research explored work-family gender difference, but
the results are contradictory (Hill et al., 2003). Other research has shown that in dualcareer households men are more likely to let their job commitments limit their family
work, whereas women take time off (often at very short notice) to attend to unplanned
family demands (Coltrane, 2004). Earlier work-family research has rarely looked at
working fathers discretely nor focused on the degree to which they experience workfamily conflict or work-family facilitation (Hill, 2005). The work-family field was
dominated by women and much of the discussions and debate emanating from the field
was focused on women's struggles in relation to work-family balance (Harrington et al.,
2013).
Conditions outside of the workplace such as women's increased presence in the
labor force and the rise in dual-career couples (Dowd, 2000) have led to shifted cultural
ideologies of fathering (Biggart & O'Brien, 2010). There is a new generation of fathers
who are more involved, more nurturing, and more present in their children's lives
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(Burnett, Gatrell, Cooper, & Sparrow 2011; Gregory & Milner, 2011a; Wall & Arnold,
2007). In studies of men's attitudes towards men's work time, high proportions of fathers
wished to reduce their work hours to spend more time with family (Biggart & O'Brien,
2010; Kodz et al., 2003). They were more self-conscious about juggling the different
characteristics of 'the good father' (providing financial support, being available and
present, spending time with children, and serving as an effective role model), particularly
in terms of how they manage conflicts between having a job and looking after their
children (Harrington et al., 2013; Henwood & Procter, 2003).
Recognition of the shift in cultural norms and values governing contemporary
fatherhood has been complemented by a growing body of academic research charting an
increase in the involvement of fathers in the care of children (Bianchi, 2000; Harrington
et al., 2011; Pleck & Masciadrelli, 2004; Sandberg & Hofferth, 2001). While scholars
acknowledge that men too may be restricted by ideal worker expectation (Reid 2011;
Williams, 2010), only a handful of studies have paid in-depth attention to the experiences
of working fathers considering the shifting ideologies of fathering (Cooper, 2000; Finn &
Henwood, 2009; Miller, 2010).
Research suggests that men are increasingly valuing their family roles and wish to
be actively involved in parenting (Biggart & O'Brien, 2010; Daly & Hawkins, 2005). The
issue of work-life balance is not only women's concerns, but as societal values
change, men have expressed interest in a more balanced work commitment as well.
Although women continue to retain most of family caring work there are nevertheless
shifts in men's family involvement and their willingness to modify work for family,
particularly among younger generations (Daly & Hawkins, 2005; Miller, 2010).
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Survey research conducted in the last twelve years, however, revealed that men
experience work-family conflict at similar rates as women. Data from the National
Survey of Family Growth, 2002-2010 showed dads are doing nearly an hour more
childcare and housework a day than in 1965 and fathers are reporting more work-family
conflict (Biggart & O'Brien, 2010). A 30-yearlong study from the Families and Work
Institute found that between 1977 and 2008, the percentage of mothers in dual-earner
couples who reported work-family conflict grew slightly from 41% to 47%, while the
percentage of fathers who reported work-family conflict grew significantly more from
35% to 60% (Galinsky et al., 2011). Data compiled by the Council of Economic Advisers
on "The Economics of Fatherhood and Work" in 2014, showed that parents are working
in more than 60% of families with children; one in 14 fathers with kids under 18 are
single-parent - a striking seven-fold increase since 1970; and dads are increasingly
staying at home when their wives work. Since 2009, the Boston College Center for Work
and Family, has conducted research and published annual reports on the changing roles of
fathers which has led to an increased focus on men and work-family issues (Harrington et
al., 2015).
Over the last four years we have seen an increase in media platforms focused on
men as care givers. Caring fathers are now part of everyday culture through advertising
images and regular newspaper columns or television coverage on the pleasures of being a
dad and coping with children. Movie-stars, musicians, and pro athletes are setting a
public standard for what it means to be an involved father. Their very visible, public lives
showcase that it has become "cool" to be a care giving dad (Harrington et al., 2015). The
2015 Super Bowl commercials contained several campaigns that depicted fathers in a
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much more favorable light. Toyota, Nissan and Dove Men+Care, for example, all aired
commercials depicting high-profile fathers in positive and loving relationships with their
offspring. The White House has even weighed in on the issue by hosting a Summit on
Working Fathers, held in June 2014, to discuss the state of working dads and how
businesses can create a win-win culture to enable fathers to be more involved parents and
better employees.
Although there is evidence of the caring fatherhood model, the persistence of the
ideal worker norm - that is, a worker who is fully devoted to work without family
responsibilities to infringe on work commitments - combined with changing norms
around fathering and masculinity means that men are facing increasing pressure at work
and at home (Biggart & O'Brien, 2010; Rehel & Baxter, 2015).
Younger Generation of Fathers
The demographic of workers known as the Generation Y or millennial workforce
are those born between 1981 and 1999. Millennials grew up in the technology era and is a
rapidly growing segment of the workforce succeeding the aging Baby Boomers (those
born between 1946 and 1964) who are reaching retirement age with 60% of them taking
early retirement (Miller, 2011). The group sandwiched between the Baby Boomers and
Generation Y, known as Generation X or the 'boomerang' generation (born between 1965
and 1980) is a blend between the two generations (Miller, 2011). There is much evidence
to suggest that younger generations in the workplace do not have the career attitudes of
the baby boomer generation (Harrington et al., 2015). Generation Y are increasingly
looking for "family-friendly benefits" that will address their specific needs and interests,
such as day care, adoption assistance and wellness programs while Generation X seek
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work-life balance but also retain some of their baby boomer parents' work ethic (Miller,
2011). To attain family-life goals, some men are choosing to forego pay, adjust job travel,
and refuse job relocations (Harrington et al., 2011).
In many studies, younger workers have placed a greater emphasis on autonomy
and work-life balance than is the case with previous generations (Hewlett, Sherbin, &
Sumberg, 2009). Some research suggests that fathers in Generation X are prioritizing
family time in a way that indicates a notable shift from prior generations, particularly
concerning time with their children. Generation X fathers put in an hour per day more in
their children's lives than fathers of the prior generation (Blazovich et al., 2014). The
Families and Work Institute's 2008 National Study of the Changing Workforce, showed
that fathers under the age of 29, spent an average of 4.1 hours per workday with their
children under 13, while fathers age 29 to 42 spent 3.1 hours per workday; significantly
more than their age counterparts in 1977 who spent an average of 2.4 hours per workday
with their children.
A significant and substantial shift in attitudes about gender roles has occurred for
all generations, but it is greatest among those in older generations. Families and Work
Institute (2011) revised publication of their 2008 National Study of the Changing
Workforce found that although members of older generations are generally more likely
than members of younger generations to agree with traditional views of gender roles, a
greater shift in attitudes about gender roles has occurred among older generations
resulting in the gaps between older and younger generations being far less in 2008 than
they were three decades ago (Galinsky et al., 2011).
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CHAPTER 3
METHODOLOGY
Methodological Approach
The researcher adopted a qualitative approach in which the inquirer often makes
knowledge claims based primarily on constructivist perspectives (multiple meanings of
individual experiences, meanings socially and historically constructed) with an intent to
develop a theory or pattern (Creswell, 2013). Qualitative research methods are acceptable
and valid research choices when the researcher seeks not to establish a relationship
between variables, but rather to capture the experience and the essence of a particular
phenomenon or group (Patton, 2015). Qualitative research uses strategies of inquiry such
as narratives, phenomenology, ethnography, grounded theory or case studies. Qualitative
research is adequate where the focus is on processes (how something happens) rather
than on the outcomes or results obtained (Patton, 2015).
Accordingly, the researcher conducted a case study research within a qualitative
research design. Case study is the inquiry of the particularity and complexity of a single
case, with an understanding of its activity within important circumstances (Stake, 2006).
In case studies, the researcher explores in-depth, a program, an event, an activity, a
process, of one or more individuals (Creswell, 2013). A foundational tenet of case study
research shared with qualitative inquiry is that the researcher begins with a general
inquiry interest based upon an observed or reported phenomena, rather than beginning
with the research design itself (Tetnowski, 2015). Yin (2013) explained that the case
study research strategy is most likely to be appropriate for 'how' and 'why' research
questions and is therefore useful for when a phenomenon is broad and complex; where

34

the existing body of knowledge is insufficient to permit the posing of casual questions;
when a holistic, in-depth investigation is needed and when a phenomenon cannot be
studied outside the context in which it occurs.
In case study method, a choice must be made between a single and a multiplecase design. A single case study is an appropriate design when it represents a critical case
in testing a well-formulated theory, or an extreme or unique case or revelatory case (Yin,
2013). If a study contains more than a single case, then a multiple-case study is used. For
this reason, the researcher chose a multiple-case study design. A multiple-case study
design enables the researcher to explore differences within and between cases and has a
distinct advantage compared to the single case design due to the evidence provided by
multiple cases which are often considered more compelling. The overall study is
therefore regarded as being more robust (Yin, 2013). Multiple-case study is an
appropriate empirical inquiry that investigates a contemporary phenomenon in-depth and
within its real-life context when the boundaries between the phenomenon and context are
not clearly evident (Yin, 2013). The researcher had assumed the work-life enrichment
phenomenon was contemporary and that by interviewing fathers in dual-career families it
was possible to glean an in-depth understanding of the phenomenon within the context of
how individuals navigate family-friendly policies.
Research Design
The goal of case study research is to understand the complexity of a case in the
most complete way possible (Stake, 2006). The purpose of this study was to examine the
experiences of fathers in dual-career families and create a description that summarizes
their perceptions, highlighting the meanings they make of work-family enrichment. This
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multiple-case study method of inquiry included the use of a multiple-case study protocol,
multiple sources of evidence and the creation of a case study database (Yin, 2013). The
multiple-case study protocol (see Appendix A) provided an outline of how to conduct the
research necessary for a multiple-case study and provided the procedures and general
rules to be followed (Yin, 2013). According to Yin (2013), a case study protocol should
include key aspects such as an overview of the case study, field procedures, case study
questions, and a guide for the case study report.
The primary source of data was semi-structured interviews and supplemental
sources of data including field notes, and company data. Research may learn about a
bounded system by collecting and studying materials used by members of the system or
case being studied (Stake, 2006). The information gleaned from these multiple data
sources illuminated new aspects to consider about work-family enrichment and provided
variables to be included in future studies.
The multiple-case study database was formed from case notes, field notes and
document review organized according to major subjects. The multiple-case study
database was used to provide an additional repository of evidence for review outside of
the written case study reports and maintain the chain of evidence to increase the
reliability of the information contained (Yin, 2013).
Population and Sample
Twelve participants were recruited for this study. This sample size informed the
research questions and provided sufficient opportunities to identify themes of the cases as
well as conduct the cross-case theme analysis (Creswell, 2013). Given the focus of the
study, the sample included only males in dual-career families (married or cohabitating),
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between the ages of 25 and 65 years, with at least one child (biological or adopted) under
the age of 18 years old and employed full-time (working a minimum of 35 hours per
week) in family-friendly companies. Participants were recruited according to these
criteria because the work-family interface may be particularly salient for fathers in dualcareer families with children requiring child care or supervision.
Purposeful sampling was used for this study. Creswell (2013) suggested that
purposeful sampling is appropriate for qualitative studies as it allows the researcher to
recruit individuals and sites for study because they can purposefully inform an
understanding of the research problem and central phenomenon of the study. Given the
research focus, participants were recruited from the ‘2016 Working Mother 100 Best
Companies' published by Working Mother magazine and the ‘2017 Best Company to
Work For’ published by Fortune magazine. Both lists were chosen (a) Working Mother
magazine annually surveys hundreds of companies across the United States and annually
computes their family-friendly scores based on companies’ responses to more than 450
questions on areas that affect working moms and dads, such as benefits, childcare,
flexible work arrangements, and parental leave (Working Mother, 2016); and (b) Each
year Fortune partners with Great Place to Work to conduct the most extensive employee
survey in corporate America, with feedback from more than 230,000 people. Each
company’s score is based on Trust Index survey feedback from a random sample of
employees. People anonymously assess their workplace, including the quality of their
leaders, support for their personal and professional lives, and their relationships with
colleagues. Survey results are compared with peer organizations of like size and
complexity and are highly reliable statistically (Satchell, 2017). The researcher had
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already secured a copy of both lists as they are published for public record online by
Working Mother and Fortune magazines. The researcher received Barry University’s
Institutional Review Board (IRB) approval for use of both lists. Due to these companies’
location throughout the United States, the participants of this study were in several
geographic locations across the country.
Sampling Procedures
After receiving IRB’s permission to conduct the study and using the '2016
Working Mother 100 Best Companies' list already in his possession, the researcher’s
initial recruitment strategy involved contacting the Human Resources Director/Manager
from these respective family-friendly companies via email (see Appendix B) seeking
permission to disseminate flyers to recruit participants for the study. It was hoped that the
recruitment flyers (see Appendix C) would be distributed to employees by the respective
HR Director/Manager for each company via their intranet or internal method of
communication. The researcher encountered numerous challenges in recruiting
participants ranging from HR contacts or company representatives not being able to
circulate recruitment flyer due to company policies to interested persons declining due to
concern for company’s policy on external communications or continued rescheduling.
Here were some examples of responses received:

Against company policy to partake in any research or survey (G.H. Shook,
personal communication, October 13, 2016).
(name of researcher), thank you for your note and your focus on familyfriendly companies. We have participated in the Working Mother survey
for many years and find their focus to be very consistent with the feedback
that we hear from our employees as well. We are very mindful of the
number of survey initiatives we offer throughout the year to our
employees, and at this point, have a full schedule throughout the next year
and therefore will not be able to offer your survey to our employees. Best
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of luck with your project (C.D. Huffman, personal communication,
October 6, 2016).
Unfortunately (name of company) does not participate in flyers or surveys
but thank you for contacting us (A.B. Peters, personal communication,
October 11, 2016).
Thanks for sending this research opportunity along to (name of company).
Unfortunately, we will not be able to participate, but we appreciate that
you wanted to include us in your study. Best of luck with your research
(E.F. Harris, personal communication, October 7, 2016).
I'm not sure whether (name of company) staff members can participate in
such surveys.... from a brand & risk perspective, there may be an impact
to the firm's reputation. I will have to consult with our Risk team whether
it is allowed for staff to participate in external surveys (I.J. Marshall,
personal communication, March 27, 2017).
I hope you are doing well. I have had a chance to review the consent
form, as well as my company's policies. Unfortunately, I think I'm going
to need to back out of participating in the study. I totally support the
objective and wish I could participate, but as an employee of a regulated
organization with very strict policies on external communications, I'm just
not comfortable with moving forward. I do want to wish you the best of
luck, and apologies again for backing out (A.B. Mike, personal
communication, July 3, 2017).

