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Work-life balance (WLB) is generally seen as the way to develop one s human capacity by improv-

ing the relationship between work and life. In this research, WLB issues faced by seven C

er-in-

internal and external conceptualizations of WLB. The study found that the interndl % VLB was the
understanding within the family of the C-in-C. Meanwhile, the external ere how the C-in-Cs

satisfied with their work and life, and do not have an

have to spend equal time between work and non-wo

Introduction
Work-life ba

2000), who

many people

mind”. Many studies found that WLB is an
important variable in job/life adaptation. For
example, Scholarios (2004) indicated that WLB
has important  consequences for employee
attitudes towards their organizations, as well as for
their lives. According to Voydanoff(2002) family

support may be a mechanism that is effective in

WLB can be related to personal satisfaction and
well-being, to objective indicators of behavior and
performance at work and at home. They also
impact on colleagues, family and friends.
Nonetheless, Jones, Burke & Westman
(2006) maintained that the terms are frequently
operationalized as self-ratings of general percep-
tions of balance between roles, The blurring of
boundaries between work and non-work domains
suggests that individuals find it difficult to make
specific distinctions between work and non-work
roles. Nonetheless, in this research, “work” refers

to an activity in which one exerts effort to perform
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arole for which money is paid. Meanwhile, “life”
or “non-work™ refers to all personal roles apart
from the work role, including the family role, home
and non-home roles, and the role of leisure.

In the Royal Thai Navy (RTN), there are
only a few research studies concerning WLB of

naval personnel. Considering the fact that the

missions and responsibilities of the RTN are q&i}%

different from the other armed services, to balance f
work and life roles is very difficult
who o

especially for those naval personr

Purpose of the Study

This study aimed to investigate WLB
issues faced by Commander-in-Chiefs (C-in-Cs)
of the RTN. The major objective of this research
was to examine how C-in-Cs of the RTN in the

past 10 years balanced their work and personal

lives. The research also investigated similarities and
differences in the ways that ?ﬁ § ual C-in-Cs of
the RTN combined wi nd otheractivities. In

addition, the stu

strategies, support
structures, ing mechanisms used to achieve
ght insight into the nature of
es of C-in-Cs of the RTN and

1l as

urpose, a family includes only husband ,wife and
their children. Based on an extensive literature
review, research questions were constructed to
serveas guidelines for data collection, analysis and
interpretation. Semi-structured interviews played
a significant role for data collection and analysis.
Each in-depth interview occupied approximately
two hours. The notes were organized, categorized,
and interpreted according to the categories.

The research questions were closely
integrated with the study’s objectives and the
literature review. Thus, the interview questions, as
the main research methodology for data collection
in this study, were based on the research questions
and research objectives respectively.




The researcher analyzed the data by
employing the following steps: data collecting,
coding and organizing the data, rearranging the data
into categories, evaluating the data, and writing the
report. The data, collected from archival records,
document collection, in-depth interviews, and
observation, were coded and re-coded in the
second step. The data were carefully read, reread,

and then organized before being manually

Coding is organizing the raw data into

categories, and was the crucial proc ent
analysis in this qualitative

the “‘units of meaning” ere coded based
on the research

fraw data was a continuous

the data, which had been categorized, were drawn
together in order to explain how C-in-Cs balanced
their work and life.

Research Findings

The findings of this research, which dem-
onstrated similarities and differences in the way
C-in-Cs of the RTN combined work and non-work

activities to achieve WLB, were divided according
to how they were expressed: internally or
externally. Internal conceptualization B -

-C within the family.
ization for successful WLB

wees’ views, this study proposed an
internal conceptualization of WLB in the form of
understanding within their family. All of the
interviewed C-in-Cs stressed the importance of
understanding within their families as the highest
priority to maintain WLB. One C-in-C expressed
this feeling as follows: “Ifwe understand each other,

our family life will be more balanced...We live
together as if we are friends, just like brother and
sister.” (Interview C-in-C, 2009)

However, some C-in-Cs of the RTN
demonstrated that they did not experience work-
life balance all the time. In those cases, the C-in-Cs
of the RTN had to give reasons to their families in
order to understand why it must be done in that
way in order to get the balance back. As one C-in-

C said: “...an acceptance of each other’s roles
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could help reduce conflict within a family...Give
[my wife] areason." (Interview C-in-C, 2009)

Overall, the internal conceptualization, as
explained by the interviewed C-in-Cs of the RTN,
reflects the meanings of WLB as to how people
view themselves, as Blaire-Loy (2003) and Merill
& Merrill (2003) explained.

