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Abstract

The purpose of this research is to provide a literature review of living wage and the links to
work-life balance, with a specific focus and application towards China The literature focuses on
the perspectives of both emplovers (specifically senior HR managers) and emplovees. In
addition, the literature review provides a crtical and comparative review of the work-life
balance literature and its application and integration into living wage and associated outcomes.

The review provides new directions and highlights limitations in existing research and offers a

theoretical model for future research.
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Chapter 1 Introduction

As the pace of life accelerates, balancing work and family needs is a core challenge for
emplovees and organizations (Valcour, 2007). Work-life balance refers to that emplovees are
satisfied in all areas of life, which can be well allocated in terms of time, energy and resources
(Seong, 2016). Haar (2013, p. 3308) defines work-life balance as “the extent to which an
individual is able to adequately manage the multiple roles in their life, induding work, famly
and other major responsibilities”. According to Haar (2013), emplovees achieve self-perceived
balance through successful management in multiple roles so as to achieve work-life balance.
Emplovees with better balance are more able to cope with the challenges of their multiple roles,
resulting in additional benefits and benefits. Thus, those with more balance can do so becanse
they have extra self-esteem. not from any particular role, but from the overall ability to manage
multiple roles simultaneously as successfully as possible.

According to the Bules of the International Labor Organization, living wages not only incude
material and monetary aspects, but also extend to satisfy emplovees' desire for a decent life,
thereby achieving efficient Work and promoting family development for present and Future
generations (Global Commission on the Future of Work, 2019).

Setting living wage svstem is essential for the possibility of escaping from working poverty and
fostering an atmosphere of work justice and work-life balance (Haar, Sune, Russo, &
Ollier-Malaterre, 2019; Maleka etal_, 2018). From the perspective of money, it is crucial to seta
reasonable and scientific living wage svstem, because lower living wage means that it is
practically impossible to escape from poverty, while setting it too high will destroy the vitality
of organizations rather than sustainability (International Labour Organization, 2013). Thus, it
can be seen, that employee wages, espedally living wages for low-income groups, are likely to
be directly related to emplovees' work-life balance (Haar etal., 2019).

The debate over minimum wages in China has intensified as a result of nsing inequality,
heightened cost of living and welfare reform, but this is still largely framed by econometric
cost-benefit parameters applicable to minimum wage regulation (Keung Wong, Li & Song,
2007). Yu (2008) pointed out that the guarantee effect of China's minimum wage policy could
not fully meet the needs of workers. As indicated by Yao, Parker, Arrowsmith and Carr (2017),
living wage has traditionally been defined as enabling people to participate meaningfully in
social life, rather than simply making ends meet, through entertainment, raising a family and
being able to make savings. Furthermore, Stevens (2018) stated that workers receiving living
wage should have a better work-life balance than those who did not.

Therefore, the purpose of this research is to provide a critical and comparative literature on
work-life balance on the basis of living wage, and specifically discuss the wage of Chinese
emplovees and its impact on the quality of work and life and ultimately, their work-life balance.
This literature review examines the literature on living wage and work-life balance, and

explores the relationship between living wage and work-life balance from the perspective of



emplovee and emplover, and attempts to elaborate theoretical and practical implications, so as to
provide more meaningful references for the future research and development of living wage in

China.



Chapter 2 Literature review research method

This research adopts the literature review research method to study the living wage and working
life quality of emplovees and illustrate the importance of realizing the relationship between a
living wage and work-life balance. The literature review research method mainly refers to
collecting and analyzing the relevant literature on this research topic, in order to clanfy the
basic situation and progress of this field. The basic purpose is to organize, , analyze and evaluate
the existing research results, so as to systematically and brieflv describe the research activities
and results on the subject in a specific period, so as to help keep abreast of the latest
developments in the discipline or professional field (Angell et al_, 2015). This approach seeks to
provide more theoretical support for the research problem (Machi & McEvov, 2016).
Researchers can use tools such as Google scholar to retrieve papers under the theme "living
wage" and "work-life balance” respectively. Due to geographical limitations, researchers in
China are currently unable to directly open Google scholar search. Therefore, this researcher
needed to use a platform to jump to use Google scholar Specifically, researcher opens the
Google browser, enters the platform address: http://sci. xueshuwu. cn# in the browser's url input
field, and then presses the enter kev on the keyboard to jump. Next, researcher can go to the
jump platform and directly use Google scholar to search for content. Altermatively, a

researcher could access databases induding the website of the AUT library online databases.
This research first classifies literature about living wage and work-life balance according to the
literature review research method, gives an overview of living wage and work-life balance
respectively, and finds relevant articles. Then, all articles from the perspective of employee and
employer will be divided into two categories. These two categories will be classified at the same
time; the specific classificaion will be detailed in the text. The research on the relationship
between living wage and work-life balance from macroscopic and microscopic perspectives will
be further understood and combed, so as to provide a basic framework for the establishment of

theoretical implications and practical implementations in the following chapters.



Chapter 3 Literature review

This part will explain living wage and work-life balance in detail in aspects of concept,
argument, hvpothesis, evidence, conclusion, and analyze the main points and findings from the
perspective of employer and emplovee respectively. Moreover, the research literature on living
wage and work-life balance published in major academic journals in recent ten years will be

summarizing,

3.1 An overview of living wage
Through searching and summarizing, the literature related to living wage is mainly divided into
the following categories: 1) policies related to living wage; 2) the implementation effect of the

living wage.

3.1.1 Policies related to hiving wage

With the gradual implementation and development of the living wage policy, many scholars pay
attention to and research on it. A large body of literature is positive about the effects of the
living wage, arguing that it can effectively increase income, stimulate demand, and promote
growth. Initially, the living wage was calculated according to the official poverty line (Pollin,
2001). However, most studies believe that the official poverty line was too low to be usedas a
basis for the living wage (Figart, 1999; Sabia & Burkhauser, 2010). While Glickman (1999) and
Anker (2006) propose that a broader definiion or other calculation methods should be
considered.

Different countries have different minimum wage policies. Some countries adopt the idea of a
minimum wage, while others, albeit much less often, adopt the idea of a living wage. In general,
minimum wages in countries with a living wage have remained high as a percentage of median
eamings for full-time workers. From 2008 to 2013, the proporticn of the minimum wage in the
average wage in France was basically maintained at around 60%, and even showed a trend of
increasing gradually. Other countries with lower wage floors, such as the United States and the
United Kingdom (before 2016), with much lower percentages.