These obstacles resulted in changes to the initial recruitment strategy. The
researcher to increase sample population and make potential participants aware of the
research, (after first submitting IRB modification forms and receiving approval) executed
the following new recruitment strategies:
1. Revised recruitment flyer (see Appendix D) to reflect the change to the age range
of potential participants from 25 to 40 years to 25 to 65 years. The researcher
therefore had the opportunity to collect data from several generations of working
fathers.
2. In addition to securing the current '2016 Working Mother 100 Best Companies'

39

list, the researcher also secured a copy of Fortune magazine’s ‘2017 Best Company
to Work For’ list.
3. Distributed the revised recruitment flyer at the branches of the companies listed on
either the '2016 Working Mother 100 Best Companies' or the Fortune magazine’s
‘2017 Best Company to Work For’ lists that were in South Florida.
4. Emailed (using Barry University student email) revised recruitment flyer and an
aggregated company list to family and friends asking for their assistance in
distributing flyer to their personal and professional contacts (see Appendixes E and
G).
5. Emailed (using Barry University student email) the revised recruitment flyer to the
relevant persons at all Churches, Temples, Synagogues, Universities and Colleges
in South Florida asking for their assistance in distributing flyer to their respective
membership and/or campus community (see Appendixes F and G).
In response to the revised recruitment flyer, potential participants made initial
contact with the researcher via the telephone number listed on the flyer. The researcher
asked interested responders the six pre-requisite questions as stated on the revised
recruitment flyer (see Appendix D) to verify their eligibility to participate in the research.
All interested participants received via email an informed consent form (see Appendix H)
which explicitly explained what the data collection process would be, what their
participation involvement would be, and how their information would be protected and
used. Prior to the collection of data and scheduled interviews, all participants emailed
their signed scanned copy of the informed consent which was stored in the researcher's
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password protected laptop. Compensation was not provided to participants for taking part
in the research study as they were asked to participate voluntarily.
Data Collection Procedures
A key advantage of case study research is the ability to employ multiple strategies
to understand the complexity of the phenomenon in a particular context (Yin, 2013). The
methods used in data collection consisted of document review, semi-structured interviews
and field notes. A protocol was developed to collect document data from each participant
and company website and a document review protocol (see Appendix I) was established.
One week prior to the scheduled interview, the researcher requested participants email
any documents or records of family-friendly benefits they may have used or accessed
while in the employ of the organization. No participant was willing to provide this
information. The researcher therefore retrieved company data regarding family-friendly
policies posted on the participant's company website. All data retrieved from online were
coded using a classification system. Document review was aligned with the case study
questions (see Appendix A). Having the company data prior to the interview gave the
researcher the opportunity to review data and seek any needed clarification during the
interview. According to Creswell (2013), interviewing is one type of data collection
method as data is collected from participants who have experienced the phenomenon. A
semi-structured interview is a guided conversation which remains open-ended,
conversational and relates back to the research question instead of just a series of
structured queries (Yin, 2013). The researcher chose this conversational approach with
semi-structured interview questions as it not only relied on a defined list of questions but
also allowed for some flexibility and spontaneous follow-up questioning. Given the fact
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that research participants were located throughout the United States and interviewing in a
face to face context was costly and time intensive, the researcher conducted most of the
interviews via Skype. Skype is a free Voice over the Internet Protocol (VoIP) system that
allows individuals to make video or audio (Sullivan, 2012). Skype saves travel time and
money, opens more possibilities in terms of geographic access to participants and Skype
interviews can feel more comfortable because they occur in one's own private space
(Hanna, 2012). For all Skype interviews, the researcher required participants to have their
own Skype account and be in a private and confidential space with no external noise or
distractions such as pets or other persons. The researcher adhered to these same measures
of privacy and confidentiality as well as created a separate Skype account for conducting
this study. Participants must be willing to do some technological preparation to ensure a
successful Skype interviewing experience (Seitz, 2016). Fortunately, all participants had
the latest version of the Skype program and a secure internet connection with a
recommended 128Kbps bandwidth which helped to mitigate dropped calls and pauses.
Additionally, the researcher tested out Skype ahead of time. Both researcher and
participants’ computers were fully charged to avoid any delays or connection loss. Each
interview (face-to-face or Skype) lasted no longer than 60 minutes. Interviews were audio
recorded using an audio recorder and copied over to a laptop computer for transcribing
and analysis. Skype does provide the capability to audio record (Seitz, 2016). A test
ahead of time was done to ensure good sound quality of the audio recording. Immediately
after each interview, using a word processing software, the researcher wrote up his field
notes which contained the researcher’s thoughts and observations of the participants
during the interview. Each audio recorded interview was transcribed verbatim into a word
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processing software by a transcriber who signed a third-party confidentiality form (see
Appendix J) prior to receiving the first audio recorded interview. Using a transcriber
allowed for accuracy and expediency of all verbatim transcripts.
Fathers in dual-career families were interviewed and the researcher followed an
interview protocol (see Appendix K). Open-ended questions were designed to gain
insight on the family background of the participants, the nature of their jobs and their
perspectives on work-family balance and family-friendly policies within their workplace.
The Research Design Chart (Figure 2) highlights the formulation of the interview
questions from the research questions.
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Figure 2. Research Design Chart.
The researcher used a research reflexive journal for the purposes of planning (What is
going to be done?) and memory (What was done?). Researcher made regular entries
during the research process recording methodological decisions and the reasons for them,
the logistics of the study and reflection upon what is happening in terms of one's own
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values and interests (Guba & Lincoln, 1989). The researcher using a word processing
software, typed field notes immediately following each interview to capture any
additional information and observations based on the encounter. The researcher was the
only person collecting data and information collected from participants were held in
confidence to the extent permitted by law.
A pseudonym for each participant was used when transcribing the information and
coding and analyzing the data. Participants name and signed consent forms were kept in a
secure file folder separate from the data file. All file folders were stored electronically on
a password protected laptop computer. The laptop computer had two levels of security;
one password to boot the computer and another password to open the desktop. There was
no printed information about the participants. Only the researcher has access to the laptop
computer and locked file cabinet. All data will be kept for five years then destroyed.
Responses collected through the interview process formed the foundation for the data
analysis.
The researcher utilized a case study database to organize and document the data
collected so that in principle, other investigators can review the evidence directly and not
be limited to the written case study report (Yin, 2013). For this study, a web-based
database tool, NVivo 11 Pro was used as the case study database to capture and organize
the collected raw data (case study notes and case study documents). NVivo 11 Pro was
used as a single-source repository to organize and capture non-numerical data such as
interviews, field notes, retrieved online data and audio recordings. A case study database
markedly increases the reliability of the entire case study (Yin, 2013). An intensive
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review of all data was made at the end of the data collection process. All collected data
was classified and organized in a systematic way to facilitate analysis.
Data Analysis
As in any other qualitative study the data collection and analysis can occur
concurrently (Merriam, 2009) and Yin (2013) warned that data analysis can be a
stumbling block for many case study researchers. Data analysis in qualitative research
often takes an inductive approach moving from the specific text to codes to general
themes to broader interpretations (Creswell, 2013). The data analysis for this study was
thematic analysis. Thematic analysis involves the searching across a data set to find
repeated patterns of meaning (Braun & Clarke, 2006). By utilizing thematic analysis, the
researcher explicitly considered and had ongoing reflexive dialogue regarding the
following: a) what counted as a theme is not necessarily dependent on quantifiable
measures but rather on whether it captured something important in relation to the overall
research question (Braun & Clarke, 2006); b) themes identified, coded and analyzed
needed to be an accurate reflection or a rich thematic description of the entire data set, so
that the reader gets a sense of the predominant or important themes (Braun & Clarke,
2006); c) data collected needed to be coded using an inductive approach without trying to
fit it into a pre-existing coding frame or the researcher's analytic preconceptions (Patton,
2015); d) themes were identified within the explicit or surface meanings of the data, and
the significance of the patterns and their broader meanings and implications were
theorized in relation to previous literature (Patton, 2015); and e) thematic analysis was
conducted within a constructivist framework which sought to theorize participants'
motivations, experience and meaning in a straightforward way (Braun & Clarke, 2006).
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For this research, the data analysis followed steps for doing a thematic analysis
adapted from Braun and Clarke (2006) as follows:
1. Immersing in the Data
The researcher became familiar with the data content by repeated listening of the
audio recordings and review of the transcribed verbatim interviews; repeated checking of
the transcripts back against the original audio recordings for accuracy; repeated reading
of the data searching for semantic themes and patterns; and taking notes or marking ideas
for coding.
2. Generating Initial Codes
Coding is a method of analyzing qualitative data by symbolically assigning a
summative to a portion of language-based or visual data (Saldana, 2016). To ensure
trustworthiness of the data, various coding strategies were used. All data collected were
coded following the classification-coding system (i.e., a number or letter was assigned to
each case, participant and data collection method). Classification coding is a way to
identify multiple layers of data collection for easy retrieval (Merriam, 2009). To ensure
quality and lack of errors, after the initial transcription, the researcher re-read all
documents while listening to the audio files and capturing open and axial coding.
Merriam (2009) defined open, axial and selective coding processes. Open-coding refers
to the candidness of an analyst's thoughts while initially reviewing the data collected by
jotting down observations in the margins. In axial coding, an analyst begins to group the
open-coding into categories, whereas selective coding involves forming opinions about
the findings.
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In pursuit of a rich thematic description, themes depended on the data and the
researcher worked systematically through the entire data set, giving full and equal
attention to each data item, and identified interesting aspects in the data items that formed
the basis of repeated patterns (themes) across the data set. Coding can be performed
either manually or through a software program (Braun & Clarke, 2006). For this study,
the researcher used NVivo 11 Pro to manage, code and categorize large amounts of
narrative text collected from the semi-structured interviews, field notes and document
review (Yin, 2013). Already used for the case study database, the researcher used NVivo
11 Pro to refine filtered data, perform word frequency queries, and identify connections
with the data.
3. Searching for Themes
Once all the data had been initially coded and collated, and a list of different
codes had been identified across the data set, the researcher started analyzing the codes
and considered how different codes were combined to form overarching themes or subthemes. The result was a collection of overarching themes, and sub-themes, and all
extracts of data were coded in relation to these themes. A thematic 'map' was eventually
produced to give an overall conceptualization of the data patterns and relationships
between them.
4. Reviewing the Themes
The researcher reviewed existing themes to see if they needed to be removed,
collapsed into each other or broken down into separate themes. Review of themes took
place at two levels: 1) The researcher read all the coded extracts for each theme and
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considered whether they appeared to form a coherent pattern; and 2) The researcher
reviewed the thematic 'map' to see if it accurately depicted the meanings evident in the
data set as a whole. Data within themes should cohere together meaningfully, while there
should be clear and identifiable distinctions between themes (Braun & Clarke, 2006). At
this stage, the researcher had a good idea of what the different themes were, how they fit
together and the overall story the themes tell about the data.
5. Defining and Naming Themes
At this stage, the researcher identified the essence of what each theme was about
and determined what aspect of the data each theme captured by creating accompanying
narrative or detailed analysis. Consideration was given to how each theme fit in with the
overall story of the data, in relation to the research question. Each theme was given
names that immediately gave the reader a sense of what the theme was about.
6. Producing the Report
The researcher conducted a final analysis and submitted the results in a written
case study report (dissertation) that gave merit and validity to the within case analysis and
the between case analysis. Sufficient evidence of the themes within the data were
embedded within this analytical narrative thus giving a compelling illustration of the
study in relation to the research question while comparing emergent findings with the
model of work-family enrichment.
Processes to Ensure Dependable and Credible Results
In qualitative research credibility, transferability and dependability are concepts
used to determine whether a researcher's results are valid and reliable. Credibility focuses
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on the degree of congruence between the participants constructed realities and how the
researcher represented these realities. To achieve credibility in this research study, the
following strategies were employed: triangulation and member checks. In case study
research, multiple sources of data can provide a form of triangulation to enhance the
reliability and validity of the findings (Yin, 2013). In this study, data was collected from
document review and interviews thus making the case findings more convincing and
accurate. Document review enhanced validity as it eliminated the need to ask questions of
fact available through company documents. In addition, document review prior to
interviews expanded the researcher's knowledge of family-friendly policies at the
participants’ place of employ and enhanced credibility with the interviewees. Member
checks are a credibility process that allows the participants in the study to review the
researcher’s data, categories, and interpretations (Guba & Lincoln, 1989). This study
conducted a formal member check by providing a copy of the transcripts with
instructions for the participants to review the documents and provide their reactions and
feedback. The transcripts from the participants’ interviews and a summary of the themes
were emailed to the participants after the data analysis process. This allowed the
participants to assess whether the researcher was accurate in the analysis of their
experience.
Dependability refers to the stability of findings over time. According to Yin
(2013), the more operationalized the steps are in the research process, the more
dependable are the results. Dependability was demonstrated by providing clear, detailed
descriptions of all procedures and methods which included the multiple-case study
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protocol, the multiple-case study database and the final multiple-case study report that
can be utilized by other researchers to replicate the study.
Transferability is the extent to which the information gathered in a study can
allow for a connection to elements of other studies, situations or experiences (Merriam,
2009). To achieve transferability in this study, the guiding idea was to purposefully
recruit participants that can contribute most to answering the research question.
Additionally, to determine transferability/dependability the researcher utilized reflexive
journaling and field notes to provide insight into the decision trail of the researcher
during data analysis. Before and during this study, the researcher maintained a reflexive
journal to record his reactions, considerations, ideas, intuitions, prejudices and
assumptions regarding the research process or the participants. This reflexivity technique
allowed for an understanding of how the researcher’s stance may have influenced the
data collection and analysis process.
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CHAPTER 4
DATA COLLECTION AND ANALYSIS
Introduction and Overview
The purpose of this chapter is to describe how the data was collected and analyzed
and discuss the thematic elements. It focuses in-depth on the research study, as the data
collected and analyzed is the result of the efforts of the first three chapters. The chapter
begins by discussing the researcher’s interest in the topic, his background and training,
and role during data collection and analysis. A description of the sample follows, which
provides an overview of the participants. The research methodology and its application to
the data analysis will then be discussed, followed by the presentation of the data and the
results of the analysis. The chapter concludes with a summary of key points before giving
way to Chapter 5.
The Researcher
The researcher first became aware of the construct work-life balance during his
undergraduate education and has been interested in the topic ever since. He is a strong
proponent of work-life balance and often bellows ‘work hard, play hard’ to his family
and friends. His educational background in social work combined with his training and
work experience as an employee assistance professional has led to his facilitation of
many employee education sessions on work-life balance as well as providing individual
counseling to employees presenting with work-life role conflict. The researcher became a
father in July 2014 and having to juggle his many roles has further helped shape his
interest in the research study. Patton (2015) shared that the credibility of the qualitative
method depends on the skill, competence, and rigor of the researcher. During his doctoral
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studies, the researcher became familiar with the model of work-family enrichment
developed by Greenhaus and Powell (2006) which measures to what extent certain
resources gained from an individual’s work life can improve that person’s family life, as
well as to what extent resources gained from family life improve the work life in turn.
The researcher completed all research course work required in his doctoral program and
studied qualitative research methodology at length. In preparation for this research study,
the researcher read case study methodologies by Stake (2006) and Yin (2013), thematic
analysis by Braun and Clarke (2006) and reviewed multiple studies and dissertations
using case study research. Except for transcribing the audio recording of the interviews,
the researcher had the sole responsibility of collecting and analyzing the data during this
study. The researcher kept an open mind during this study as he recognized possible bias
and so reserved his thoughts of how work-life enrichment was obtained.
Description of the Sample
In the research study, twelve males between the ages of 27 and 55 years old
participated in the study. Each participant was drawn through the IRB approved
recruitment email and flyer distributed to the researcher’s personal and professional
contacts. The inclusion criteria for this study were that the participants must be male,
between the ages of 25 and 65, working full time in one of the companies listed on either
the ‘2016 Working Mother 100 Best Companies' list or the Fortune magazine’s ‘2017
Best Company to Work For’ list, married or cohabitating, have at least one child under
the age 18 living with them, and their spouse or partner must also be working a
minimum of 35 hours a week. During each interview, the participants were asked their
occupation and education background, which in their own words forms part of their case
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description. Participants’ confidentiality was maintained by assigning each a pseudonym
and replacing their company name with its industry classification as defined by the North
American Industry Classification System. The participants were asked if the following
case descriptions ensured confidentiality, and all felt the descriptions sufficiently did so.
‘Eric’ is a 39-year-old African American male living in Florida with his partner of
2 ½ years and two children, ages 6 and 7. He is in surgery inventory and has worked in
the health care industry for 13 years. He has completed some years at community college
but has not yet completed his bachelor’s degree in information technology.
‘George’ is a 47-year-old Hispanic American male living in Florida with his
spouse of 19 years and four children, ages 10, 12, 15 and 17. He is a pharmacist and has
worked with his present company in the health care industry for 3 years. He has a degree
in pharmacy.
‘Patrick’ is a 34-year-old African American male living in Florida with his spouse
of 12 years and two children, ages 7 and 10. He is a business sales consultant and has
worked with his present company in the banking, financial services industry for one year.
He has completed his Associates degree and is one semester away from completing his
bachelor’s degree.
‘Arthur’ is a 35-year-old African American male living in Utah with his spouse of
2 years and three children, ages 1, 8 and 15. He is a sales person and has worked with his
present company in the retail industry for 6 months. He has a bachelor’s degree in web
management and e-commerce.
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‘Basdeo’ is a 41-year-old Caucasian male living in Florida with his spouse of 16
years and two children, ages 10 and 13. He is a financial solutions advisor and has
worked with his present company in the banking, financial services industry for 1 ½
years. He has an undergraduate degree in finance.
‘Keith’ is a 55-year-old African American male living in Delaware with his
spouse of 17 years and four children, ages 17, 24 and 28. He is a courier and has worked
with his present company in the courier industry for 28 years. He is a high school
graduate.
‘Solomon’ is a 45-year-old Caucasian male living in Florida with his spouse of 23
years and two children, ages 11 and 16. He is a digital technician and has worked with his
present company in the telecommunications mass media industry for 18 years. He is a
high school graduate with some college.
‘Noor’ is a 52-year-old Afro-Caribbean American male living in Florida with his
spouse of 26 years and two children, ages 13 and 22. He is a store manager and has
worked with his present company in the retail industry for 36 years. He is a high school
graduate with one year of college completed.
‘Raymond’ is a 50-year-old African American male living in Florida with his
spouse of 13 years and twin boys, age 13. He is an assistant meat manager and has
worked with his present company in the retail industry for 12 years. He is a high school
graduate with one year of community college completed.
‘Maxwell’ is a 27-year-old African American male living in North Carolina with
his partner of 7 months and two children, ages 3 and 10. He is a package handler and has
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worked with his present company in the courier industry for 7 ½ years. He is a high
school graduate about to enroll in community college.
‘Ellis’ is a 36-year-old Caucasian male living in Alabama with his spouse of 9
years and two children, ages 19 months and 4 years with another expected soon. He is a
pilot and has worked with his present company in the airline industry for 1 ½ years. He
completed an undergraduate aviation program, navy flight school and a graduate degree
in administration.
‘Anthony’ is a 40-year-old Caucasian male living in Florida with his spouse of 15
years and two children, ages 6 and 12. He is a technician and has worked with his present
company in the telecommunications mass media industry for 18 years. He has completed
high school and taken some college classes.
Research Methodology Applied to the Data Analysis
The research methodology used in this study was the multiple-case study method.
According to Yin (2013), multiple-case study is an appropriate empirical inquiry that
investigates a contemporary phenomenon in-depth and within its real-life context when
the boundaries between the phenomenon and context are not clearly evident. Interviews
with the twelve participants took place over a three-month period. One interview was
conducted face to face at the participant’s home while the other eleven interviews were
conducted using Skype, a video chat and voice call application which was approved by
the Institutional Review Board. All interviews were conducted after each participant
signed the informed consent and at the agreed upon date and time. Since no participant
was comfortable providing documentation of their company’s workplace policies, the
researcher was able to retrieve online documentation of some companies’ workplace
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benefits which served as the source for the document review prior to the interviews.
Interviews were audio recorded using an audio recorder and copied over to a laptop
computer for transcribing and analysis. Immediately after each interview, the researcher
wrote up his field notes which contained the researcher’s thoughts and observations of
the participants during the interview. Each audio recorded interview was transcribed
verbatim by the transcriber that signed the third-party confidentiality form. Each verbatim
transcript was read by the researcher while listening to the audio recording to ensure
accuracy and data immersion. The researcher conducted a formal member check by
providing a copy of the verbatim transcripts with instructions for the participants to
review the documents and provide their reactions and feedback. The verbatim transcripts
from the participants’ interviews and a summary of the themes were emailed to the
participants after the data analysis process. This allowed the participants to assess
whether the researcher was accurate in the analysis of their experience. Nine participants
provided feedback that their transcriptions were accurate with no additional comments,
one participant again apologized for his stuttering during the interview, one participant
commented on the verbatim ‘uhs’ and ‘ums’, and one participant shared that before the
interview he never thought about how he spent time with his kid. Multiple sources of data
included interview data (audio recording, verbatim transcripts and member checking) and
supplemental data (field notes and company records) which were imported into a case
study database created using NVivo 11 Pro.
Data Analysis
Yin (2013) noted that given the lack of a formal codified system for analyzing
data, the analysis of multiple-case study evidence is one of the least developed and most
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difficult aspects of doing case study research. As a result, and discussed in chapter 3, the
data analysis of this research followed the steps for doing a thematic analysis adapted
from Braun and Clarke (2006).
Table 1
Steps of Thematic Analysis
Steps