External Conceptualization ofw@)

According to the findings, ext ;«@

conceptualization of WLB can be divi

main categories: managing work a

g
W , all of the interviewed
s of the

accepted that their work was

In addition, three out of seven interviewed

C-in-Cs also asked their subordinates to do
non-work roles in order to have more time to man-
age their work, as in the following example: “As a
C-in-C of the RTN, I had tons of works to do and to
think about. Little things that my subordinates

could do, I'd let them do, even though sometimes

i

it’s my personal stuffs. So, 1'd have more time to

consider my job. " (Interview C-in-C, 2009)

Ul

egies were employed to

Threew
mange

hedule Management

\ a0t the inerviewed C-in-Cs of

¥ used a unified calendar as th@'l

tool to perform duties and activities.
every day for two purposes, T used for
informing C-in-Cs ey 'were going to do on

that day. Second 3
higher -’a%- ing necessary to replace the
previow % -in-Cs would re-schedule these
nan.age their work As C4 said: “I could
schedule. With this schedule, I'll know when I have
personal time or when [ can spend time with my
Sfamily and friends.” (Interview C-in-C, 2009)
C-in-Cs of the RTN managed these
times for non-work roles in two ways, Firstly, they
managed their personal and family time in the uni-
fied calendar by keeping those times free from all
work and activities or not scheduling anything else
in advance. Secondly, they adjusted those times
when there was no duty in the calendar, This will-
ingness to schedule work-roles and non-work roles,
including personal time and family time, over the
blank schedule demonstrated how the C-in-Cs of
the RTN balanced work and life in their daily life.
In addition, three out of seven interviewed C-in-Cs
also used a “To Do” list in order not to forget the



huge amount of work or phone calls that needed to
be completed each day.

2. Flexible Time

Four out of the seven interviewed
C-in-Cs of the RTN tended to view work and
personal time as having fluid boundaries, and
applied flexible time to balance work and life. For
example C4 stated: “... While I was playing golf,
I sometimes had to do my job by talking with my
staffofficers.” (Interview C-in-C, 2009)

This finding was also consistent wi
of Galinsky & Johnson (1998), who dou
flexibility in the timing and log are
two characteristics asaway

m Al C
to achieve WLB.
3. rno k roles

family that
By analyzing the data, support structures were

an help increase the WLB of C-in-Cs.

divided into two categories: organization support
and family support.

For organization support, as the RTN isa
military organization, its personnel is required to
have discipline. Discipline helps C-in-Cs in

managing their personnel within the RTN. As a

allowed their wives take care of it |l! --

tto take care

Cd stated: ""Family is very important. I could work
hard without any worry back home because I have

a wife which is a good wife and a good mom. My
children also never do anything that makes me
worry. So, I don't have to worry about my family,
and I can work hard.” (Interview C-in-C, 2009)

Strategies and Coping Mechanisms to
Balance Work and Life

1. Strategies

The interviewed C-in-Cs of the RTN
employed various strategies to enhance WLB, in-
cluding applying leadership, taking responsibility,
building and maintaining a good relationship with
other organizations, and maintaining work

boundaries. By applying leadership, C-in-Cs of the

263
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RTN managed their work effectively and
efficiently. As aresult, they were able to manage
work more easily, as well as managing their lives
better. All of the interviewees showed that they
possessed the key element of knowledge.
However, they also focused on other aspects of
leadership atiributes apart from knowledge ,
including justice, endurance, enthusiasm,
decisiveness, integrity, discipline, and sacrifice.
addition, the results showed that the way the
exercised leadership depended on the pre

of the interviewees agreed

responsibility for the deeisia \ . i
Moreover, all -‘ﬁ" a .a;
have a good %wﬁh other concerned

t maintaining boundaries

S,

coping mechanisms all the time or at the same time.
Finally, the data revealed that C-in-Cs of
the RTN did not have to spend equal time between

work and non-work activities in order to achieve
WLB. As long as they felt satisfied with their work
and life, and did not have any stress or conflict with
their families, they considered that they achieved
WLB.

Discussion

The study of WLB in the roles of C-in-Cs

demonstrated how C-in-Cs bmk work

addition, each of the C-inr

nilar and different concepts to baianoe
dyalso

lives by managing work and ti
sought to identify support

, strafegies and
C-in-Csused to

strategies and coping mechanisms. Nonetheless,
they did not claim to apply these coping
mechanisms all the time or at the same time. They
applied them when they felt stress or when they
wanted to on a regular basis.

Finally, these findings of how seven
recent C-in-Cs achieved WLB in the role of C-in-C
are highly valuable for the RTN, as well as for
policymakers in the fields of leadership and WLB.
This was the first time that access has been granted
by the seven C-in-Cs of the RTN in the past 10
years, in order to understand how C-in-Cs thought
about WLB, to understand what concepts they had
about WLB, how to manage work and time, and
how to apply strategies and coping mechanisms to
balance work and life. The successful future C-in-
C has to be flexible enough to adapt to ever




changing situations. Just as defining balance is a

very individual process for each C-in-C, strategies
for achieving WLB need to be suitable for
addressing personal challenges.

A major finding of this study was that C-
in-Cs do not have to spend equal time between
work and non-work activities in order to achieve
WLB. As long as they felt satisfied with their work
and life, and did not have any stress or conflict

their families, they generally achieved WLB. 'could be conducted for those senior
study is not intended to provide scom as Deputy C-in-C, Assistant i

starting point to develop
strategies within its uni

of the participants. The conversations with only their
families offered a limited perspective of their WLB
situation. A future study might include their col-
leagues and classmates being interviewed, investi-
gating the myriad of factors that might impact on
their situation as leaders over a period of time.
Another consideration is the fact that this

study focused only on role conflicts in terms of

time and stress. The limitations of this study left
many factors that would have had an impact on

could probe

their role unexplored. Fu

into how work and li

ct on each other in
sion planning, In addi-

1¢ RTN's per-
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