In the United States, a minimum wage is usually required to be higher than the state and federal
legal minimum wage, so that a full-time worker can support a family of 3-4 people above the
federal poverty line. In 2003, for example, a full-time worker supporting a familv of four above
the federal poverty line of $18,400 needed to eamn a minimum wage of $8.85 per hour, well
above the federal minimum wage. By 2009, more than 100 cities had implemented the living
wage act (Reichet al_, 2014).

Living Wage Canada is a portal to promote leaming and information sharing among these
communities and to help establish a national Living Wage movement. It provides a consistent
definition of the living wage, a methodology for calculating it, and details of identifying

business and commmity leaders committed to adopting a living wage policy strategy. However,
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these are not official guidelines or mandatory Living Wage standards (Living Wage Canada).
The Canadian citv of new Westminster is the only one in the country to follow the United States
in passing an urban living wage.

At present, many city councils in the UK publicize and practice the living wage standard, and
some cities take it as one of the economic development strategic objectives to operate. Citizens
UK found that the number of companies accepting this wage rate in the UK in 2014 was three
times higher than in 2013 (Prowse & Fells, 2016). By 2014, more than 1,000 emplovers across
the UK were using the living wage as a benchmark (Prowse & Fells, 2016). Emplovers who
accept the living wage have become one of the hallmarks of a good emplover, with thousands
now signing up and proudly displaving the living wage emplover's logo. As of the end of July
2016, the minimum living wage in the UK wasZ£ 825/ hour, and the minimum living wage in
the city of London was £9.40/hour (Prowse & Fells_ 2016).

At present, China still adopts the minimum wage policy system, which has been implemented in
first-tier cities such as Shanghai and Shenzhen since 1992 (Fang & Lin, 2015). Minimum wage
is defined as an obligation of emplovers, that is, they must hire workers at a level higher than a
certain standard of labor remuneration (Fang & Lin, 2015). Since the Ministry of Labor and
Sodal Security promulgated the Provisions on Minimum Wage in 2004, China's minimum wage
svstem has undergone a series of changes in the past decade (Fang & Lin, 2015). The minimum
wage standards in all provinces have maintained an overall upward trend. For example, the
highest growth rate of the minimum wage was in Henan province, where the minimum wage
increased by nearly 33 8% from 320 yuan in 2004 to 1,900 yuan in 2019 (Statistical Yearbook of
China, 2019). In fact, China now implements a regional minimum wage standard, which varies
from one province to another and even within each province. Because the actual situation of
each city is different, the income situation and consumption level of different city dweller are
different. For example, according to the most high-end companson of the minimum wage
standards among Chinese provinces in 2019, the highest one is 2480 yuan per month in
Shanghai and the lowest one is 1500 vuan per monthin Qinghai (Statistical Yearbook of China,
2019). Although the minimum wage standard shall be adjusted at least once every two vears
(Han et al_, 2016), no specific provisions have been made on the adjustment period and time of
the minimum wage standard across the countrv, the adjustment period varies in length and time.
Thus, it can be seen that the minimum wage policy reflects faimess principle, which represents
survival wage. It can reduce the labor cost of enterprises in the low-order economic
environment, on the premise of ensuring the basic life of workers, so as to improving efficiency

and promoting economic development (Hau etal., 2016).
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3.1.2 The implementation effect of living wage

Owerall, the literature shows a number of impacts from a living wage policy. These are
discussed separately, as follows:

(1) Impact on poverty. Supporters of the implementation of living wage argue that it can reduce
poverty in countries that have implemented living wage, such as the United States (Wills, 2018).
On the contrary, Freeman (2005) argue that even the most appropriate local living wage laws
cause emplovers to reduce emplovment, which in turmn prevents them from reducing poverty.
The debate is like that over the effect of the minimum wage, but the living wage covers much
less than the statutory minimum wage and mainly covers employers who serve local autheorities.
Then local govemments, as consumers, can bear the increase in commodity prices caused by the
increase in production costs, thus ensuring that the demand for these workers will not have a
negative emplovment effect (Stabile, 2009). Therefore, most scholars still believe that the living
wage act can significantly reduce poverty.

(2) The impact on emplovment. In general, opponents of the living wage laws argue that they
raise labor costs and lead to job losses (Snarr, 2011). When high wages have to be paid,
emplovers will use high-skilled, high-wage workers to replace low-skilled, low-wage workers,
making low-wage workers even more difficult (Shanafelt et al., 2012). This theorv has been
confirmed by a series of empirical studies of Adams. But the empirical results are not all
negative. Anker (2006) studied the emplovment situation before and after the implementation of
the living wage law in 31 cities and found that the employment situation in most cities had
improved. Even in those cities where the employment rate declined, the author also proved that
the living wage law was not the real reason for the deterioration of the emplovment situation.
Although China's minimum wage policy has been implemented for a long time, its effect is not
satisfactory (Wang & Gunderson, 2011). In formulating and implementing the minimum wage
policy, local governments often distort the original goal of the policy in order to maintain the
sustainable development oflocal economy under the guidance of the concept of efficiency. The
root behind it is not only the level of policy design, but also the level of policy ethics. Since the
official implementation of the minimum wage policy in 1992, China's minimum wage policy
has experienced the evolution from the double-track system to the combined system (Jiang,
2016). From the establishment of the policy in 1992 to the breakthrough of 2,000 vuan for the
first time in 2015, some first-tier cities in China, such as Shenzhen, have made many pioneering
attempts and explorations in the process of policy evolution, plaving a benchmark role in the
construction of China's minimum wage policy (Han et al, 2018). Due to path dependence, the
evolution of China's minimum wage policy is limited to the change of policy form, while the
policy still reflects the concept of living wage in essence, resulting in the policy effect can only
barely maintain the survival of workers.