Description of the Process

Familiarizing yourself with
your data
Generating initial codes

Transcribing data, member-checking, reading and rereading the data, noting down initial ideas.
Coding interesting features of the data in a systematic
fashion across the entire data set, collating data relevant
to each code.
Collating codes into potential themes, gathering all data
relevant to each potential theme.
Checking if the themes work in relation to the coded
extracts (Level 1) and the entire data set (Level 2),
generating a thematic map of the analysis.
Ongoing analysis to refine the specifics of each theme, and
the overall story the analysis tells, generating clear
definitions and names for each theme.
The final opportunity for analysis. Selection of vivid,
compelling extract examples, final analysis of selected
extracts, relating back the analysis to the research
question and literature, producing a scholarly report of
the analysis (dissertation).

Searching for Themes
Reviewing Themes

Defining and Naming Themes

Producing the Report

Source: Braun and Clarke (2006)

The first step, immersing in the data, was completed by the researcher in October
2017. To allow for his complete submersion in the data, the researcher listened repeatedly
to the audio recordings from the interviews throughout the day in his home office away
from any distractions including other individuals. Throughout the research, repeated
listening of the audio recorded interviews occurred, after each interview; before and after
each transcription; and after each member checking. After each interview, the researcher
simultaneously listened to the audio recording while reviewing his notes from the
interview and immediately writing up his field notes which provided context for each
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interview. Doing this soon after each interview allowed the researcher to go over his
notes and make sure that he was able to read his writing while it was still fresh in his
memory. Prior to transcription, the researcher again listened to the audio recording while
reviewing notes from interview and field notes. After each transcription, the researcher
simultaneously listened to the audio recording while reviewing the verbatim transcripts
checking the transcripts back against the original audio recording for accuracy. Repeated
listening of the audio recordings and simultaneous review of the verbatim transcripts
occurred again after member checking. In addition to the repeated listening of the audio
recordings while simultaneously reviewing the verbatim transcripts, the researcher also
subjected himself to this deep immersion by reading and re-reading the data taking notes,
marking ideas for coding and searching for themes and patterns.
During the second step, generating initial codes, the researcher coded all data
collected using several coding strategies. A classification-coding system for the
participants’ data demographics was created which allowed the researcher to place all the
participants attributes under one heading. Classification was also done by giving each
participant a unique alphanumeric identifier which made it easier for the researcher to
identify and retrieve the multiple layers of data that was collected. A Pseudonym was
also given to each participant that allowed for maintaining the anonymity of the
participants. After the initial verbatim transcription, the researcher read and re-read all
data while listening to the audio recordings and jotted down tentative labels that
summarized the meaning that emerged from the data (open-coding). The researcher
worked systematically through all the data, gave equal attention to each data item,
highlighted and wrote notes on the transcripts to identify interesting aspects in the data
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that may form potential patterns. This process focused on understanding the data at a
rudimentary level by generating provisional categories and first-order coding.
As with the case study database, the researcher also used NVivo 11 Pro to code
and to categorize the data that was collected from the verbatim transcripts, the field notes
and document review. The researcher exported to NVivo 11 Pro, the verbatim interview
transcripts and field notes as well as the PDF format of the company documents retrieved
online. It is important to note that the formatting done using the word processing software
was preserved in NVivo 11 Pro, which made it easy to auto code using paragraph style to
complete the initial broad-brush separation of the data (verbatim interview transcripts and
field notes). The auto coding feature in NVivo 11 Pro allowed the researcher to gather all
responses and place them in nodes by question, speaker and demographics. Due to the
large amount of data collected from the twelve participants, auto coding was a great tool
in helping the researcher with his initial sorting as he was further able to identify
relationships among the open codes (axial coding) by tagging and naming selections of
text within each node. This process allowed the researcher to code individual extracts of
data in as many different yet relevant potential themes which led to the data extracts
being coded once, coded many times and even being uncoded. Next it was important to
get a sense of potential trends at a very high level. The researcher therefore used the word
frequency query in NVivo 11 Pro to help identify possible themes in the data by
analyzing frequently used words and phrases. Figure 3 is a word cloud depicting the
results of the word frequency query.
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Figure 3. Word Cloud.

Using the auto coding feature in NVivo 11 Pro after manual open-coding was
critical as it gave the researcher the opportunity to see if there were anything that came up
that was not initially picked out; review and decide on topics that needed to be included
in the nodes list; and use as a check strategy (help ensure saturation of the topics and that
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the researcher had not let his bias pop up and blind him to things that he did not want to
find).
In the third step, searching for themes, the researcher started re-reading and
combining the first order coded data into categories related to the research questions
(selective coding). The selected coded data that appeared relevant to the research
question was reviewed to determine if any codes were connected and then grouped
together to allow patterns to develop. Each pattern was described as a phrase and coded
as a second-order code used to identify each underlying pattern. This process provided
the researcher with an organized way of considering how different codes can be
combined to form main themes (overarching themes) or sub-themes. Using NVivo 11
Pro, the researcher created a thematic map to give a visual representation of the different
level of themes (main themes and sub-themes within them) being considered.
Figure 4 is a thematic map depicting the third step, searching for themes. Once the
themes began to develop, it was important for the researcher to be aware of his own
thoughts, beliefs and judgements to ensure an unbiased illumination of the emerging
themes. The researcher achieved this by reflecting on what had emerged and his own
personal feelings towards it, separating his biases from what the data collection and
coding had revealed.
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Figure 4. ‘Searching for Themes’ Thematic Map.

In the fourth step, reviewing themes, the researcher reviewed the existing themes
(main and sub-themes) to see if they needed to be removed, collapsed or broken down
into separate themes. This review of themes took place at two levels, firstly the researcher
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re-read all the coded extracts for each theme and considered whether they appeared to
form a coherent pattern, and secondly, the researcher reviewed the thematic 'map' to see
if it accurately depicted the meanings evident in the data set as a whole. Data within
themes should cohere together meaningfully, while there should be clear and identifiable
distinctions between themes (Braun & Clarke, 2006). It became evident to the researcher
that some main themes were better to collapse into each other as well as he needed to
code additional data within themes that were missed in the initial coding stages. The
researcher subsequently revised his thematic map which gave a better idea of what the
different themes were, how they fit together and the overall story the themes told about
the data. Figure 5 is a thematic map highlighting the fourth step, reviewing themes.

Figure 5. ‘Reviewing Themes’ Thematic Map.
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During the fifth step, defining and naming themes, the researcher was able to
determine what aspect of the data each theme captured and identified the essence of each
main overarching theme by creating an accompanying narrative. This short narrative
would immediately give the reader a sense of what each theme was about. Consideration
was given to how each theme (main theme) and patterns (sub-themes) fitted in with the
overall story of the data and its relation to the research questions. Figure 6 is a thematic
map capturing the fifth step, defining and naming themes.

Figure 6. `Defining and Naming Themes’ Thematic Map.
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Presentation of Data and Results of Analysis
Once the data was coded, the researcher began clustering participant data from
meaning units to patterns. This process of conceptualizing the repeated patterns of
meanings generated the following patterns:
•

Available resources

•

Supportive work environment

•

Need to be more family-friendly

•

More focused employee

•

Shift in role and responsibilities

•

More than a breadwinner

•

Paternal influence

•

Family life impacting on work

•

Attempts at managing work and family roles

•

Work affecting family time

•

Need for work-life balance

•

Care-giving responsibilities

•

Spending family time

Further examination of the above patterns, their relationship to each other and the
building of patterns upon patterns resulted in themes. A theme captures something
important about the data in relation to the research question and represents some level of
patterned response or meaning within the data set (Braun & Clarke, 2006). As a result of
the pattern matching the following four overarching themes emerged:
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1. Fathers in the Workplace
2. Family Involvement
3. Managing Dual Roles
4. Need for Support
Each theme is linked to the overall research questions and follow the chain of
evidence directly back to the statements made by the twelve participants as part of the
semi-structured interviews, field notes compiled by the researcher and review of
company documents.
Pattern and Themes
The patterns and themes identified through the data analysis process represented the
lived experiences of the twelve participants.
1. Need for Support
a. Pattern: Available resources
b. Pattern: Supportive work environment
c. Pattern: Need to be more family-friendly
2. Fathers in the Workplace
a. Pattern: More focused employee
b. Pattern: Shift in role and responsibilities
c. Pattern: More than a breadwinner
d. Pattern: Paternal identity
3. Managing Dual Roles
a. Pattern: Family life impacting on work
b. Pattern: Attempts at managing work and family roles
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c. Pattern: Work affecting family time
d. Pattern: Need for work-life balance
4. Family Involvement
a. Pattern: Care-giving responsibilities
b. Pattern: Spending family time
Each of the four main overarching themes will now be presented with direct
quotes from the twelve participants to illustrate the patterns that are incorporated within
the theme and how it applies to work-family enrichment.
Theme 1: Fathers in the Workplace
The role of the working man is changing as we see more actively involved fathers
in the workplace. The new identity of the involved father is one who is involved with and
accessible to their children. This diverges from the once held largely prevalent view of
fatherhood from past generations, as mostly built around breadwinning (Hall, 2016).
Noticeable with these participants, was an identity of a working father that was largely
influenced by them either being raised in a dual-career family or a single mother family.
Involved fathers tend to identify themselves less with their careers while being perceived
by others as more credible and responsible. This identity allows fathers to put work into
proper perspective.
Pattern 1a: More focused employee. When men become fathers, employers tend
to think they’ll be even more committed and hard-working now that they have a family to
provide for. One of the questions the researcher explored was, “Do you think being a
working father has or would impact how others in the workplace see you? If so, how?”
Most participants indicated that becoming a father had a positive impact on how others
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saw them in the workplace. More specifically, participants echoed the shared view that
by being a father, they were seen by their coworkers as more credible, driven, mature and
responsible.
Patrick gave an example of the conversation he has with his coworkers regarding how he
is viewed in the workplace when he shared:
Well, being a black, um, African American male, um, they, you know, they,
when- just in conversation, you know, speaking with supervisors, you
know, they ask questions of what motivates you, and I'm able to bring up
family. Um, and so, I'm fairly young, um, and have been working at a
young age, um, so, you know, they, um, they kind of view me I guess as
responsible.
Basdeo talked about himself as a responsible worker by expressing:
Yeah, I think- well, I think being a father shows a level of responsibility,
you know, and I'm pretty open about, you know, speaking of what happens
or what happened, or sharing my view points.
Raymond gave the reason for his work ethic by saying:
So you more of a dependent worker and um, better, more serious and work
oriented to get a job done so you get out at a decent time to take care of
your family.
Those participants who held management positions in their organizations were able to
share how they viewed themselves and co-workers as working fathers. For example,
Raymond, a manager in his company shared:
Like I saying, that way it's because we model, we have a lot of younger
people that are starting out. Ah, ah, look, look to you to ask for your
experience, like your wisdom on how you might handle a situation for the
day's best, for to handle the situation according to their needs. So it
definitely been a, being a black father, that's very important. Especially
among, well, especially among most, most of our, my co-workers that are
um, that are black. We always speak about families and role models of
families and of fathers and things of that nature.
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Noor, an assistant manager in his organization considered himself a role model as he
shared:
Uh, sometimes as fathers. Yes, I think it, it, it can be a big influence to the
surrounding uh, uh, folks around us.
One participant, Solomon was able to reflect on how managers perceive working fathers
when he shared:
Probably. Um, I would say from a, uh, managerial standpoint, when you
have employees that are married with kids, they would tend to be more
stable employees, more, uh, I wouldn't necessarily say trustworthy. But,
um, um, more inclined to- to adhere to their responsibilities. They're more
a steadier employee.
Additionally, participants emphasized that fatherhood had increased their clarity in
priorities and their sense of purpose. For example, Keith said:
When you're a working father, you, you tend, you tend to see the world a
little different. You appreciate things di-, differently.
Patrick expressed his motivation and appreciation for the job as follows:
Yes, it drives me. It has impacted my work in the positive. And times in- in
situations where if I may not want to go to work, or may want to leave
work, or stop working and- (laughs) and just not work at all, it has
impacted my work by, um, refocusing my- just refocusing me on what's
most important. And, um, just giving me a stronger desire to do my job
diligently, because I know it affects my kids directly.
George noted that becoming a father gave him a higher level of empathy for others when
he shared:
Um ... okay, so ... so with me, since my coworkers, especially the ones who
have newborns, the positive effect is my understanding for them and my
compassion for them. So let's say, um, their workload, they're a little bit
behind or a little bit tired, you know I'll pick up the slack because I know
what they're going through so- one of my coworkers just had a new baby,
you know they're tired, they're stressed, and they're exhausted. So I will
pick up on their workload and at my job I was capable of doing that by
acquiring the orders. So I think they find that positive and most people
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find that I'm very helpful. And I think as a working father that gives me
empathy for other people who are working fathers.
Pattern 1b: Shift in role and responsibilities. Getting married and having
children can have a significant impact on any individual as new roles and responsibilities
as both husband and father emerge. It was clear that becoming a husband and father had a
significant impact on the participants as most stated they had to alter their lives to adjust
to their new roles and responsibilities. This resulted in less personal time, little
uninterrupted time, less time for other pursuits, exhaustion etc. Most described in
compelling ways the changes that they had experienced in their own lives. For example,
Anthony openly shared about the demands and pressure he placed on self:
Exhausting. higher pressure, more demand. Um, it's also physically very
demanding. So there's a lot of pressure to perform. And then also, uh,
there's the pressure you put on yourself because, you know, now I'm
providing for a family. It's not just me without a job, it's my family's out a
job.
Noor shared his experience and gives an example of how as a working father he
strategizes:
Uh busy. Uh, uh, I have to have a set schedule now. I-I-I have to have a
game plan. I have to be organized and be a lot more responsible. make
better use of my time I have to spend with the family. Uh, with work and at
church. Friends. I-I have to prioritize what I do.
Basdeo expressed the shift in his roles and responsibilities by saying:
Obviously, the kids are involved, you know, they're shuffling between
different activities, whatever that may be. You know, whether it's dropping
off, or- or picking up, or ... and, uh, again, just standard, you know, househouse maintenance, you know, cleaning up, preparation for the next day
type stuff.
Eric who also agreed that there was a shift in responsibilities, went on to explain the
impact of the shift on his job:

71

I mean some of the responsibilities does shift so, um, you know, it just
makes it that much more important to go to work and work hard every
day.
Keith described his roles and responsibilities as routine when he shared:
You go through years, uh, where, when, when, when, when you have to
work, and, and, and, and, and, and as soon as you get off work, you have
to, you have to, you have to pick up the kids, sometimes they, they'll have
rehearsals and things like that, and you, you know, you pick them up, you
take them here, you, you pick this one up, and you take that one there.
And, and, and, and your whole week is based on just, uh, uh, uh, uh, uh,
uh getting thing, things done. you're actually taking care of their social
life for years.
Lack of time for personal pursuits, was one of the common theme expressed by some
participants. For example, Patrick pointed out:
Um, right now, when I get off work, I'm not thinking about what I'm going
to do, what I want to do first. I'm thinking about what needs to be done,
you know, for the family. And depending upon what needs to be done on
that will determine if I have time to, after I come home, go to the gym, or
go play basketball, or hang out with friends. Um, definitely there's not a
day where I come home and go straight to sleep.
Arthur candidly shared his experience by talking about life before and after marriage or
kids:
Before and after work I am um, I'm usually, I'm usually doing something
that I guess, it's needed for my, my, I guess it's, I'm doing something that is
needed. I'm doing something to fill the role as a husband and father now,
before and after work, so that takes away the personal time. there was
definitely more personal time before marriage and before kids. Before
when I was single, before marriage before children I spent more time um
going to the gym, um maybe hanging out with, with friends, grabbing,
grabbing a drink or two, maybe just socializing, um resting maybe, um,
doing activities I like to do such as uh, riding my bike, um reading, I guess
I spent more time reading, um things of that nature.
Raymond noted that his focus was on family when he shared:
Um, well, most time, coming home in um, helping kids with their
homework, um, preparing the, figuring the meal plan for the evening,
dinner, and basically just getting them ready for the, for the next day to
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get up and go to school and me get up and go to work. it's all family
oriented.
Pattern 1c: More than a Breadwinner. There is an apparent shift from the
traditional role of a working father as breadwinner, to the more involved and emotionally
caring father. Most participants did not see their roles as fathers as being solely, or even
primarily about, being the financial breadwinner but they equally valued their role of
being involved in and with childcare. For example, as George highlighted:
Well coming from a traditional extended Hispanic family, usually the
father was the monetary provider of the family and the female was the
coordinator or the head of the fa- like she- she coordinates the family.
Women are in charge of, um, you know the money, the shopping, the
educating. And men are more traditional breadwinners or the income
providers. So very traditional-So me, now, as a father I don't want to
provide that for my children. I believe they have much more time- much
more free time, much more support, emotional, financial, um, just more.
And, um, I think that's the type of parent I am now, that I provide for them
but they have much more leisure time and physical time, actually. We
actually spend time together and my- my wife spends time together to talk
to them, they do their homework together. So I believe they are receiving
more than what I received when I was growing up.
Arthur talked about not wanting to parent the same way his parents did when he shared:

Uh, I think seeing the way my father, my working father was as, was when
I was a child, uh has made me want to work harder in terms of creating
more for my family, and at the same time coming home, and being more
loving, and giving more of my personal time.
Basdeo also echoed similar sentiments of wanting to be around more when he shared:
So, I mean, again, I don't know if that- again, myself conscious made it be
like, "Well I want to be around more," or just- I just better hours, but, uh,
you know, I like the fact that I don't have to work long hours, or commute
long, and that I'm around. Uh, I feel like it helps, sometimes I'm sure it
doesn't, but, uh, again I'd rather be around than not be around.
Maxwell was also able to share his experience with his father and add how important it
was for him to be around more with his children when he point out:
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My daddy was always going to work, but he was never always around
because he was working so much. So I try to take what he did and kind of
like take away from it the way I do it now. Work a little bit, and I spend
more time with the kids, that way they have a father in their life.
Ellis was even able to give insight into the younger generation of fathers in the workplace
when he shared:
So, um, as far as working father, um, I think, I think it's changed a little bit
over the generations where the dads are starting to have more of that,
what used to be the motherly role, because we're seeing, you know,
spouses go to work. I mean, not all spouses work, but you know, I know
my, my situation is not by any means, um, um, completely foreign. the
younger generation of pilots has seen the mistakes that the older
generation of pilots has made-and not keeping the family as important,
whether they worked too hard or they, uh, were not faithful to their
spouses-there's a lot of pilots that are much older that have lost that
family connection. And um, I think, uh, a lot of my peers that I know, um,
yes, we need to make money but, and we wanna work hard, but a lot of us
are trying to balance it where we don't make the mistakes that those other
people made that are older than us, if that makes sense.
Breadwinning continues to be a key aspect of how Americans understand
masculinity and being a good provider is certainly still seen as a critical component of
being a good father (Rehel & Baxter, 2015). Two participants defined their roles based on
the traditional views of fathering in the context of work.
Anthony candidly shared:
So there's a lot of pressure to perform. And then also, uh, there's the
pressure you put on yourself because, you know, now I'm providing for a
family. It's not just me without a job, it's my family's out a job.
While Noor poignantly explained:
I'm basically working for my kids, I, uh, if I were to pass away there are
things, you know, stays for them. I'm passing onto them.
Pattern 1d: Paternal identity. The impact of parents on their children – for good
or bad – is real, it’s significant and it’s long lasting. Most of the participants focused on

74

their parents as their primary influence that developed their sense of career and paternal
identity. Participants shared that they were either raised by working mothers or dualcareer parents and they all echoed a desire to be more involved parents and provide for
their family. For example, Raymond shared:
I wasn't raised with a father. I was raised by my mother. So for me, um,
being, being, being a father is like very important to me because I didn't
have that in my life and I wouldn't, I want to make sure they would.
Patrick talked about the influence his single mother had on him when he shared:
Um, well, I didn't grow up with my dad. So, I'm an only child, so seeing
my mom have to financially take care of everything on her own, I was able
to observe that burden and responsibility. Um, which gave me a desire to
make sure I would, um, be able to, you know, be there for my children as a
working father, to support the family structure financially.
Solomon relates his experience of watching both his parents work while balancing a
family when he stated:
Uh, um, both my parents always worked. So growing up, there was always
instilled in us that you got to work to get- to gain anything in life. So that
is probably carried most with me. And you adjust as a family to- to, um,
accommodate that balance. Um, so my father always worked hard. He was
a small business owner, and um, never knew a time that he wasn't
working. So that's always been, uh, uh, a major part of- of my being in
adulthood and my being a father. It's just that work ethic of always getting
up, always going to work, doing your part, and taking care of your family.
Anthony also shared how he was influenced by two working parents:
Yeah, both my parents worked, and they were both very hard workers.
They both had full time jobs. My father was in the Navy, my mom worked,
uh, in the financial industry. And then, they also ran a small business on
weekends. So I grew up with two parents that did nothing but work. So I
would say that influenced me a lot.
Ellis also gave his input on his parental influence when he said:
Uh, well, I mean my, my dad always worked, you know. Um, so yeah, my
views, uh, were all shaped because, you know, the way my parents raised
me.
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Eric relates how he has modeled his father when he stated:
Um, I mean, well, I, I took a lot from my own father. Uh, my own, my own
father, he was pretty, um, strict and, um, he, he taught us how to work.
You know, and, and be leaders. So, you know, I also have that as my role
model as well so, um ... so, you know, I guess it's only right, you know, it
showed me the way on how I can, um, uh, return and, and, and bring my,
bring my own kids up.
In addition to parental influence, paternal identity for one participant was shaped by
stories shared by co-workers and the media. Noor openly shared:
Uh, that came from uh, uh, the experience of uh, uh, uh with the same kind
of fathers not doing as well and I refuse to go that route. With hearing
stories, uh, with the people I work with. And, and I refuse to allow my
family to go through that. And the television, media, it's just, radio news.
Stuff that you hear. And I refuse to, you know, to, uh, to fall in those
categories.
Theme 2: Family Involvement
The role of fatherhood has been changing with fathers taking a more hands-onapproach to raising their children. This change is both cultural and economic as we see
more women joining the labor force and more dual-career families (Furman & Stevenson,
2014). Fathers share the role of breadwinner more and more with their spouses or
partners and are taking on a larger and more diverse role in parenting and caregiving. Our
modern-day fathers are spending more time on parental decision-making, caretaking and
housework while balancing a career.
Pattern 2a: Care-giving responsibilities. Fathers who live with their children
are taking a more active role in caring for them and helping around the house. More dads
today change diapers, do school pick up, help with homework, and have to be able to
pick up a sick kid from school. Parenting is approached in a more balanced way with

76

most participants reporting that caregiving was divided equally. For example, Basdeo
shared:
It- it's pretty much shared, you know, 50, 50. We've got a little routine
going so to speak where, I'm home first, usually, so I'll- I'll straighten up
and I'll do the dishes in the sink, uh ... She's in charge of meal prep, she's
in charge or actually the finances of it, so she- she handles bill pay and
mail and things along those lines. I handle the laundry, you know, I
prepare lunches for the following day, so I guess she's in charge of dinner.
Eric talks about the roles being evenly spit with his wife when he said:
Yeah we just try to split it quite evenly, you know once, once we're, uh,
when we're all home so no one is, you know, stressed out or exhausted or
anything like that.
Patrick indicated that most roles are alternated while some are done together when he
shared:
So we alternate. Um, we spoke about that I do the drop-off in the morning
and she does the pickup. I am responsible for picking up dinner, if we
haven't cooked. They wear uniforms, so we prepare their clothes for the
next day. Um, you know, she's responsible for putting the school clothes
out, I'm responsible for ironin'- ironing them. Um, because we have two
kids, we tackle homework together. most times she would do homework
with my daughter and I would do homework with my son. Prepare them
for bed and get their lunchboxes ready. My son is in piano. She, um, so on
Wednesdays, she would drop him off to piano class, and leave him, and
then I would pick him up.
Solomon openly shared about the balanced effort between his wife and self:
We do a pretty balanced effort when it comes to the kids. There's not any
one person that's overwhelmed with anything.
Raymond talked about how he and his wife worked as a team when tackling caregiving
responsibilities when he expressed:
As a team you can work together. Um, well, most time, coming home in
um, helping kids with their homework, um, preparing the, figuring the
meal plan for the evening, dinner, and basically just getting them ready
for the, for the next day to get up and go to school and me get up and go to
work. it's all family oriented.
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Two participants reported that their spouse provided more care. George indicated that:
I would say my wife takes care of almost 80-90% of the caregiving and I
would probably take 20-10% of the care- the caregiving. Depending if it's
a weekend, then the percentage will go up and I'll do 20%, if it's not a
weekend, I'll probably only do 10% of the caregiving.

While Arthur candidly shared they don’t have rules, his wife takes the lead and he steps
in when needed:
Um, we don't, we don't, we don't have any rules or, uh guidelines we
follow. Um, I guess for the most part, I guess for the most part she's, she's,
she, I would say she's the lead, and when I'm available or when she needs
me, I would say that's when I step in.

Ellis, however stated that he provided more care to his children than his wife, and
supported his wife’s career pursuits:
Would never admit to my wife this, but I worked harder at home than I do
at my actual job. I would basically do everything, laundry for the kids,
laundry for my wife's and me when I'm home. do all the grocery shopping,
take care of all the bills, um, yeah, do any picking up and trying to
organize while I'm gone. Um, until when my wife was finally done with her
training. I mean, she went through four years of undergrad, four years in
medical school, five year or residency and fellowship.
Despite changing gender roles, Anthony still perceived his spouse as better equipped than
him to care for their children when he stated:
Um, she has to carry a greater load, uh, at home because, uh, her work is
more flexible, and in the end, it's less important, 'cause I make more and I
provide the, uh, insurance and stuff. So when it comes down to who has to
miss a day at work, uh, you know, to take the kid to a doctor appointment,
it, it, it's gonna be her, nine times out of ten.
Pattern 2b: Spending family time. Research shows that fathers spend seven
times as much time interacting with their children than their own fathers did with them 40
years ago (The Bureau of Labor Statistics’ American Time Use Survey 2014). Today’s
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fathers spend more time with their children, not only because its more socially acceptable
but there was a general feeling among the participants that they wanted to spend as much
time with their children as they can. This was echoed by Eric when he stated:
I mean even if it's just going out to grab a bite to eat or just going to the
mall. Most of the time we just spend that time bonding, um, you know,
maybe laugh and play together. For the most part it's about 10 hours
during the week and then on the weekend it's, it's all day on the weekend.
Ellis also shared how he spent his time on a day to day basis with his children:
I would get like two hours in the morning with the girls, and then maybe
I'd get like, you know, four hours in the evening, afternoon, before they
went to bed, so let's just say six hours. Um, oh, just simple stuff. Just, uh,
uh, I mean they're, they're babies, so you know, we go to the park. We go,
uh, if it's warm out, we, um, have like little splash pads, you know. Um, or
we come home, and the girls love to read books. They love to go through
walks with their, um, you know, the wagon ride. It's basically a bicycle
ride. Um, being out, uh, basically outside.
Patrick summed up his weekly time spent with his children as follows:
So if we're gonna go Monday through Friday, I would spend two hours.
And on weekends, I'm- I'm with them all day, so. um, during the weekdays,
the time is just homework, dinner, and putting them to bed. And, um, you
know, a 15-minute book read. Dinner together. Pool. Movies. Just
watching TV together. Goin' to the park. Goin' to church.
Keith easily explained his time spent with his children:
About a good three hours, I would say, on the average. we would spend
the whole weekend together usually. We would go to the park, a lot, uh,
take, uh, take a bi-, bi-, bi-, bicycle rides, bowling, uh, roll-, roll-, roller
skating, you know, the movies.
Interestingly, only two participants talked about a desire to spend more time with their
spouse. Patrick, being one of the two shared:
Um, most of the conversation is more centered around how can my wife
and I just have more time together as a couple, versus parents and
employees.
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While Keith succinctly stated:
We would both agree that we need to spend some more time together.