In fact, the cuwrrent mimmum wage system in China can only guarantee the basic consumption

expenditure of low-income workers but cannot guarantee the consumption expenditure of the
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whole family at all. Moreover, the existence of institutional barriers makes it impossible to fully
enjov the public welfare and services comparable to those of registered citizens, and thev can
only struggle to survive in cities with high living costs. The majority of those who receive the
minimum wage are migrant workers, whose income is low, and they belong to the
disadvantaged groups in society. As an important social secunty policy, the minimum wage
policy is directly related to the basic living rights and development rights of workers themselves
and their families. The new generation of migrant workers has become the main force in the
labor market With the awakening of their rights protecion consciousness and
self-consciousness, they have a deeper subject consciousness and development vision (Mavneris
et al_ 2018). The living pressure of low-income workers cannot be properly relieved, which
makes them prone to use abnormal means to meet the demands of collective wage increase, and
thus becomes the normal incentive for the instability of labor relations. In this case, if China's
minimum wage policy continues to take the concept of subsistence wage as the leading value in
the future, it is difficult to achieve theideal policy effect and maintain the harmony and stability
of labor relations. When the economy develops to a higher level, low labor cost will have a
certain negative effect on social and economic development, and these negative effects will

reinforce each other with low wages (Mavneris etal | 2018).

3.2 An overview of work-life balance
3.2.1 Antecedents

There are a number of antecedents towards work-life balance and I have grouped these into five
broad categories:

1) Work related needs, including work demands, working hours, work pressure, work overdoad
and work flexibility. The three primary determinants of role tension are work demand, weekly
hours of work, and weekly hours of overtime (Buonocuore and Russo 2013; Crain & Hammer
2013; McNall et al. 2010). Work demand is conducive to increasing work-family balance
through individuals' overall perception of the degree of job role responsbility requirements
(Bovar et al__ 2007; Byron, 2005; Butler et al_, 2005). The working hours and the frequency of
overtime can also affect an individual's role function (Laurijssen & Glorieux 2013; Sturges and
Guest 2004; Valcour 2007). For example, Sturges and Guest (2004) found that weekly hours of
work were positivelv correlated with worknon-work conflict. Valcour (2007) found that the
number of working hours per week was negatively correlated with work-familv balance. These
findings are consistent with the health and balance perspective (Voydanoff 2005), which
suggests that greater work demands reduce employees' work-life balance because they affect
people's resources to deal with multiple life roles. Similarly, Haar et al. (2019) found work
hours were negativelvrelated to work-life balance, as were work demands.

2) Job-related resources, including work autonomy, family support, social support and positive

interpersonal relationships. Chen et al (2007) put forward the theoretical assumption that the
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implementation of work sharing can promote the work-life balance of enterprise emplovees, and
conducted an empirical study to verify that the implementation of work sharing can alleviate
work-life conflicts, promote work-life balance, and reduce work pressure to a certain extent.
Greenhaus et al. (2012) in exploring low-level and high-level employvees work family conflict
difference, found that the influence of work on the basis of these resources, either high-level or
low-level emplovee work showed different degrees of intrusion family, for work related
requirements should be an important variable of research work family balance. Grzyvwacz and
Marks (2000) found that social support was positively correlated with work-family balance.
More recentlv, Haar et al. (2019) found both job autonomy and supervisor support were
positivelv related to work-life balance.

3) Personality traits, including neurcticism, self-efficacy, mental resilience, sense of
responsibility and agreeableness. Grzywacz and Marks (2000) showed that neuroticism was
positively correlated with work-life conflict. According to Wayne et al. (2007), neuroticism is
negatively correlated with work-life balance, and individuals with neurcticism are not good at
promoting work-life balance. Zhao et al. (2012) studied the impact of emotion regulation
strategies on work-life relationships. Cognitive reappraisal strategies can improve individuals
emotions and promote the balance between work and life. However, inhibition of expression,
instead of helping individuals to handle the work-life relationship well, will destrov the balance
between work and life. Overall, the work-life balance literature has not been well explored with
perscnality making these a potentially fimitful area for researchers.

4) life-related factors. There are mainly care and housework for family members, conflicts with
family and friends, emplovment situation of family members and family needs. The larger the
number of children, the more time spent in child care will affect the balance (Grzywacz &
Marks, 2000). Haar et al. (2019) found family demands was negatively related to work-life
balance, while parental status (being a parent) was positively related.

5} Other factors. These include income levels, familv support, gender and socio-cultural
characteristics. For example, when Eddleston and Powell (2012) studied the work-family
balance of male and female entrepreneurs from the perspective of gender, thev found that
female entrepreneurs tend to cultivate the satisfaction of work-family balance by creating the
synergistic effect of work-family balance, while male entrepreneurs tend to cultivate the
satisfaction of work-family balance to obtain family support. Greenhaus etal. (2012) found that
familv support was significantly correlated with work-life balance in the context of high
work-life promotion. According to Haar et al. (2017), service-oriented leadership will be a
strong support, because it can help achieve work-life balance and indirectly promote emplovees
work involvement. An international study of nearly 10,000 emplovees indicated that managing
work-life balance has become increasingly difficult (Emst & Young, 2015). Therefore, senior
HE needs to understand the link between job engagement and employees' need to achieve

greater work-life balance. However, in these variables, loyalty to work, flexible working hours,
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positive attitude towards life and degree of socialization could all influence the effect of

worle-life balance.

3.2.2 Consequences

Allen et al. (2000) argued that there are three sets of consequences of work-life balance: (1)

work-related outcomes (such as job satisfaction, tumover intention, absenteeism and

performance); (2) Non-work-related outcomes (eg.. marriage, family and life satisfaction,

family performance); (3) Stressrelated outcomes (e.g., stress, bumout, and substance abuse).