Theme 3: Managing Dual Roles
Working fathers face conflict with their role as a parent and societal expectations
of being an ideal worker. The ideal worker that is always available and devoted to work
with few responsibilities outside of work, clashes with men’s ability to be involved
fathers. With more time spent on childcare and homework and little reduction in time
spent in the workplace, fathers are increasingly reporting work-life conflict. Research
suggests that people will spend more time engaged in roles that are most important to
them, therefore leaving less time for other roles, which increases the opportunity for the
person to experience role conflict (Greenhaus & Beutell, 1985). Working fathers will
therefore face significant challenges when trying to reconcile the demands of both
professional and personal responsibilities.
Pattern 3a: Family responsibilities impacting on work. Conflict can occur
when obligation or strain from one role make it difficult to fulfill expectations from
another role (Greenhaus & Beutell, 1985). Participants were candid in sharing how strain
created from their family roles makes it difficult to comply with the demands of work.
For example, Eric shared:
Sometimes you get those calls and you may have to leave work to pick, you
know, say if the kid get sick at school or something. Um, just me as a
father, I mean I, I expect that to happen sometimes.
Keith shared how his job can be impacted by family emergencies:
You know, emergencies and things happen, they, they, they, they, they
have a very, very difficult impact on your job. Because that, because that
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means that your coworkers are either going to have to, to, to take your
stuff, or you're, you're, or somebody's going to have to do that work.
Solomon talked about the only instance where he sees a possible impediment by noting:
Just on the occasion where I would have to take care of any family
business during work hours.
George highlighted the common feeling of exhaustion among working parents:
In a negative way, of course just mentioning my friends who have
children, who are tired and exhausted, I go to work tired and exhausted.
Ellis talked about his experience of being tired on the job and comparing such to
coworkers who weren’t parents:
I've been tired before, um, arriving to work. I've been impacted where, um,
you know, I'm, I'm, I'm, uh, arriving to work, uh, not as well rested as
somebody that was not, is not a father.
Basdeo described how responsibilities outside off work sometimes takes priority over
work as he stated:
Well, yes, of course. I guess there's times where, you know, there's things I
have to do outside of work that at the time I might deem more important
than, you know, finishing something up at work or maybe going that extra
mile, per se.
Pattern 3b: Attempts at managing work and family roles. The changing role
of fathers has introduced new challenges, as fathers juggle the competing demands of
family and work. Research indicates that different groups of employees tend to use
different types of strategies and tactics as they cope with the demands of work and
family. To accommodate both expectations of the workplace and of being a father, some
fathers employed stealthier approaches to this conundrum. For example, George stated:
What I- what I try to do is when they- when they call me for a- a- to work
extra, I would coordinate with my wife by calling her and asking her to
look at her calendar to see if we have anything for the children that day.
Like if they have a school activity, or a social activity, or a family activity
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so that I can get approval from her, so I can go ahead and request the
time to work at work.
Ellis shared an example of how he creatively managed his dual roles:
So, um, you know, I got little kids. Christmas is, is, is important to us in
our family. So, we had to pretend Christmas was another day. So, we, uh,
you know, had to say Christmas was like on the 22nd of, uh, December.
And we celebrated with the kids like it was really Christmas. I had to go to
work on Christmas Eve.
Solomon described how scheduling has been his go to approach for managing competing
demands:
Um, competing between life and work. Um, really, everything just centers
around scheduling. You know, um, you know, I may have to, um, swap
weekend schedules with somebody to accommodate a trip to a concert.
Like we just went to a concert last weekend.
Anthony openly shared how his attempts at scheduling can sometimes be a challenge:
So, it's, it's very, very hard to make long term plans, um, without actually
taking a week of vacation off because you just don't know when you're
gonna be scheduled to work. And even if you're scheduled off, you don't
know if they're going to make you come in.
Two participants also shared how living near work has made it easier for them to
navigate around work and family demands. Solomon shared how living close to work can
help in the case of family emergencies:
I do work close to home, so I do have the ability that if something familyoriented comes up that I'm able to take care of that.
While Basdeo shared a direct benefit of his proximity to work:
And with the short commute I'm still home at a relatively decent time.
Patrick talked about the advantages of his current work schedule comparing it to his
former employer’s culture and noting the long work hours often inherent in the sales
industry:
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Um, the work schedule that I work now is more allowing for me to be with
family versus before. Um, because before, in the sales industry, you know,
you normally work like a 12 to 9 shift. And a lot of the responsibilities and
pressures fell on my wife. So now, I work when the kids are in school. So it
makes it doable.
Pattern 3c: Work affecting family life. Given the fact that it is not possible for
persons to be in two places at the same time, satisfying work responsibilities may not
allow for the flexibility desired to fulfill family role expectations. Some participants
shared that it was difficult to combine work and family because of the number of hours
they had to work in their demanding job. For example, Patrick shared:
I'm in sales, so it's- it's commission-based. Um, so at times it can be
stressful, because my pay is dependent on my performance. Um, and it's
been like for about 10 years, even at previous jobs. Because it's pay for
performance, there are times where I work overtime, or go in on my days
off, like today.
Anthony candidly shares about not being able to experience some family events due to
his work:
Um, I will never get to go to things like open house and stuff like that
because I, uh, my work just isn't flexible that way.
George shared how a specific shift at his work impacted aspects of his family life:
As a parent, when I was working the night shift, many times I forgot my
wallet, sometimes I forgot to pick up my kid, sometimes I forgot to pick up
something or do something. So that hurt me as a father because I was
impaired, and I believe that my work schedule wasn't really appropriate.
Anthony also described how he has missed several activities for his kids due to work:
Hmm. Uh, when my son was playing soccer, um, I missed most of the
games, um, because I was unable to m-, avoid work, where my work, uh,
involves a lot of weekends, so when I have the duty on a Saturday, you
know, there's no getting around that. So, uh, I miss some of the extracurricular stuff.
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Raymond shared his experience as a manager and how that role has impacted his family
life:
Being in management, you have to if there is a situation where you have
people, um, employees that don't come, aren't able to come to work. You
might have to adjust your schedule and work longer shifts to accomplish
what needs to be done at work to take care of the business at hand.
somebody else goes on vacation, uh, things of that nature, then you would
have to assume working six, seven days in a row. And that would take
away from things that you might have planned to do with your family.
Fathers desire to be more involved at home with their children. Some participants shared
their missed opportunities to spend with their children. Arthur echoed:
Um, sometimes I'd like to go pick up the baby from daycare, um just to
share that experience you know, with her. And I'm not always able to do
that because of the work scheduling, Uh, sometimes because I work at
night I'm not home to put the baby to sleep.
Keith succinctly stated:
You're away so much, and, and you miss a lot.
While Anthony candidly shared:
Um, work demands more of ... I, I wish I could give more to family. But,
uh, work demands too much, or, or a great deal of my time and attention.
Pattern 3d: Need for work-life balance. The balance between family life and
work is an issue that affects us all. Most fathers, like mothers are trying to balance work
and their parenting responsibilities. Large proportions of employees at all career stages
report that they experience challenges or conflicts as they attempt to fulfill the
responsibilities of both home and work (MacDermind, Matz-Costa, & Pitt-Catsouphes,
2007). Participants shared that having a family has heightened their sense of finding the
right balance. For example, Solomon shared:
Um, I find balance as best I can. You know, for me, family's first. Um, so II don't bring work home, so when I close my computer, that's it for me.
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And I'll drag it home, um, because any stresses I had at work doesn't
require me to put my family through anything like that.
Noor commented that he was able to easily separate both work and family domains:
Wh-, um, when I leave work, I leave work at work. I don't, um, can easily
separate the two. Not too many people can do that. Um, um, but I handle
and manage both easily. Um, my home life and work life are separate.
Eric candidly shared he never really learnt how to balance work-life:
Uh, honestly, I'm, I'm still trying to find my way around that. Uh, find that
way to manage that. I mean, um, I always saw work as something that I,
that I had to do. Um, so I've never really learned how to balance, uh, you
know like going out or going on vacations or anything like ... I really
never learned how to balance that part of it. It's usually just been all work.
Patrick was the only participant who hinted that the desire for work-life balance was not
only needed because of the kids but also to achieve more time as a couple:
Um ... work-life and balancing it. Um ... yes, because we have kids. Um,
most of the conversation is more centered around how can my wife and I
just have more time together as a couple, versus parents and employees.
So, right now, we- most of our time is devoted- we spend more time at
work than any other place, for sure. Um, so, and then after work, we
spend more time, you know, being parents. So we really try to just figure
out how we can, um, my wife and I together, just, uh, be a couple.
Some participants even shared that the juggling of work, leisure and family priorities is
increasingly seen as a struggle at times. This was echoed by George who shared:
Um, my children have very different schedules, they go to four different
schools and so I needed to try to allocate time for them but when the
demands of my work would call, then I would have to cancel their time
and give that time to- to work.
Basdeo commented on how he and his wife try to juggle things around:
It's just a matter of you know, trying to get everything- trying to get
everything done. You know, sometimes it's- things- you know, sometimes
things have to get done within the work day, in essence, and since we do
both work, you know, then it's sort of juggling things around, you know,
maybe using a lunchtime to get things done, or going ... you know, I don't
really go in- I don't really go in late or leave early. My wife has a little bit
more flexibility with that, but yeah, it would be with her and it's more just
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you know, day to day, like, "Hey, how are we gonna get this accomplished,
how are we gonna get this accomplished?
Ellis referenced the need for a tight schedule in order to keep things afloat:
Um, and, uh, now it's like, you have to basically, you gotta keep everything
on a tight schedule, otherwise you, you're gonna forget something, um,
that you needed for work, or you, you, you know what I mean? Um, now
it's like we basically have to keep a very rigid schedule just to keep our
lives intact, if that makes sense.
Theme 4: Need for Support
Work-life literature and research often highlight the degree of support that people
feel they receive as working parents. Their expectations for their work environments are
changing to align with their increased desires to provide care for their family. Even in
organizations that enjoy outstanding reputations as “family-friendly”, it is important to
examine the pragmatic use of these benefits and programs by working fathers. Fathers
want their companies to better support their needs, and employers are working to adjust
to these new expectations (Harrington et al., 2011).
Pattern 4a: Available resources. Paternity leave, access to child care and a
variety of flexible work arrangements are just a few of the many benefits that companies
provide to support parents. Most participants despite not being able to speak to all
workplace policies and benefits that existed in their companies, they were able to share a
range of family-friendly entitlements, such as flexible working hours, dependent care
savings, paternity leave, paid time off, unpaid leave, shorter working hours, part-time
work, etc.
For example, George was able to highlight several benefits offered by his company:
They do provide childcare, they do provide a lot of resources. They do
offer paternity leaves, which is something that the last previous employer
didn't provide for me. So, um, I'm gonna say that they're very good for
working fathers with the paternity leave, um, benefit that they provide.
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besides the paid time off. Um, they have this website that's like a lifesomething lifeworks support. So it's like emotional or just like
psychological counseling. Very affordable, very good medical benefits, my
employer offers educational benefits. my workplace offers a gym. they do
offer premium rate, and they offer part time.
Keith gave insight into benefits such a job relocation, counseling, discounts, bring your
child to work and tuition reimbursement:
They do offer a lot of, uh, of, a lot of things for, for, for, for, for you and
your family as far as tuition reimbursement, and, and all kinds of
counseling programs, and, and uh, just, just, just a whole lot of, a whole,
whole lot of, a whole lot of positive stuff that they, they, they, they, that
really helps you and your family. they allow you to bring family members,
and, and they, and they actually work at ...for, for about two, two to three
weeks. traveling, uh, dis-, dis-, dis-, dis-, dis-, dis-, discounts, got websites
called... fun stuff, if you want to live almost anywhere in the world, you
can, as long as you have a good work history, you, you can transfer there.
Among the many benefits offered by his company, Patrick highlighted the amount of
paternity leave fathers in his company received and he compared this to other companies
he worked before when he stated:
One main thing is, um, and this is the only job that gives- that I've ever a
part, they give six months off when having children. they really value, um,
fathers being able to be there for their children. Paternity leave for dads,
the same amount as the mother would get. eighty hours of vacation time. It
is mandatory to use it. So that you can have family time. they do not have
working hours past 6:00. They have a daycare on-site. Um, so that way,
you can bring your kids whenever you needed to, so you can still work. I
think that's it. flex time during the summer, where you can, um, leave at
any moment, at any time, you know, just be able to leave if you have
something to do with the family. And you can make up the time at your
leisure. we do have family medical benefits. the summer camps.
Some participants adopted a very pragmatic approach to their use of these resources. For
example, Ellis shared:
My kids can fly for free unlimited, is an amazing perk, you know, for kids
and their cultural experiences. we just took the kids to, uh, Scotland, uh,
two weeks ago. um, dependent healthcare is, uh, savings account is a huge
benefit for me. I mean, $5,000 tax free, that, that's, um, that's well over
one month, uh, um, you know, daycare savings.
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George talked about the affordability of the health benefits and access to paid time off:
Um, and my children are active so they're gonna get into accidents, and
break their bones like my son did, or hit their head, or get sick, and, um,
having this great medical benefit, that's important for me because the last
thing I need to do is worry about their health. So healthcare, medical
benefits are very good for me with my four children, and very affordable I
would say and top-quality care. I need time off to spend with my family. I
need time off for vacation. Those are the only benefits I've taken so far, the
paid time off and the medical benefits.
George even went on to share the general culture of men in his organization regarding
their use of one benefit-reduced working hour:
So, um, they do offer premium rate, and they offer part time, but I find that
it's not the men that take those benefits, it's the women that take those
benefits. Men usually just work the full- full time. So, if they offered it to
men, which they probably do but I don't see any men taking those benefits.
Pattern 4b: Supportive environment. A supportive family, manager
supportiveness and co-worker supportiveness are important ingredients of a supportive
environment that can positively or negatively impact on fathers’ work and family
experiences (Harrington, Eddy, Van Deusen, & Fraone, 2014; Falci & Watanabe, 2017).
Offering a supportive work environment to fathers in the workplace can result in them
more likely becoming an ideal worker. This was evident as George shared:
My workplace offers a gym. And what I can do is I can go work out, I go
usually for a run or do weights, um, before, during, or after work. they're
very big on- on having healthy and fit employees. And it's, um, to me it'sit's positive because it shows that they want you to stay in shape and I like
to be around people who are in shape. People who are in shape usually
tend to be happy, and in a good mood, and agreeable.
Basdeo talked about the family-friendly culture engendered by his company:
They try to preach a- a- a- I guess a friendly-family culture per se. So of
course, you know, they're- they understand that there are individuals that
have families, and they support that.
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George discussed how his company was not for profit and offered lots of resources for
working parents when he stated:
So, I'm very lucky to be working for a company that is top rated for
working people in general and fathers, and you know not fathers in
particular, but it's one of the best companies to work for. So, I would say
that they're very good for me in the sense that, um, they can provide the
shift that I want, um, and the promotion that I just received, and I would
say that they're pretty flexible with my requests compared to other places
that I've worked. I would say that they're pretty good for working fathers.
They do provide childcare, they do provide a lot of resources. My
company is a not for profit, so they have a lot of resources spent back for
the organization and a lot of- a lot of them are for childcare. Even though
my children don't need childcare, it's there. Um, and, um I think it's pretty
good. I think they offer pretty good services for working fathers.
Other examples of the positive integration of work and family life was echoed by Patrick
and Basdeo. Patrick shared the positive experience of his children attending summer
camp while he was at work:
Right now, in the summer my son goes- my son and daughter go to the
daycare, the summer camp. Um, it is at a- because we're employees, it is
at a reduced price dramatically. I am saving 75% of what a normal person
would pay for summer camp. It is billed and taken directly out of my
paycheck, which is convenient. I'm allowed to pick them up during lunch
and have lunch with them while at work, which gives me more family time.
It gives me peace of mind, because if anything happened, I know they're
right downstairs and I can easily access- access them.
While Basdeo highlighted how his short commute and standard working hours allowed
for him to successfully integrate work and family domains when he stated:
The fact that hours are pretty, you know, set in stone, and with the short
commute I'm still home at a relatively decent time. I don't have to be in
early, I'm home pretty early, so I'm able to help in the morning, you know,
I take one of my kids to school, I pick the other one- I pick another one up.
You know, it's pretty ... and then, you know, I shuffle them initially to after
school activities. You know, then I get some time to myself, usually it
involves the gym, and then, you know, it's the picking up and then, you
know, the preparation for the night and for the next day.
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A more supportive work culture has a positive effect on a father’s home. Many
participants were able to share how their work culture supported their role as working
fathers. For example, Patrick noted:
Hmm. I mean, when I- I mean, if I ever have an emergency, I just- I don't
feel stressed that I can't get up and leave, you know? I know there's a lot
of jobs where you could get written up if you have too many emergencies
and stuff like that. But uh, I have in no way ever felt that way.
Raymond shared that his company always put family first:
Well, they're always, but they're family first oriented company period
because they always say that, um, they always put the family first. If you
have issues or something comes with your family where you need to leave
work, anything like that, they too, they always are, are been a company
that has been able to, willing to work with you on those situations.
Arthur candidly shared that his company tries to be more flexible and work with working
parents:
And I think they, I think they try to uh, if they know that, if you let them
know that, I think they try to be more flexible with you in terms of uh
scheduling, and uh any requests you might have for time off, such, things
like that.
The more supportive co-workers are of fathers as caregivers, the less work-to-family
conflict experienced. And the more work-to-family enrichment there is for fathers. This is
evident as both Keith and George shared their experiences of co-worker support. Keith
shared:
There've been occasions where, we, we, we, we had family members who,
who, who had, who had uh, who had hospital procedures and things like
that, I got some, some, some of my coworkers to, to, to, to, to, to, to cov-,
to cov-, to, to, to cover, to, to, to, to cover for me, to cover for me, uh, by,
by, by, by, take, take, taking some, some, some, some of my delivery shifts.
While George commented:
I could switch with my- with my coworker that wanted the weekend off to
go to a wedding. So I personally arrange and would do a personal swap.
This is not overtime, this is just a swap.
90

It might not be enough to simply offer family-friendly benefits, but managers and
business leaders must encourage and enable employees to use the supports available to
them. This sentiment was echoed by Solomon when he shared:
But first line managers, um, they have a lot of say on how you as an
employee view the company. You know, so um, family-friendly policies
really start and end with that first line manager.
Noor similarly shared:
I think it's very family oriented. Um, even though uh, it's changing it's
more about business than more than family uh, geared to family. But, uh,
it's very still very family oriented uh, allow us to take time off to be with
our family. They are, they uh, want us to be compassionate and
understanding when we allow coworkers to take time to be with their
family.
Basdeo’s ability to successfully integrate work and caregiving was also predicated on the
support he received from family when he shared:
We're- we're lucky enough also to have help from friends and my in-laws,
so if things- if we can't get one or the other done then we'll- we'll ask, or
hopefully rely on them.
Pattern 4c: Need to be more family-friendly. With the increased presence of
women in the workplace, many employers have been striving to provide an environment
that is more supportive of employees’ commitments to parenting and caregiving
(Piterman, 2008). All the companies included in this study all have developed familyfriendly workplace benefits such as flexible work arrangements, paternity leave, paid
family leave etc. This was corroborated by the researchers review of company documents
retrieved online.
Although many of these companies recognize the shifts that are occurring in terms
of the needs of working parents, there is still much to be done to adapt to and fully
recognize fathers’ increased role as caregivers. For example, Ellis, Anthony and Solomon
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felt strongly that not enough is done to support working fathers. Ellis shared that it was
more about the investors rather than the family:
They make you feel they, they really care about family. But I will tell you,
when it comes down to money, it's always gonna be money investors first.
You know what I mean? Um, hands down, it always will be. They send out
those emails about Happy Father's Day to all those working fathers or,
you know, nice emails about those that are working during the holidays
and, you know, uh, they know they're making a sacrifice, you know, for the
customers, you know, stuff like that. I mean, yeah, okay. It's nice, but when
it comes down to it, it's all about the money.
While Anthony succinctly stated that his company does not care:
Uh, they couldn't possibly care less. This organization only cares about
the bottom line.
Solomon explained how his organization is not as family-friendly as it has been in the
past:
Um, I think the corporate culture has changed over the years as a whole,
and I think that the idea of family-friendly corporations is kind of going to
the wayside, at least in the larger aspect of things that I see. Um, it's still a
good- it's still a very good company. I'm not going to say that it's not. Um,
but it's not as family-oriented as what it once was.
Arthur, however felt that his company treated working parents all the same:
Um, I don't, I don't know if there is a culture towards working fathers. I
think pretty much uh, I guess they treat everybody as one, whether you're
a working father or not.
Eric described his organization’s culture of being more supportive of working mothers
and there was need for equality:
I think that it should be a little bit more balanced. it's not really the norm I
guess you would say, um, up until recent years you see more working
fathers. it's more of a culture of working mothers. They're actually on the,
um, Forbes list as one of the best places in the country for working
mothers. they do have programs for like first time mothers, but fathers are
invited as well. I do feel like it's the ... Like I'm almost at a disadvantage
so to speak. I think in some ways that it's, it's largely ignored ... because
it's not so common.
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While the companies in which the participants worked all have well developed
family-friendly benefits and programs, six participants were able to suggest benefits they
found absent in their respective workplace, which were flex time, day care and better
work schedules. It is important to note that neither of these three suggested benefits were
individually or collectively absent from all the companies.
On the topic of daycare, Noor shared:
Daycare, or helping out with the daycare or some kind of program for
daycare, yes. Discount or something.
While Maxwell also suggested that having a daycare program at his company would be
beneficial:
A daycare program. Yeah, ones that you have to come in either early in
the day at nighttime and don't have nobody else to watch the kids, then
that would come in handy.
Two participants suggested better work schedule. George shared that his company should
consider a better night shift schedule for working fathers:
So definitely the night shift has to be worked upon. The schedule has to be
more flexible for working fathers.
While Arthur commented that working hours needed to be more fixed so working fathers
can better balance their work-family domains:
Um, they could try to set the, set the hours more, and be more consistent,
that way people can plan their outside life, fathers can plan their uh, plan
and, yeah, their outside life, their family time.
Another two participants offered their suggestion about having some type of flexible
working arrangements: George shared:
I think that if they offered flex time, that would be nice.
Anthony also supported the need for flex hours in his organization when he stated:
Well, I would love to see them be more flexible with, um, with scheduling.
Um, flex hours as opposed to days off, so that you could, uh, you know, if I
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had, uh, an appointment in the morning, then I could, you know, flex, uh,
use just a couple of hours at a time, and be able to, um, you know, take
care of whatever I need to, and then come and work the rest of the day, as
opposed to having to take an entire day off to take care of something that
only takes a couple of hours.

Interpretation of Data
The collection and analysis of the data within and across themes has addressed the
research questions, “How fathers in dual-career families describe their experiences
navigating family-friendly workplace policies?” and “How do these experiences
influence their work-family enrichment?”. The four overarching themes that emerged:
(fathers in the workplace, family involvement, managing dual roles and need for support)
provide a collective description of the lived experiences of these twelve participants.
The role of working fathers in our society has changed due primarily to
demographic and cultural influences. The term ‘father’ which was once synonymous to
the term ‘breadwinner’ has changed, and we now see men adopting new roles as nurturer
and caregivers. The participants that were interviewed discussed openly about being a
father in the workplace and how fatherhood had taken on new dimensions. Most of the
fathers shared that they had a greater expectation regarding their role not just as an
economic provider but as needed to equally co-parent. It is important to note that at least
two participants saw that the role of father as an economic provider was still an integral
component of their identity. An equally important component to their identity was to be a
role model as well as providing emotional support as indicated by some participants.
Being a father and how it was perceived by others in the workplace was also discussed.
Most participants indicated that it was viewed positively as they were seen as focused,
responsible and dependable. Parental influence had a significant part to play in how these
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participants saw themselves as fathers in the workplace. Many shared that it was seeing
both their parents working as the impetus to be a family focused worker while two
participants shared that is was the lack of a father’s presence and being raised by a single
mother that led to their development of the ideals of a working father.
Today’s fathers have started to take on roles vastly different from fathers of
previous generations. In most families today, there is no longer a stay at home parent who
is focused on child rearing and management of the household thus resulting in increased
responsibilities for all working people (Harrington et al 2015). Participants in this study
were all part of dual-career families where their spouses also had full time careers and
openly discussed how they viewed their day to day responsibilities and involvement in
the home relative to their spouse or partner. Many of the participants, (especially those
who represented the younger generation of fathers - Generation X and Generation Y),
indicated that they equally shared parenting responsibilities with their spouses or
partners. Most participants described the sharing of care giving and domestic
responsibilities as a tag team routine with their spouse or partner. Most participants spent
more than twenty hours a week with their children with the majority stating more than
thirty hours was time involved with their children. One Generation X participant despite
expressing the need to be a more involved father, did articulate the economic importance
of his job compared to his spouse’s and therefore the spouse assumed most of the caregiving responsibilities within the home.
The shifting cultural ideology of fatherhood has resulted in a transition from
traditional to multiple undefined roles for many fathers. Participants shared that their
struggles to balance work and home spheres has created great work-life conflict. Four
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participants reported the difficulty of combining work and family due to work demands.
Some voiced that managing dual roles was exhausting and led to extra work in
coordinating schedules, while others indicated that it left them with little personal time or
any time for personal pursuits. A unanimous feeling from participants was that they all
had to alter their lives to adjust to their roles and responsibilities as husband, father and
worker. One younger father did however indicate that his role has not changed
significantly; this of course can be attributed to the fact that he has only recently begun
cohabitating with partner and the child living in the home is not his biological child.
The degree of support an individual receives will determine their ability to
successfully balance work-life. Support can come from work culture, supervisors, spouse
or partner, coworkers, friends and may even be from children. All participants
highlighted the need for support not only from the home domain but also the work
domain. In attempting to manage dual roles, many participants talked about the benefits
of coordinating schedules and being in frequent communication with their spouse or
partner. Three participants shared how their short commute was instrumental in their
achieving work-life balance. Most of the participants shared about the support received
from supervisors and managers as well as the existing family-friendly policies, programs
and benefits in their company they have used in achieving work-life balance. At least
three participants shared that while their company had policies in place to assist working
parents, it was still primarily seen as a culture for working women and not really a
family-friendly culture that reinforced or supported use by working fathers.
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Summary
This chapter described how the data collected from the twelve participants was
analyzed within and across themes resulting in the emergence of four overarching
themes. These four overarching themes illustrate the responses of those participants to the
two overarching research questions that guided this study “How fathers in dual-career
families describe their experiences navigating family-friendly workplace policies?” and
“How do these experiences influence their work-family enrichment?” The participants
reflected on their lived experiences with regards to fathers in the workplace (ideology of
working fathers), family involvement (care giving roles and domestic responsibilities
within the home), managing dual roles (reconciling the demands of professional and
personal responsibilities) and need for support (having a supportive environment).
The chapter illuminated the lived experience of these fathers in dual-career
families navigating family-friendly workplace policies and its influence on their workfamily enrichment. The discussion of the results, implications for the field of Human
Resource Development, limitations of this study and recommendations for future
research will continue in Chapter five.
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CHAPTER 5
RESULTS, CONCLUSIONS AND RECOMMENDATIONS
Introduction
This chapter provides a discussion of the overall findings of the research study. It
will begin with a summary of the results of the data analysis then followed by a
discussion of the research results and its implications for the field of Human Resource
Development. The chapter will then address the limitations of this study and
recommendations for future research before moving into the final conclusions of the
research study.
Summary of Results
This qualitative research study utilized a multiple-case study methodology to
examine how navigating family-friendly workplace policies influence the work-family
enrichment of fathers in dual-career families. Most existing work-family literature has
focused on the issues facing working mothers and additionally, with the shift in the
cultural mindset, we are seeing fathers taking on a more involved role within the home
while continuing to provide for their families. As a result, the intent of the study was to
expand upon the work-life literature on working fathers and explore the lived experiences
of fathers in dual-career families navigating family-friendly workplaces policies and its
influence on work-family enrichment. Two overarching research questions “How fathers
in dual-career families describe their experiences navigating family-friendly workplace
policies?” and “How do these experiences influence their work-family enrichment?”
guided this study.