While there are a mumber of outcomes associated with work-life balance, these have been

categorized into the following two broad areas:

1) Work outcomes. There are a wide range of work outcomes associated with work-life balance,

including job satisfaction, job burnout, turnover rate, organizational commitment, and job

performance. Carlson et al. (2009) confirmed that work-family balance is positively correlated

with job satisfaction and organizational commitment, and negatively carrelated with tumover

intention. The research results of Wang et al. (2011) showed that work-life balance was

conducive to the improvement of organizational performance as well as the promotion of
emplovees job satisfaction. Work-life balance was conducive to the improvement of
organizational performance as well as the promotion of employees' job satisfaction. The

relationship between work-life balance and separation behavior is generally stronger than the

relationship between job satisfaction and balance (Allen etal. 2000; Eby etal., 2005; O "Driscell

et al., 2011). Work-life balance is closelvrelated to tumover behavior. To be specific, emplovees

who have experienced long-term work-life imbalance tend to want to move to a company with a

more familv-oriented emplover (Brough et al. 2008; O°driscoll etal , 2011). Finally, Haar (2013)
found work-life balance was positivelv related to job satisfaction, and this was replicated in

seven samples across six countries by Haar et al. (2014). Further, Haar et al. (2017} found

work-life balance was positively related to work engagement, while Haar and Brougham (2020)

explored work-life balance towards work outcomes using two samples. They reported work-life

balance was positively related to job satisfaction in both samples and in their second study (only

explored in this sample), work-life balance was positively related to affective commitment and

organizational citizenship behaviours. Further, work-life balance was negatively related to

turnover intentions in both samples.

2} Wellbeing outcomes. At the family level, Frone et al. (1997) believed that work-life balance

could significantly improve life efficiency. According to Haar (2013), non-parents and single

emplovees will also benefit from enhanced work-life balance. In addition, he believes that a

focus on balance may be more valuable to the organization, especially since strong mediation

effects have been found that can help support and enhance emplovees' ability to balance their

roles. In addition, some scholars have started to extend their studies on the vanables of

work-life balance results to their career. Direnzo (2015) found that work-life balance has an
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impact on the wvariahility of career Therefore, the research on work-life balance is stll
developing. In the future, the research on work-life balance will not only stay at the level of
work, family, individual and organization, but also involve the whole society and even the
whole nation. Carlson and Kaemar (2000) found that individuals with work-life balance can
experience the satisfaction brought by roles in work and life and reduce role conflict. Greenhaus
et al. (2003) found that work-life balance was positively correlated with people's quality oflife.
Haar (2013) and Haar et al. (2014) found work-life balance was negatively related to anxiety
and depression, while Haar (2013) also found work-life balance was positively related to life

satisfaction and negatively related to emotional exhanstion.

3.2.3 Policies related to work-life balance
1) The United States

Faced with the challenges of economic globalization, the United States, while attaching
importance to family responsibilities, has also introduced a series of measures aimed at
promoting work-life balance among employees, which have a great impact on the quality of life
of employees. America's current system of family welfare care is representative of its balanced
programme. In the United States, a law on family leave allows any worker to ask for up to three
months leave because of matermity leave, childcare or illness of a family member, without the
emplover having the right to dismiss the worker (Barge, 2011). The American government also
actively promotes flexible worlking, induding hourly, flexible work, remote work (Barge, 2011).
Flexible working svstem not only enables emplovees to use their time more freelv, deal with the
conflicts between work and life, and mobilize thelr work enthusiasm, but also enables
enterprises to emplov emplovees more flexibly, saving labor costs and maximizing benefits.
Part-time jobs provide an attractive option for worlk-life balance, which enables employees to
continue to work, contribute to family income and make career progress, while taking care of
their relatives (Tomlinson, 2007). The United States is a classic example of neoliberalism,
where women are treated as workers regardless of their caregiving responsibilities, which often
leads to long working howrs, plus low pav and unsafe forms of work. Emploved mothers,
especially when they are the head of the household, have no choice but to work full-time, and
the emphasis on occupational benefits can add to time pressures. As a result, women specifically,
in the United States do not choose low-status part-time jobs as a means of compromise and
tradeoffs to adapt to social and economic pressures. In addition, in the United States, there is no
"win-win" situation for peopleinvolved in the work-life balance negotiation (Tomlinson, 2007).
2) Canada

The Canadian government has launched a ime-buying program to balance work and life. To
encourage emplovees to take part in the scheme, the govemment has introduced a 20% tax-free
deposit system for wages and passed a law guaranteeing that emplovees who take the scheme

can return to their old jobs after a vear's holiday.
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3) European countries

European countries have been enriching their policy practices and explorations at the national
and supranational levels. At the supranational level, the OECD's Better Life Index uses
work-life balance as an important measure of people's well-being. At the national level,
European governments have implemented policies and measures to promote public coordination
and work-life balance, which can be roughly divided into work options and vacation options
(Arulappan, 2003).

It can be seen that both Worth America and Europe have entered the transition stage from
industrial society to post-industrial society. In the eady period after world war ii, both countries
realized that the conflict between work and life would become an important social problem
leading to social risks, attracting more and more countries to attach great importance to
organizations and individuals. At the national level, work-life balance has been explored and
practiced as a public issue. In North America and Europe, the trend in government policy
making has been to shift from a social policy on working hours to one that emphasizes
flexibility and flexible work amrangements for emplovees. At the enterprise level, enterprises in
North America and Europe take work-life balance as an important way and means to overcome
overwork, coordinate labor relations and motivate emplovees, and carrv out work-ife balance
practices such as family pension benefits, flexible working system and employee assistance
program (Chandra, 2012). However, from the perspective of government policies, European
governments have more systematic policies on work-life balance, and the policy onentation of
high welfare is more obvious. The north American government has developed a unique concept
and characteristics of the "family friendly" policy.

In fact, the current minimum wage svstem in China can only guarantee the basic consumption
expenditure of low-income workers, it cannot guarantee the consumption expenditure of the
whole family at all. Moreover, the existence of institutional barriers makes it impossible to fully
enjoy the public welfare and services comparable to those of registered citizens, and they can
only struggle to survive in cities with high living costs. The majority of those who receive the
minimum wage are migrant workers, whose income is low and they belong to the disadvantaged
groups in society. As an important social security policy, the minimum wage policy is directly
related to the basic living rights and development rights of workers themselves and their
families. The new generation of migrant workers has become the main force in the labor market.
With the awakening of their rights protection consciousness and self-consciousness, they have a
deeper subject consciousness and development vision (Mawneris et al. 2018). The living
pressure of low-income workers cannot be properly relieved, which makes them prone to use
abnormal means to meet the demands of collective wage increase, and thus becomes the normal
incentive for the instability of labor relations. In this case, if China's minimum wage policy
continues to take the concept of subsistence wage as the leading value in the future, it is difficult

to achieve the ideal policy effect and maintain the harmony and stability of labor relations.
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When the economy develops to a higher level, low labor cost will have a certain negative effect
on social and economic development, and these negative effects will reinforce each other with
low wages (Mayneris etal , 2018).