98

The researcher interviewed twelve fathers between the ages of 27 and 55, each
living in one of the following States: Alabama, Delaware, Florida, North Carolina and
Utah. As a result of the recruitment procedure, these states were represented based on the
participants who indicated interest and met the research criteria. All participants
represented both occupational classifications “blue-collar/white-collar” and worked in
companies nationally ranked and recognized for their developed family-friendly
workplace policies. The selection criteria also required the participants to be married or
cohabitating, have at least one child under the age 18 living with them, and their spouse
or partner must also work a minimum of 35 hours a week. The interviews were semistructured and were conducted primarily via Skype with one interview done face to face.
The interviews were audio recorded and the researcher took notes during the interview.
The researcher also took field notes after each interview and collected online data
regarding each company’s family-friendly policies to triangulate data from multiple
sources. The field notes helped to capture the researcher’s thoughts and observations of
the interview and the document review provided the researcher with an awareness of
existing family-friendly policies for each company that the participant represented. Audio
recordings were transcribed by a transcriber which allowed for expediency of all
verbatim transcripts. All data collected was analyzed using a thematic analysis which
revealed four themes that link directly back to the two overarching research questions.
The four themes include: 1) Fathers in the Workplace, 2) Family Involvement, 3)
Managing Dual Roles, and 4) Need for Support.
In the context of fathers in the workplace, participants shared that since becoming
a working father, this has led to a shift in their roles and responsibilities; it has
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empowered them to be better fathers; and they are now perceived by others in the
workplace as more focused employees. In terms of family involvement, most participants
indicated that they were more involved in the child care and domestic responsibilities in
their home, sharing care work with their spouse or partner rather than simply helping
when needed. With regards to managing dual roles, participants shared that work-family
balance was important to them. Work-family conflict was less theoretical and more real
for these participants. All participants stressed the need for support in navigating work
and family domains as they saw themselves as more of a family focused worker, one that
embraces career and family.
Discussion of the Results
With the ongoing changing face of the workforce we continue to see an increase
in the amount of research looking at how people manage the demands of both work and
family. We have even seen researchers calling for a more balanced approach to the workfamily literature. In recent years, there is now a growing number of qualitative and
quantitative research, focusing on the work-life balance of men (Blumen, 2015; Donahoe,
2012: Miller, 2010; Unick, 2013). While more attention is being paid to the work–family
experiences of men, few studies have considered in-depth, the organizational context
shaping fathers experience (Humberd, Ladge, & Harrington, 2014). Except for Unick’s
(2013) study of first-time fathers in the United States where they used unpaid paternal
leave to manage work-life balance, the majority of these studies have taken place outside
the United States and focused primarily on developed countries where legislation not
only obligates employers to provide certain benefits, but many provide additional
discretionary work-family benefits (Blumen, 2015; Duleborn, Molloy, Pichler, & Murray,
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2009). No qualitative studies in the United States have been done which focused in-depth
on the work-family enrichment of fathers in dual-career families in the context of
utilizing existing family-friendly workplace benefits.
This research focused on the lived experiences of fathers in dual-career families in
the United States navigating family-friendly workplace policies and its influence on
work-family enrichment. The thematic analysis of the data collected from the participants
resulted in four themes, each with several patterns that formed part of the overarching
theme. The themes and patterns showed that there continue to be a positive shift in the
changing roles of fathers in both the home and workplace that is consistent with existing
research data. Fatherhood, once socially structured as authoritative, emotionally distant,
removed from domestic life and primarily identified with breadwinning (Blumen, 2015;
Lewis & Humbert, 2011) has taken on a new dimension, full partners in co-parenting
(Harrington et al., 2015). The working fathers in this study showed unmistakable
evidence that they were re-defining traditional gender-based roles. According to
Humberd et al. (2014) dads are seeing parenting as central to their identity and fathers do
see their roles as breadwinners and caregivers in a very balanced way. Most of the
participants in the study equally shared caregiving with their spouses or partners.
Today, fathers are much more involved in child care and these images of the
involved father are often portrayed and celebrated on social media. Fathers in this study
discussed how they were actively involved in child care and domestic responsibilities,
sharing care work with their spouses or partners rather than simply helping when needed
(Blumen, 2015; Galinsky et al., 2011). Many indicated that they were working hard to
better share both the childcare and home care duties with their spouses or partners.
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Harrington et al. (2013), in their research found that fathers were significantly committed
to and acted on their desire to be engaged caregivers. The findings from time-use studies,
suggested that the average time fathers spend with their children has doubled over the last
three decades to about three hours per work day (Galinsky et al., 2011; Harrington et al.,
2013; Rehel & Baxter, 2015). All participants described being available, involved and
being there as much as possible for their children was important to them. Some research
suggested that fathers in Generation X, ages 25 to 40, are prioritizing family time in a
way that indicates a notable shift from prior generations, particularly concerning time
with their children (Blazovich et al., 2014). Most participants hinted that their priorities
changed to focus more on family and many times they opted to spend time with their
children, instead of engaging in personal activities they once enjoyed. These participants
were contented in their role as fathers, doing their best to be good fathers and spend time
with their children.
With the increase of the dual-career families, there is an intense pressure of trying
to balance work and non-work commitments (Harrington et al., 2013). Research suggests
that fathers experience greater conﬂict between their work and family life than ever
before (Galinsky et al., 2011). Work-family balance is therefore a challenge for many
working fathers and as evident in this study, work-life conflict was less theoretical and
more real for these participants. Recent survey research revealed that men experienced
work-family conflict at similar rates as women (Rehel & Baxter, 2015). Many of the
participants used words like ‘challenge’, ‘exhausted’, ‘tired’, to describe their struggle of
reconciling work-family demands. Despite the struggle faced in juggling multiple roles,
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all participants shared a desire to achieve work-life balance and those who attained the
balance attributed their success to their support systems.
Research suggests that there is a relationship between forms of social support,
such as spousal support, family support, manager support and work-family conflict
(Byron, 2005; Cinamon & Rich, 2005; Hammer, Saksvik, Nytrø, Torvatn, & Bayazit,
2004; Pleck et al., 1980). Many participants shared that they were able to achieve balance
by relying on the support of their spouse or partner while two participants talked about
support received from their extended family. It was notable that a high degree of support
came from managers and supervisors as most participants discussed the positive social
support they received from managers and coworkers. According to Humberd et al.
(2014), this might be a reflection of the wider society as younger managers compared to
the older generation of managers, were more likely to come from either a dual-career or
single parent family and had a greater understanding or empathy for the work-family
challenges that such employees faced. Throughout all twelve interviews, not a single
concern was expressed by the participants that being a father somehow impacted their
career advancement opportunities within the organization. In fact, one participant talked
about his recent promotion and how the organization had been good to him by being
flexible and giving him the shifts that he needed. This stands in stark contrast to the
thoughts shared by another participant who felt that his wife was discriminated against as
a working mother.
Participants were asked what types of family-friendly benefits were available in
their company and to indicate any they had used. Despite being unable to speak to all
workplace policies and benefits in their companies, most participants used their annual
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leave scheme, medical benefit, emergency leave and unpaid leave arrangements. While
the companies in which the participants worked all had well developed family-friendly
benefits and programs, six participants were able to suggest benefits they found absent in
their respective workplace; these were flex time, better work schedule and day care. As
previously highlighted, neither of these three suggested benefits were individually or
collectively absent from all the companies. Overall, based on recommendations and use;
flexible working arrangements, flexible leave policies and child-care resources seemed to
be the most beneficial family-friendly workplace benefit among all the participants.
Flexibility of work schedule is an essential aspect in circumventing role load for
both men and women (Dizaho, Salleh, & Abdullah, 2017) and is a benefit fathers are
most likely to use, because it does not compromise family income (Rehel & Baxter,
2015). Some participants expressed the benefit of having a flexible work schedule as it
gave them more control over when they got their jobs done and were still able to spend
time with family or respond to family emergencies. According to Rehel and Baxter
(2015), while many private companies had flexible options in their policies, few people
took advantage of them, especially men. In this study, reduced hours or part-time work
was not an option fathers utilized. As shared by one participant, even though flexible
work arrangements in the form of premium time and part-time were available at his
company, he found that it was his female counterparts who utilized this benefit while his
male co-workers and even he preferred a full-time work schedule. Despite being an
option that may not be utilized by fathers, flexible work arrangements, came in many
forms; from job sharing to a compressed work week to part-time schedules to shift work
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and can encourage an employee’s efforts to facilitate a sense of balance to their
occupation and personal lives (Chartered Institute of Personnel and Development, 2012).
Flexible leave policies have often been a concern for working mothers, but the
conversation should also be expanded to include men as they now have a greater
involvement in and responsibility for family caretaking (Rehel & Baxter, 2015).
Allowing for flexible leave policies included arranging leave based on the hour rather
than by day; giving employees the flexibility in the use of their accrued time (vacation or
sick time); and access to unpaid or paid family leave. One participant in the study shared
that being able to take an hour from work to attend to a personal matter is better
appreciated compared to having to take the entire day for something that could be taken
care of in one hour. Another participant referenced the challenge of not being able to use
his sick time as he saw fit. Paid family leave refers to paid leave given to eligible
employees for family caregiving or bonding with a new child. Most companies in the
study did not have paid family leave, but instead had leave under the Family and Medical
Leave Act or FMLA which provides up to twelve weeks of unpaid job protected leave.
Based on participants’ responses, paternity leave ranged from three days to twelve weeks.
Despite appreciating the fact that this benefit was available, one participant who was
preparing for the birth of his third child was however a little concerned. Although he had
access to paternity leave under FMLA it was however, unpaid, which made it an
unfeasible option. Rehel and Baxter (2015) cited that paid family leave on the other hand
would provide some level of wage replacement for workers who needed to take time off
to care for family members. Implementing paid family leave policies is an important
stepping stone towards work and family reconciliation attempts by both male and female
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American workers (Rehel & Baxter, 2015). It is important to note, that only three regions
in the United States, i.e., California, New Jersey and Rhode Island offer paid family leave
programs.
Companies in the United States have started providing child care assistance to
promote work-life balance for their employees. Child care assistance can range from
dependent care savings plans to onsite daycare to daycare voucher to child care referrals
and resources. Participants in the study who were able to take advantage of this benefit
shared that it helped them be more successful balancing work and family life. One
participant shared that having day care facility onsite allowed him to spend his breaks and
lunches with his children.
Application of Theory
This study’s findings also provide support for previous work regarding the
positive aspects of work-life balance. One concept that allowed for the exploration of the
potential positive outcomes of managing work and family roles is work-family
enrichment. Work-family enrichment is a construct that represents how work and family
roles can benefit one another and is defined as “the extent to which experiences in one
role improve the quality of life in the other roles” (Greenhaus & Powell, 2006, p.73). In
fact, “the fundamental thinking behind enrichment is that work and family each provide
individuals with resources such as enhanced esteem, income, and other benefits that may
help the individual better perform across other life domains” (Carlson et al., 2006, pp.
131-164).
In this study the positive side of the interface between work and family roles was
operationalized using work-family enrichment model developed by Greenhaus and
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Powell (2006). Work-family enrichment is bidirectional in that work experiences can
improve the quality of one’s family life (work to family enrichment) and family
experiences can improve the quality of one’s work life (family to work enrichment).
Greenhaus and Powell (2006) stated there are two paths to enrichment: (a) instrumental
path, and (b) affective path.
The instrumental path described how a resource generating in one role is
transferred and has a direct “instrumental” effect on performance in another. There were
several statements made by the participants in this study that support the existence of the
instrumental path to enrichment. The participants reported resources from their
workplace improved the performance in their personal lives.
Resources generated in Role A (Work) promote high performance in Role B (Family)
Participants shared how they were able to succeed in their home using existing familyfriendly benefits. For example, George shared:
When my son broke his arm a couple of months ago, we went to the best
healthcare there was and that was a big plus. So healthcare, medical
benefits are very good for me with my four children, and very affordable I
would say and top-quality care.
Patrick shared how he can spend quality time with his kids during his lunch hour as they
attend summer camp in his company:
Yes. Um, right now, in the summer my son goes- my son and daughter
goes to the daycare, the summer camp. Um, it is at a- because we're
employees, it is at a reduced price dramatically. I am saving 75% of what
a normal person would pay for summer camp. It is billed and taken
directly out of my paycheck, which is convenient. I'm allowed to pick them
up during lunch and have lunch with them while at work, which gives me
more family time. It gives me peace of mind, because if anything
happened, I know they're right downstairs and I can easily access- access
them.
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Basdeo commented on his working hours being ideal for achieving work-life balance at
his company:
Well I think the hours, I think- I think just the hours in general make it real
... like one of the reasons why I was attracted to the position, make it, you
know, real easy to have that work life balance. You know, most I guess
breadwinners, you know, aren't at home at, you know, 5:00, 4:30, 5:00.
Friedman and Greenhaus (2000) found that flexibility in one’s work role provided
opportunities for individuals to engage more fully in family activities and thus enriched
family role performance. Patrick, one of the participants also shared how his current work
schedule allowed him to be with his family more.
The affective path operates when a resource accumulated in one role produces
positive affect within that role, and as this positive affect is experienced, it is transmitted
to the other role, enhancing performance and positive affect within that role.
Resources generated in Role A (work) produce positive affect in Role A (work)
George commented on his ability to make use of resources within the workplace
to positively affect his mood at work.
Um, okay so my- my workplace offers a gym. And what I can do is I can
go work out, I go usually for a run or do weights, um, before, during, or
after work they're very big on- on having healthy and fit employees. And
it's, um, to me it's- it's positive because it shows that they want you to stay
in shape and I like to be around people who are in shape. People who are
in shape usually tend to be happy, and in a good mood, and agreeable.
Positive affect in Role B (Family) promotes high performance in Role A (Work)
Some participants shared how being a father gave them a stronger desire to do
their job more diligently as it had a direct impact on their family. For example, Raymond
shared:
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So, you more of a dependent worker and um, better, more serious in work
oriented to get a job done so you get out at a decent time to take care of
your family.
Patrick echoed the same sentiments of work having a positive impact on his family life:
Yes, it drives me. It has impacted my work in the positive. And times in- in
situations where if I may not want to go to work, or may want to leave
work, or stop working and- (laughs) and just not work at all, it has
impacted my work by, um, refocusing my- just refocusing me on what's
most important. And, um, just giving me a stronger desire to do my job
diligently, because I know it affects my kids directly.
Experiences generated in Role B (Family) produce positive affect in Role A (Work)
For George, becoming a father was a growing and maturing experience that left
him with a higher level of patience and empathy for others:
So, I think they find that positive and most people find that I'm very
helpful. And I think as a working father that gives me empathy for other
people who are working fathers.
George also felt he was able to better connect socially with coworkers who were
also parents:
We share, you know, experiences. We have, um, you know photographs
and trips that we share with them and they share their experiences with
me so it's kind of like we just share our lifestyles.
Overall, this study found there was a strong connection to work-to-family
enrichment because of the role that organizations played in supporting working fathers’
work-life balance. Social support obtained in the workplace enhanced positive feelings
about one’s work role (Friedman & Greenhaus, 2000; Shein & Chen, 2011). A more
supportive work culture had a positive effect on these fathers’ home life. By utilizing
pattern matching and thematic analysis to explore how fathers in dual-career families
experienced work-family enrichment in the context of navigating family-friendly
workplace policies, the researcher found that perceptions of work and family demands
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relative to available support, did highlight the lived experiences of these participants as it
pertained to their work-family enrichment. The results from this study are therefore able
to offer several important insights into existing literature on the positive aspects of the
work-family interface.
Implications for Practice
The data from this study contributes to academia as firstly, it provides a richer
understanding of the nature of work-family stressors faced by working fathers as well as
examines the effectiveness of the work-life strategies and tactics that employees use.
Secondly, it highlights other factors (other than lack of familiarity or workplace attitudes)
that constrained working fathers use of existing work-family initiatives and thirdly, the
data also provides support for previous work regarding the positive aspects of work-life
balance. The findings from this research also has useful practical implications for the
field of Human Resource Development. HRD professionals can use the relevant data
from this study to influence and inform work-life interventions that contribute to
organizational development. This study highlighted work redesign efforts such as
reduced work hours and similar flexible work options that can have positive work-life
outcomes for working fathers. The reported access to support and use of existing familyfriendly benefits which contributed to work-family enrichment amongst the participants
in this study can give attention to the need for harnessing workplace support-based
interventions that aid working fathers who are balancing multiple roles. These supportbased interventions can go above and beyond the creation of a working mothers’ culture
but should encompass a family-friendly environment that also supports and encourages
working fathers’ use of these family-friendly benefits.
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Limitations of the Study
One of the limitations of this study is that the data collected from the twelve
participants was not verified through other methods such as direct observations in work
or family domains or other sources such as conversations with their spouses or partners.
This study was also limited to a sample of employee-friendly firms identified on the lists
of both the “100 Best Companies to Work For” published by Working Mothers magazine
in 2016 and the ‘100 Best Companies to Work For,’ published by Fortune magazine in
2017. Findings of the study are limited and generalizable to the extent that these sample
companies are representative of all family-friendly organizations. The researcher is
therefore drawing caution when arriving at conclusions or making recommendations.
Recommendations for Future Study
While this multiple-case study research provided an in-depth look at the lived
experiences of fathers in dual-career families achieving work-family enrichment while
utilizing existing family-friendly benefits, there are several areas which warrant further
research. The small sample size limited the full extent of cultural and ethnic diversity,
and a study focused upon specific cultural or ethnic groups could help to broaden the
understanding of the phenomena of work-family enrichment as it pertains to working
fathers of different ethnicities and cultures. It would allow future researchers to compare
the experiences across diverse cultural and ethnic groups and identify similar themes.
Additionally, future studies might consider including other family-friendly companies
that may or may not be captured on best companies to work for list, which may give a
larger generalizability of all family-friendly organizations.
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Conclusion
This multiple-case study research explored how fathers in dual-career families
experience work-family enrichment in the context of navigating family-friendly
workplace policies. The exploration of work-family enrichment through the identity lens
of the twelve participants provided the researcher the opportunity to capture their lived
experiences as fathers in dual-career families reconciling the demands of their
professional and personal responsibilities and the significance of family-friendly
workplace policies to the attainment of work-family enrichment. Despite its limitation,
the study was significant in that it provided qualitatively generated data that illuminated
the lived experiences of fathers in dual-career families. This study allowed us to view and
understand the experiences of today’s working fathers in their role as worker and parent.
The insight gathered from this study not only adds to previous research on work-family
enrichment, but it substantiates a need for continued support for work-life integration in
organizations, as much more is desired to meet the unique challenges of working parents,
including fathers.
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Appendix A
Multiple-Case Study Protocol
A. Introduction
The objective of this protocol is to provide the case study researcher with a uniform set of
procedures in performing a multiple-case study. Multiple-case studies may not always be done
by a single case study researcher; hence there is a possibility of variation in data collection and
analysis. This protocol will help minimize the variation by specifically laying out guidelines for
each stage of the case study.
B. Purpose of the Case Study Research
This qualitative study will explore how access to and use of family-friendly workplace policies
influence the work-family enrichment of working fathers within dual-career families.
C. Case Study Questions
Two guiding questions:
1. How fathers in dual-career families describe their experiences navigating family-friendly
workplace policies?
2. How do these experiences influence their work-family enrichment?
Four sub-questions:
1. How do fathers describe their work-family interface?
2. What environmental or personal constructs impact fathers as family-focused workers?
3. How do family-friendly workplace policies impact fathers' decisions on work-family
enrichment?
4. How would fathers describe their organizational culture towards a family-focused
worker?
D. Data Collection Procedures
• Sample will include only males in dual-career families (married or cohabitating),
between the ages of 25 and 65 years, have at least one child (biological or adopted)
under the age of 18 years old and employed full-time (working a minimum of 35 hours
per week) in family-friendly companies.
• Participants will only be recruited from the '2016 Working Mother 100 Best Companies'
list published by Working Mother magazine and the ‘2017 Best Companies to Work For’
list published by Fortune magazine.
• Initial contact will be HR Director/Manager from the companies on list seeking
permission to disseminate recruitment flyers. Additionally, recruitment flyer will be
disseminated to family, friends, and also to churches/synagogues and universities in
south Florida.
• Respondents will be asked some questions to determine eligibility.
• After confirming interest of participation with eligible respondents, each participant will
sign informed consent form and a face-to-face or Skype interview will be scheduled.
• Document review, semi-structured interviews and field notes will be the sources of
data.
• Collect document data from each participant and company website and a document
review protocol will be established.
• Interviews will be audio recorded and last no longer than 60 minutes. Interview protocol
established guided by the case study questions.
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•

Field notes constructed immediately following each interview to capture any additional
information and observations based on the encounter.
• Researcher will use a research reflexive journal for the purposes of planning (What you
going to do?) and memory (What you did?).
• Except for a third-party transcriber, the researcher will be the only person collecting
data and information collected from participants will be held in confidence to the extent
permitted by law.
• NVivo 11 will be used as the case study database to capture and organize the collected
raw data.
E. Research Design Chart
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F. Data Analysis
Data analysis will follow the steps for doing a thematic analysis adapted by Braun and Clarke
(2006)
Phases of Thematic Analysis
Familiarizing yourself with your
data
Generating initial codes
Searching for Themes
Reviewing Themes

Defining and Naming Themes

Producing the Report

Description of the Process
Transcribing data, member-checking, reading and re-reading the
data, noting down initial ideas.
Coding interesting features of the data in a systematic fashion
across the entire data set, collating data relevant to each code.
Collating codes into potential themes, gathering all data relevant
to each potential theme.
Checking if the themes work in relation to the coded extracts
(Level 1) and the entire data set (Level 2), generating a thematic
map of the analysis.
Ongoing analysis to refine the specifics of each theme, and the
overall story the analysis tells, generating clear definitions and
names for each theme.
The final opportunity for analysis. Selection of vivid, compelling
extract examples, final analysis of selected extracts, relating
back the analysis to the research question and literature,
producing a scholarly report of the analysis (dissertation).
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Appendix B
Email Script to HR Director/Manager at Family-Friendly Company

To Whom It May Concern:
I am a doctoral student in the Human Resource Development program at Barry
University. I am researching fathers in dual-career families navigating family-friendly
workplace policies. I am therefore recruiting male employees who work for familyfriendly companies such as yours listed on the '2016 Working Mother 100 Best
Companies' list. I have the Institutional Review Board (IRB) approval from Barry
University and I am writing to inquire if my recruitment flyer could be distributed to
employees within your organization. I have attached a copy of my flyer for you to
review. If you have any questions or concerns regarding your participation you may
contact me, Ian Quamina, at ian.quamina@mymail.barry.edu or (786) 972-2151, my
faculty investigator, Dr. Jean McAtavey , at (305) 899-3724 or jmcatavey@barry.edu, or
the Institutional Review Board point of contact, Barbara Cook, at (305)899-3020 or
bcook@barry.edu.
Thank you for your time and assistance.
Sincerely,
Ian Quamina
Ph.D. Student, Adrian Dominican School of Education
Barry University
Powers Building
11300 NE 2nd Avenue
Miami Shores, FL 33161
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Appendix C
Recruitment Flyer

Work-Family Research:
Be a part of an important study about work-family enrichment

.