4) China

Compared with European and American countries, work-life balance is still a relatively new
topic in China. Both theoretical research and policy practice are still in their infancy, but
work-life conflict is no longer a new social issue. Decentralization and fragmentation are the
characteristics of China's existing familv policies, such as paving more attention to special
families while neglecting general families (He et al. 2010). There are many laws and regulations
on work-life balance, but few specific policies and programs can be applied (Tong, 2012). In
their multi-country study though, Haar et al. (2014) did find the work and wellbeing outcomes
from work-life balance were similar for Chinese emplovees.

To be specific, since 2007, China has revised or re-promulgated some labor laws and regulations,
such as Labor Contract Law, Emplovment Promotion Law, Labor Protection Regulations for
Female Workers, and Special Working Hour Management Regulations. The current labor law
has been relatively perfect (Yue & Yan, 2013). However, in reality, the enforcement of laws is
not enough, and the labor contract signing procedures are not standardized. Most workers are
faced with the dilemma of excessively long working hours, fewer leisure days and fewer
emplovee benefits. In particular, the rights and interests of some special groups such as migrant
workers and women should be paid attention to and protected by law (Yuan & Lin, 2008).
Therefore, China should strengthen the enforcement of labor laws and regulations, formulate
relevant laws and regulations to protect special groups, and ensure the legitimate rights and

interests of workers.

3.3 Employee perspective

According to Guest (2002), work-life conflict has both immediate and long-term effects on the
overall health of emplovees, which can reduce the life satisfaction of individuals and is
associated with low marital satisfaction. While Luce (2004) argued that a living wage not only
satisfies the cost ofliving of employees in terms of money, but also improved happiness through
subjective perception related to job satisfaction, fairmess and safety. The implementation of
living wage will directly increase the real wages of the target workers (Adams & Neumarl,
2005). At present, the guarantee effect of China's minimum wage policy cannot fully meet the
working and living quality of emplovees (Maynens et al., 2018). Mair et al. (2018) stated that
the change from subsistence wage to living wage was a spontaneous evolution of value To
specific, the value change of minimum wage policy cannot be realized in a short time, which
will take a long time to be improved, considering the existence of influencing factors such as
technology, population stucture, economic situation and political svstem.

Poor and low-wage emplovees are only regarded as individuals, while family internal
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interactions that may affect labor supply behavior are ignored (Ponthieux, Meurs & Pailhé,
2010). Neumark and Adams (2003) found that in New Orleans, Louisiana, the presence of LW
reduced the poverty rate by at least 5.7%. Therefore, for poor and low-wage employees, living
wage can help reduce work-life conflict and improve happiness (Bunvyan, 2016).

To establish the purpose of the minimum wage system is to eliminate poverty, however the
minmum wage for sclving poverty can only play a limited role, and the limited role usually
only embodied in the typed group, such as Addison research confirmed that the minimum wage
for to alleviate the poverty of the laborer that has not finished junior high school degree is most
obvious. Neumark (2002) argues that minimum wages boost the incomes of only those below
the poverty line. Others dismiss the role of the minimum wage in tackling poverty. For example,
Burkhauser and Sabia (2007) found that the increase of the minimum wage between 1988 and
2003 did not affect the poverty rate on the whole, nor did it have a positive effect on the poverty
rate of the poor and single parent women. Although the employvment rate for single mothers has
risen, the vast majonty of those previously above the poverty line eam more than the minimum
wage.

Unlike the restrained or even negative comments on the minimum wage, most scholars
positively affimm the effect of the living wage on solving the problem of poverty in specific
groups. Weumark and Adams (2003) examined the effect of the law on wages, hours worked,
emplovment, and poverty in cities where it was adopted, and found that it did promote a steady
increase in wages for certain groups of workers. By analyzing data from 1996 to 2000, Neumark
(2002) further reveals that the wages of unionized municipal workers have been significantly
increased by the restriction of living wage legislation on munmicipal contractors on public
contracts, and that the living wage regulations have had a good effect on reducing urban poverty.
Falk Armin et al. (2006) used two sets of raw data and a quasi-experimental study to analvze the
effect of the Las Vegas living wage on emplovee income. For the organizations it studied,
workers' hourly wage increases were compared with $1.74 in the study. Its conclusion is that the
implementation of the living wage has led to a reduction in the size of groups of low-income
workers in specific industries, a reduction in absentegism,_ a reduction in overtime work and a

reduction in work-training periods.

3.4 Emplover perspective

As for the impact of minimum wage on emplovment, the debate among scholars mainly focuses
on data sources, sample selection, the expression of independent variable minimum wage, the
measurement method of emplovment rate, and the selection and design of control variables.
Based on the existing literature analysis, due to the reasons of sample selection and data source,
scholars have not reached a relative consensus, and there is no conclusive conclusion on
whether the minimum wage affects the industry (Frone, 2003).

There is also a debate about whether the living wage affects employment. Opponents of the
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living wage have long argued that it reduces local emplovment, hurts the economy and is
ultimately subsidised bvhigher local taxes. To test this kind of question, Buss and Romeo (2008)
introduced the living wage ordinance change trend of the employment and unemployment
before and after the empirical analysis, found that only a few cities after the introduction of the
living wage ordinance had a negative impact on the job market, but the negative impact was not
justa living wage ordinance. A similar finding was reached by Neumark (2002}, whose analysis
of data from 1996 to 2000 found that the living wage had only a slight effect on emplovment.
Pollin (2001) further studied the reason why the living wage has little impact on emplovment.
His main point is that the living wage has a relatively narrow application scope and a limited
impact on the cost of enterprises becanse the ultimate source of living wage is local finance. He
studied the effect of the Las Vegas living wage act of 1997 on emplovment and concluded that
the living wage added 1% to the cost of the affected businesses. In addition to the cost, he
argues that the negative impact of the living wage on employment, relative to the minimum
wage, 1s further reduced by the fact that city councils can influence employment through
government confracts.

For most emplovers living wage has positive effects (Reich et al_, 2005). These benefits can
have a positive impact on human resources (recruitment and retention) and employvment
relationships, which in turn generate business benefits (e g. contracts) (Snarr, 2011). However,
there is a wide gap in the cognition of different enterprise managers and stakeheolders on living
wage (Neumark, 2002). From the perspective of corporate social responsibility, enterprises
should provide emplovees with a safe, healthy and equal working environment, and pay more
attention to the balanced development of emplovees’ work and life, so that they can work
efficiently and live a happy life (Revnolds & Eem, 2001). In addition, it is impossible for the
enterprise to expect the emplovees who come to the workplace to completely forget the life
issues such as family responsibilities, and any life issues may affect the work status of the
emplovees (Reich, Hall & Jacobs, 2005). Shanafelt et al. (2012) demonstrate that work-life
balance leads to high productivity, lower tmmover, high organizational commitment, high job
satisfaction, and competitive advantage. Therefore, from the perspective of corporate social
responsibility, living wage may help enterprises better realize the life and work quality of
employees.

According to Haar et al. (2018), using a sampling of poor and middle-income employees, found
the impact of salary equity on work-life balance and job satisfaction, and found the importance
of salary to job satisfaction and a sense of organizational justice, which has been widely
supported (Colquitt et al., 2001; Cohen-charash & Spector, 2001). Furthermore, that study
extends the findings of Judge and Collquitt (2004) on organizational equity and work-family
conflict, showing that pay equity has a moderating effect on worle-life balance and job
satisfaction. Thus, employees' perceptions of pay and the perceptions relative to supervisors,

managers, and their CEO (who are all higher than them in the organization) affect employees'
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ahility to manage their own work and non-work roles, as well as their job satisfaction.

3.5 Research gaps
At present, the literature research on Living wage in China mainly focuses on how to formulate

and the implementation, and the living wage in China is still in the exploratory stage. China's
current wage policy, espedally the minimum wage policy, does not have the subdivision
standard or policy of different age, work background and other aspects, and lacks the idea of
fine management.

The existing literature on work-life balance in China can be divided into four categories: the
first category studies work-life conflict from the perspective of stress and time management.
The second category studies work-life conflict in China with samples from Hong Kong and
Taiwan (Shih et al., 2010). The third category compares some aspects of work-life balance with
their counterparts in western countries (Candra, 2012; Ren & Caudle, 2016; Haar et al_, 2014).
The fourth category is the companson between Chinese subcultures from the perspective of
work pressure, such as the companson between Hong Kong and Taiwan Although the
perspectives of these scholars vary, what they have in common is that all of these and related
studies have focused on the impact of culture on China's work-life balance as a major issue.
This is becanse most scholars believe that the demands of work and life are largely determined
by the social background in which people work and life, and that culture has a greater influence
on China than other countries in the world (Fan et al., 2014). Chinese traditional culture of
thousands of years, especally Confucian culture, has a great influence on the society (Fang &
Lin, 2015). All studies of work-life balance in relation to China consistently show the high
prorty of work in China. Although many people assume that westerners are more
career-criented and Chinese are more family-oriented, virtually all empirical studies show that
eastern collectivist societies give greater priority to work than western individualistic societies
(Li & Ma, 2015).

However, the research on the combination of living wage and work-life balance is a blank field.
Therefore, this paper will mainly study the staffs living wage and work-life balance from the
perspectives of employees and emplovers, so as to discuss the importance of work-life balance
to China At the same time, it provides a research foundation for the theoretical application and

practical application below.



Chapter 4 Theoretical and practical implications

4.1 Theoretical implications
4.1.1 Emplovees’ perspectives

Employee perspective

organizational commitment,
organizational identity,
orgamzational loyalty, job sabsfaction,
job performance, job participation,
interpersonal alienation

Work-life
balance
Employer perspective

organizational productivity, profit
margin, sales volume, turnover rate,
abosnce rate

national emvironment In  economY,
culture, politic
trade union organizations

Figure 1 The conceptual model

Based on the role balance theory (Haar, 2013), this research attempts to establish a conceptual
model (Figure 1) to analyze the relationship between living wage and work-life balance from
the perspective of employees and emplovers (senior human resource managers). According to
Haar (2013), role balance, as a theoretical approach, can better understand whether emplovees
with greater balance ability can obtain additional benefits in addition to the conflicts and
enrichment among various roles. There is widespread support for the idea that successfully
managing multiple roles can boost an emplovee's self-esteem, which can have a positive impact
bevond conflict and enrichment. This theoretical approach to work-life balance has strong
support (e g, Haaret al_ 2014, 2018, 2019).

Eahn etal (1964) found that role conflictis closely related to lower self-confidence, lower trust,
lower job satisfaction and higher individual tension. Since employees in an organization must be
competent for many different roles in the work and life fields at the same time, each role has
different requirements on emplovees and different pressures, which makes it more difficult for
emplovees to participate in work and life. For example, heavy burdens in life will hinder the
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smooth completion of work tasks; At the same time, due to work tasks or work needs, it is
difficult for individuals to fulfill their responsibilities in life. When the conflict between work
and life is difficult to reconcile or the pressure cannot be reasonably released, there is a role
interaction conflict.

Sieber (1974) proposed the role accumulation theory, arguing that the multiple roles of
individuals can promote each other. Crouter (1984) proposed that positive osmosis refers to the
fact that the benefits obtained in a role activity can be positively transferred between the role
domains and may have a positive impact on the role performance of the receiving domain. This
positive influence is reflected in the positive spillover between work and life, which mainly
includes four aspects, that is, values, emotions, skills and behaviors. For example, if an
individual is happyv because someone else cares about him or her, this happv mood is likelv to
continue at work, thus contributing to the improvement of work efficiency. Greenhaus and
Powell (2006} believed that gain means that individuals may obtain some resources in work and
life (such as economic income, increased patience), which can improve individuals
performance in another role field. In other words, the gain occurs as long as the resources an
individual gains from his work or life domain improve his role performance in his life (or work)
domain. The literature that the occurrence of positive seepage is the premise of gain generation.
The generation of gain not only requires the resources obtained in one field to be positively
transferred to ancther field, but also requires the individual to apply them successfullv to
another field in an appropriate way, so as to truly improve the individual's role performance in
another field According to Wayne (2004), facilitation refers to the extent to which resources
obtained by an individual from one role field are used to enhance the functional level of another
role field. The difference between it and the former two is that compared with positive seepage,
positive facilitation also focuses on the positive migration of capital gains (e.g.. economic
income, social relations). Compared with gain, boost emphasizes the improvement of the overall
system fimction.