✓ Are you male?
✓ Are you between the ages of 25 and 40?
✓ Are you married or cohabitating?
✓ Does your spouse or partner work?
✓ Do you and your spouse/partner work 35 hours or more a week?
✓ Do you have at least one child under the age of 18 who lives with you?
• If you answered yes to all these questions, then you are eligible to participate in a research
study on work-family enrichment.
If you or interested in participating in the study or have any questions or concerns regarding your
participation you may contact me, Ian Quamina, at ian.quamina@mymail.barry.edu or (786)
972-2151; my faculty investigator, Dr. Jean McAtavey, at jmcatavey@barry.edu or (305)
899-3724; or the Institutional Review Board point of contact, Barbara Cook, at bcook@barry.edu
or (305) 899-3020.
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Appendix D
Revised Recruitment Flyer

Work-Family Research:
Be a part of an important study about work-family enrichment

.

✓ Are you male?
✓ Are you between the ages of 25 and 65?
✓ Are you married or cohabitating?
✓ Does your spouse or partner work?
✓ Do you and your spouse/partner work 35 hours or more a week?
✓ Do you have at least one child under the age of 18 who lives with you?
• If you answered yes to all these questions, then you are eligible to participate in a research
study on work-family enrichment.
If you are interested in participating in this study or have any questions or concerns
regarding your participation you may contact me, Ian Quamina, at
ian.quamina@mymail.barry.edu or (786) 972-2151; my faculty investigator, Dr. Jean
McAtavey, at jmcatavey@barry.edu or (305) 899-3724; or the Institutional Review
Board point of contact, Barbara Cook, at bcook@barry.edu or (305)899-3020.
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Appendix E
Email Script to Family and Friends
Dear

,

As you know, I am a doctoral student in the Human Resource Development program at Barry
University. I am researching fathers in dual-career families navigating family-friendly workplace
policies. I am therefore recruiting male employees who work for any of the companies listed on
either the Working Mother magazine’s '2016 Working Mother 100 Best Companies' list or the
Fortune magazine’s ‘2017 Best Companies to Work For’ list that I have attached to this email. I
have the Institutional Review Board (IRB) approval from Barry University and I am writing to
see if you know anyone who works at these companies. I have also attached a copy of my
recruitment flyer for you to distribute to those persons as well as to other personal and
professional contacts. If you have any questions or concerns you may contact me, Ian Quamina,
at ian.quamina@mymail.barry.edu or (786) 972-2151, my faculty investigator, Dr. Jean
McAtavey, at (305) 899-3724 or jmcatavey@barry.edu, or the Institutional Review Board point
of contact, Barbara Cook, at (305)899-3020 or bcook@barry.edu.
Thank you for your assistance.
Sincerely,
Ian Quamina
Ph.D. Student, Adrian Dominican School of Education
Barry University
Powers Building
11300 NE 2nd Avenue
Miami Shores, FL 33161
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Appendix F
Email Script to Relevant Persons

Dear

,

I am a doctoral student in the Human Resource Development program at Barry University. I am
researching fathers in dual-career families navigating family-friendly workplace policies. I am
therefore recruiting male employees who work for any of the companies listed on either the
Working Mother magazine’s '2016 Working Mother 100 Best Companies' list or the Fortune
magazine’s ‘2017 Best Companies to Work For’ list. I have the Institutional Review Board (IRB)
approval from Barry University and I am asking for your assistance in electronically distributing
my recruitment flyer along with the accompanying email script to your membership/campus
community. If you have any questions or concerns you may contact me, Ian Quamina, at
ian.quamina@mymail.barry.edu or (786) 972-2151, my faculty investigator, Dr. Jean McAtavey,
at (305) 899-3724 or jmcatavey@barry.edu, or the Institutional Review Board point of contact,
Barbara Cook, at (305)899-3020 or bcook@barry.edu.
Thank you for your assistance.
Sincerely,
Ian Quamina
Ph.D. Student, Adrian Dominican School of Education
Barry University
Powers Building
11300 NE 2nd Avenue
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Appendix G
Accompanying Email Script to Membership/Campus Community/Family and Friends
Accompanying Email Script to Membership/Campus Community
Do you or someone you know work at one of these companies listed below:
ABBOTT
ADP
AVON
Accenture
Bank of America
Baptist Health South Florida
Barclays
BDO USA
Booz Allen Hamilton
Bristol-Myers Squibb
Capital One
CA Technologies
Citi Bank
Cardinal Health, Inc.
Deloitte
Discovery Communications
Diageo North America
DOW JONES
DuPont
Ernst and Young
First Horizon National
Corporation
FINRA

FREDDIE MAC
General Electrics
General Mills
Goldman Sachs
Grant Thornton LLP
IBM
INTEL
Johnson & Johnson
JP Morgan Chase & Co
KPMG
LEGO SYSTEMS
L’OREAL USA
McKinsey & Company
MARCH OF DIMES
FOUNDATION
Merck
MONSANTO
Metlife
Moffitt Cancer Center
Morgan Stanley
New York Life Insurance
Company
OGILVY & MATHER

Pillsbury
Principal Financial Group
PriceWaterhouse Cooper
Procter &Gamble
Prudential Financial
Ryan
RSM US
S & P GLOBAL
TEXAS INSTRUMENTS
The Boston Consulting
Group
The PNC Financial Services
Group, Inc
TIAA
Turner
UBS
Viacom
VERTEX
Verizon
Zurich North America

If yes, then you can be part of or assist in an important study about work-family enrichment by
either becoming a research participant or distributing the attached recruitment flyer to those
persons (family or friend) who work in one of these companies.
If you have any questions or concerns you may contact me, Ian Quamina, at
ian.quamina@mymail.barry.edu or (786) 972-2151, my faculty investigator, Dr. Jean McAtavey,
at (305) 899-3724 or jmcatavey@barry.edu, or the Institutional Review Board point of contact,
Barbara Cook, at (305)899-3020 or bcook@barry.edu.
Thank you for your assistance.
Sincerely,
Ian Quamina
Ph.D. Student, Adrian Dominican School of Education
Barry University
Powers Building
11300 NE 2nd Avenue
Miami Shores, FL 33161
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Appendix H

Informed Consent Form
Your participation in a research project is requested. The title of the study is Navigating FamilyFriendly Workplace Policies: Multiple-Case Study of Fathers in Dual-Career Families.
The research is being conducted by Ian Quamina, a student in the School of Education's PhD in Human
Resource Development program at Barry University, and is seeking information that will be useful in the
field of Human Resource Development. The aim of the research is to explore how fathers in dual-career
families navigate family-friendly workplace policies and how it impacts on work-family enrichment. In
accordance with this aim, the researcher will engage in a multiple-case study inquiry using semi-structured
interviews as the main source of data collection. Respondents shall consist of fathers who live in dualcareer families and work in a family-friendly company. We anticipate the number of participants to be
twenty (20). Respondents must be male, between the ages of 25 and 65, married or cohabitating, have at
least one child under the age 18 who lives with you, and both you and your spouse or partner must to be
working a minimum of 35 hours a week. If you meet these criteria and decide to participate in this research,
you will be asked to participate in an interview that lasts no longer than 60 minutes. The interview will be
conducted in person in a confidentially agreed location or via Skype if you live more than 50 miles from
Barry University's main campus located in Miami Shores, Florida.
Your consent to be a research participant is strictly voluntary and should you decline to participate, or
should you choose to drop out at any time during the study, there will be no adverse effects on your
employment. There are no known risks or direct benefits to you. Upon receipt of your signed consent and
one week prior to the interview you will be asked to provide personal documentary evidence regarding
your use of any family-friendly workplace benefits. This is optional and not mandatory for your
participation in the study. Only documentary evidence sent electronically would be accepted for this study,
therefore hardcopies must be scanned and emailed to the researcher. Upon request, all personal
documentary evidence will be returned to you. Additionally, the researcher will be collecting data from
your company's public website as it pertains to existing family-friendly workplace policies or benefits.
As a research participant, information you provide will be held in confidence to the extent permitted
by law. As this project may involve the use of Skype: to prevent others from eavesdropping on
communications and to prevent impersonation or loss of personal information, Skype issues everyone a
"digital certificate" which is an electronic credential that can be used to establish the identity of a Skype
user, wherever that user may be located. Further, Skype uses well-known standards-based encryption
algorithms to protect Skype users' communications from falling into the hands of hackers and criminals. In
so doing, Skype helps ensure user's privacy as well as the integrity of the data being sent from one user to
another. If you have further concerns regarding Skype privacy, please consult the Skype privacy policy. To
ensure confidentiality, the researcher will establish a separate Skype account for this research project only.
After each communication, the researcher will delete the conversation history. Once this is done, the
conversation cannot be recovered. The interviews will be audio-taped, transcribed and member checked (a
technique used where the researcher clarifies, with the participants, what they understood) for accuracy.
Member checking will take place at a later date after the interview and will take no more than 30 minutes.
Transcription of the audio files will be done by a member of the research team who will be required to sign
a third-party confidentiality form. Your total participation in this study (interview and member-checking)
will be no more than 90 minutes.
Any published results of the research will refer to group averages only and no names will be used in
the study. All data (signed informed consent, personal and company documentary evidence, audio files and
transcripts of audio files) will only be electronically stored in secure file folders and kept securely on the
researcher's password protected laptop. The laptop computer will have two levels of security: one password
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to boot the computer and another password to open the desktop. Your signed informed consent will be kept
in a separate file folder from any personal documentary evidence not returned (as requested by you) as well
as any other data collected. Only the researcher will have access to the password protected desktop. All
data (signed informed consent, personal and company documentary evidence, audio files and transcripts of
audio files) will be destroyed after five (5) years upon completion of the study.

If you have any questions or concerns regarding the study or your participation in the study, you
may contact me, Ian Quamina, at (786) 972-2151 or ian.quamina@mymail.barry.edu, my supervisor,
Dr. Jean McAtavey, at (305) 899-3724 or jmcatavey@barry.edu, or the Institutional Review Board
point of contact, Barbara Cook, at (305)899-3020 or bcook@barry.edu. If you are satisfied with the
information provided and are willing to participate in this research, please signify your consent by
signing this consent form.

Voluntary Consent

I acknowledge that I have been informed of the nature and purposes of this study by Ian Quamina and that I
have read and understand the information presented above, and that I have received a copy of this form for
my records. I give my voluntary consent to participate in this study.
_____________________
Signature of Participant

__________
Date

_____________________
_________
Researcher

__________

______________________

Date

Witness

Date

(Witness signature is required only if research involves pregnant women, children, other vulnerable populations, or if
more than minimal risk is present.)
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Appendix I
The Document Review Protocol
A. This research will include document review and interviews.
B. The document review will take place prior to the interviews.
C. Upon receipt of signed informed consent, personal documents or records
regarding participants' use of any family-friendly workplace benefits will be
collected. This is optional and not mandatory for participation in the study. Only
documentary evidence sent electronically would be accepted for this study.
Therefore, hardcopies will be scanned and emailed to the researcher. Upon
request, all personal documentary evidence will be returned to participants.
D. Documents will also be retrieved from participants' respective company website.
E. Documents (personal or company) will include policies and benefits that support
work-life balance; records of employees paid/unpaid leave, work schedule etc.
F. The documents will be reviewed with the intent of using the collected data to
answer the following questions:
o What are some company benefits, policies or programs that support
employee work- life?
o Do you feel it is easy to access these benefits or programs? Why or why not?
o Share with me the ways you were able to use your organization's culture or
policies and programs to help with your work-life demands?
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Appendix J

Third Party Confidentiality Form

As a member of the research team investigating ________________________________,
I understand that I will have access to confidential information about study participants.
By signing this statement, I am indicating my understanding of my obligation to maintain
confidentiality and agree to the following:
•
•
•

•

•
•

I understand that names and any other identifying information about study
participants are completely confidential.
I agree not to divulge, publish, or otherwise make known to unauthorized persons
or to the public any information obtained in the course of this research project that
could identify the persons who participated in the study.
I understand that all information about study participants obtained or accessed by
me in the course of my work is confidential. I agree not to divulge or otherwise
make known to unauthorized persons any of this information unless specifically
authorized to do so by office protocol or by a supervisor acting in response to
applicable protocol or court order, or otherwise, as required by law.
I understand that I am not to read information and records concerning study
participants, or any other confidential documents, nor ask questions of study
participants for my own personal information but only to the extent and for the
purpose of performing my assigned duties on this research project.
I understand that a breach of confidentiality may be grounds for disciplinary
action and may include termination of employment.
I agree to notify my supervisor immediately should I become aware of an actual
breach of confidentiality or situation which could potentially result in a breach,
whether this be on my part or on the part of another person.

_____________________________ __________
Signature
Date

___________________________
Printed Name

_____________________________ __________
Signature
Date

____________________________
Printed Name
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Appendix K
The Interview Protocol
Questions regarding Work History
Let's begin by discussing your work history and current position.
1. Briefly describe your career history to date?
2. How many years have you been working at your organization?
3. What is your current role in your organization? How long have you been working
in this role? Could you briefly summarize the key responsibilities of your
position?
4. Describe your typical work schedule? How many hours per week do you work?
5. What is your average commute time to and from work? Does your work require
travel?
Questions regarding Personal History
Now I'm going to ask you a few questions on your personal history.
6. How old are you?
7. Could you provide some basic information regarding where you grew up and your
education history?
8. How long have you and your spouse/partner been married or cohabitating?
9. Please describe the work your spouse/partner does? How many hours do they
work? Is their job flexible? How much travel is involved?
10. How old is your child(ren) that live with you?
Questions regarding Work-Life
I'd now like to move on and ask you to reflect for a bit on your work-life roles.
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11. Prior to marriage/cohabitating and children, how would you describe your worklife experience?
12. How would you describe your work-life experience now?
13. Do you feel your current role is one in which is easy to combine work and family?
Why or why not?
14. Do you have conversations about balancing work-family issues? If yes, what type
of conversations and with whom?
15. Share with me two occasions where you had to navigate between competing
work-life demands
Questions regarding Care Giving Roles
I'd now like to ask some question on your role as a care giver.
16. Describe how you and your spouse/partner typically share care-giving
responsibilities?
17. How many hours per day/week you spend with your child? Describe how do you
spend this time with your child?
Questions regarding Working Fathers
Now let's talk a bit about Working Fathers.
18. What aspects of your history (family history, life events, and socio-economic
background) do you think have influenced your views of working fathers?
19. Do you being a working father, come up as a topic of conversation at work?
20. How would you describe your organization culture towards working fathers?
21. Do you think being a working father has or would impact how others in the
workplace see you? If so, how?
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22. Has there been any instances where you being a working father has impacted your
work?
Questions regarding Work Place Policies
Finally, let's discuss work-place policies.
23. What are some company benefits, policies or programs that support employee
work-life?
24. Do you feel it is easy to access these benefits or programs? Why or why not?
25. Do you feel by you using these benefits or programs would impact you in any
way? Why and How?
26. Is your supervisor supportive of work-family policies and programs in general? In
your specific case do you feel he/she has been supportive to you as a working
father?
27. Are your co-workers supportive of work-family policies?
28. Share with me the ways you were able to use your organization's culture or
policies and programs to help with your work-life demands?
29. What would be some new benefits, policies or programs your organization can
adopt to help support working fathers' work-life balance?
Are there other things you'd like to discuss that you think are relevant but that we didn't
cover?
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