Emplovee happiness is different from conflict and fulfillment, and from life satisfaction. Drago
and Kashian (2003) proved that this discovery extends to work-life balance, which can be better
applied in the field of work and life, not only in the field of work and family.

Combined, the above findings can prove the theoretical claim that role balance is a favorable
state for emplovees and transcend the influence of role scarcity and role expansion theory.
Although the multiple roles of emplovees consume more resources (e.g.. time), they help to
promote other areas (e.g., money) and provide additional benefits (e g, self-esteem) to help
achieve a work-life balance state. Efraty and Sirgy (1990) believed that the higher the quality of
work and life, the higher the level of organizational identity, job satisfaction and work
performance, and the lower the level of demission rate and interpersonal alienation. In an
organization, employees' satisfaction with their personal needs at work has an impact on

individual performance, organizational productivity, profitability, sales, organizational



commitment, organizational identity, organizational lovalty, work engagement, self-esteem,
tumover rates, and absenteeism (Havlovic, 1991).

If organizational commitment is taken as a whole, higher work-family conflict will reduce
emplovees' organizational commitment (Han et al, 2011). If the organizational commitment is
divided into multiple dimensions for the study, the research conclusions are quite different. For
the aspect of emotional commitment, the higher the frequency of work-famuly conflicts, the
lower the emotional commitment of emplovees, and the reverse change between them (Luce,
2005). For continuous commitment, the higher the frequency of work-family conflict is, the
higher the emplovee's continuous commitment will be (Pollin, 2001). For the aspect of
normative commitment, the frequency of work-family conflicts has no significant influence on
the normative commitment of emplovees (Pun et al__ 20107,

Greenhaus and Beutell (1985) argued how roles conflict with each other due to conflicting
needs, and how these roles can also become allies, creating rich effects that spill over to other
roles (Greenhaus & Powell, 2006). Cadson et al. {2009} pointed out that the role theory
involves the flexible expansion of identity, and pointed out that the work-life balance is not to
limit the number of roles, but to participate in multiple roles and expand their identities. It is
beneficial to cultivate this attitude flexibility. Thus, achieving a level of self-perceived balance
between these roles, perhaps through extremely strict constraints and organization, or by being
extremely relaxed and flexible, will enable employees to derive additional benefits from their
roles by successfully managing these roles. In line with Bamett & Hyde (2001), having multiple
roles is not a problem, but a combination of problems. Similarly, Clark (2001} proposed that
work-life balance is related to achieving harmony between roles.

Role balancing 1s a theoretical method to understand whether emplovees with greater balance
among multiple roles can gain benefits bevond the conflicts and enrichment occwrring in these
roles (Stuart et al, 2019). There is broad support for the theory that managing multiple roles
successfullv has more positive effects on emplovees than just conflict and enrichment. Role
balance can be a beneficial state for emplovees or a state bevond the influence of role scarcity
and expansion theorv. Thus, while roles can deplete resources but provide other areas of
enhancement, role balancing can provide additional benefits by balancing multiple roles and the
ability to successfully accommodate multiple commitments. Overall, the larger work-life
balance employees had higher satisfaction and lower psychological problems than the lower
work-life balance emplovees.

Therefore, from the perspective of emplovyees, this paper evaluates employee's living wage and
their quality of work life by using such factors as organizational commitment, organizational
identity, organizational lovalty, job satisfaction, job performance, job participation, and
interpersonal alienation, so as to provide reference value for living wage and work life balance

of Chinese employees.



4.1.2 Employers’ perspectives

For employers (such as human resources managers), the impact indicators of employee living
wage and work quality are mainly related to organizational productivity, profit margin, sales,
turnover rate and absenteeism rate. This is because the impact of service-oniented leadership on
more core performance, such as emplovee job satisfaction and engagement, may be mediated.
According to Greenleaf (1977). who proposed the viewpaint of service leader, leadership
becomes the possibility of serving others, and service and leadership are almost interchangeahle.
Furthermore, Luthans and Awolio (2003) believes that the governance approach of
service-oriented leaders is to create opportunities within the organization and help followers to
grow. Parris and Peachey (2013) and Van Dierendonck (2011) also pointed that there is a
positive link between service-oriented leaders and employee performance. Moreover,
service-oriented leadership 1s associated with higher emplovee trust, faimess, and lovalty (Van
Dierendonck, 2011). The service-oriented leadership stvle of leaders is positively correlated
with enterprise performance, emplovee performance, emplovee creativity and customer service
behavior, and negatively correlated with turnover intention (Liden et al_, 2014). Barbuto and
Wheeler (2006) found that service-oriented leadership was positively correlated with extra
effort, efficiency, and satisfaction. The research result of Liden et al. (2008} shows that
service-oriented leadership is positively correlated with organizational commitment, role
performance and citizens' behavior toward the community. Panaccio et al. (2015) investigated
that service-oriented leadership is positively correlated with psychological contract fulfillment,
interpersonal help, initiative, and innovative behavior. Therefore, according to the above
thearetical support, service-oriented leadership is closelv related to positive emplovee outcomes,
thus promote organization performance.

According to Haar et al. (2017), leaders whose emplovees have a high appraisal of
service-criented leadership will be positively promoted because of this leadership stvle, leading
to higher work engagement. Giallonardo et al. {2010) found that real leadership was positively
correlated with job engagement, highlighting the potential link between leadership and
engagement. Chen et al. (2013) believes that service-oriented leadership promotes the spintual
development, wellbeing, and work results of emplovees, making them more engaged, open,
patient and considerate in the workplace. This provides a powerful channel for increasing job
engagement.

According to the theoretical model proposed by Van Dierendonck (2011), especially the
potential mediating process of servant leadership's influence on job engagement. Work-life
balance plays a mediating role between work and family factors (conflict and enrichment) and
work and wellbeing outcomes (Haar, 2013; Haar et al, 2014; Haar & Brougham, 2020). The
importance of work-life balance as a predictor of work and well-being outcomes was replicated
in seven samples from six countries (Haar et al., 2014}, leading these authors to propose the
general benefits of work-life balance across cultures. Therefore, Haar et al. (2017) believed that

24



work-life balance would act as an intermediary to influence the role of service leaders in work.
Perceived leader's support for servant leadership style can enhance emplovees' perception of
support in the workplace, thus building work-life balance resources (Russo etal., 2016). In turn,
better work-life balance provides emplovees with more time and attention to improve their state
of achievement related to emotional motivation (Schaufeli & Bakker, 2004).

Carr et al. (2018a, pp. .901) believes that emplovers who provide a living wage can help their

emplovees achieve " improvements in the quality of work and life ". He believes that the
organisation providing the living wage is a response to the social responsibilities surrounding its
workforce - which might otherwise indude minimum-wage workers. Social commmication
theory is therefore used as a theoretical argument for understanding how an emplover's status
may influence how emplovees dress and behave. From the perspective of social exchange theory,
researchers can better understand the reasons and purposes for providing psychological
incentives for employees to respond with stronger work attitudes and behaviors. Blau (1964, pp.
91) defined the theory of social interaction as ".. the voluntary actions of individuals, which are
motivated by the expectation of a return and are often actually brought about by others ". An
increasing in the living wage means that low-wage workers eam more, but under social
interaction theory, it can still trigger emplovees to dress and behave in a beneficial way,
regardless of their actual income. Beneficial behavior means that emplovees can feel the
emplover's sense of obligation and trust (Haar & Spell, 2004). Haar and Spell (2004} also
indicates that the living wage policy must be valued by employees. In this way, we can expect
people with incomes below the living wage threshold to respond positively to economic benefits.
As a result, the living wage policy has a value that such employees can personally obtain.
However, this may also extend to other emplovees who have already paid more than the living
wage threshold This is because they may descaibe the emplover's actions as positive and
supportive to all emplovees, especially low-paid ones, and emplovees will view such ethical
actions positively. The adoption of the living wage is likelv to make emplovees more trusting,
and thus maore likelv to stav and engage in more productive behavior, all of which helps shape
the performance of an organization (Haar, 2019,

Therefore, according to the above theoretical basis, this research believes that Employers (such
as human resource managers) can make efforts to improve their employees' work and life
quality in three aspects: reducing the conflict between work and life, the conflict between life
and work, and the conflict between work and life. When improving the quality of emplovees'
work and life, the first consideration is how to balance their relationship in two fields. Although
it is possible to improve the organizational environment, the friendly relationship among the
members of the organization, and even more actively care for the emplovees, so that they can
feel the importance of the organization to them (Machi & McEvoy, 2016). But to improve their
work and life quality in the long run, it is necessaryto consider providing them with soluticns to

worle-life conflicts from time to tme.



When the quality of work and life of emplovees is not high, thevtend to have the desire to leave.
However, environmental, social, and psvchological factors play a significant role in emplovees'
tumover intention (Gregory & Milner, 2009). Employees attach more importance to the
relationship between members in the working environment, so a harmonious and friendly
working environment will be a major factor for employees to improve their loyalty. When the
organizational environment is better optimized through the living wage, the tendency to quit can
be reduced (Grady etal . 2008).

It is noticeable that emplovees' happiness is being threatened by work-related factors, and the
psvchology of sustainable development provides a useful wav to better studv and address these

factors. The working poor can better inderstand how the welfare of low-income workers is

shaped bv income. It is necessary for emplovers to address substantive, procedural, and relative
pay equity, especially for workers (e.g., the living wage). Large companies that pay exorbitant
salaries to CEOs may alienate employees, reduce their sense of fairness, and thus reduce their
sense of happiness (Haar etal., 2018).

In addition, the use of living wage to promote work-life balance also requires the support and

guidance of national policies (Abendroth & Den Dulk, 2011). Britain, especially the public

sector, has shown a supportive attitude to modemization theory (Gregory & Milner, 2009).

Although Stegman (1997) argued that, based on the historv of Australia's wage policy, the

decision of the living wage was to continue the development of the labor market in Australia,

which aggravated the relative income status of low-income groups and may lead to the

responsibility of households to control the inemplovment rate due to the unemployment rate.

The relationship between the living wage and the quality of work and life of employees is

related to the economic, cultural and political environment of a country (Bartik, 2004).

4.2 Practical implications

This study illustrates the relationship between living wage and quality of work and life from the
perspectives of emplovees and emplovers (senior human resource managers). For emplovers
(senior human resource managers), although the labor cost of living wage might be relatively
high, it can improve emplovees' satisfaction, enthusiasm and corporate reputation, so as to
improve individual performance and create more profits (Stahil, 2009). At the same time_ this is
not the first ime such a review has been done, and it contributes to the practical use of living
wage for work-life balance.

As far as employers are concerned, whether enterprises and units understand and support
employees' need for work-life balance is the decisive factor for the implementation of relevant
social policies. While requiring employees to work hard for the organization, the emplover also
has the responsibility to provide humane working conditions for emplovees and provide support
for emplovees with canng responsibilities. Chinese enterprises should learn from the mature

experience of foreign enterprises, reform the organization and management methods, change the

26



working culture, guarantee the rest rights of emplovees, and build a good labor-capital
relationship, so as to establish a good corporate image and promote the development of
enterprises. On the other hand, government departments should also strengthen supervision over
various organizations, especially labor-intensive enterprises, so as to reduce overtime work and
prevent discrimination in the labor market, so as to enable enterprises to shoulder their social
responsibilities.

Curmrent research suggests that non-parents and single workers may also benefit from the
work-life balance enhancements (Haar, 2013). In addition, a major focus of work-life conflict
research is how to mitigate or buffer adverse effects, such as coping strategies (Haar, 2006), and
a focus on balance may be more valuable, especially given the strong mediating effects that
have been found. Therefore, companies should seek to focus on existing practices and adopt
new policies that are universal and broadly applicable to all employees, not just those with
children, which should help support and improve the ability of employees to balance their roles.
Although human resource management literature explores work-family practices and their
relationship to corporate performance (Liu & Wang, 2011), the literature still includes concemns
about parents (e_g., parental leave, childcare) Therefore, the scope of practice applicable to all
employees needs to be expanded, which may improve the work-life balance.

Deloitte, for example, offers emplovees flexible working hours, helps them enjov social
activities in China and provides fimess and medical services in the UK Importantly, such
policies are broadly focused on all emplovees, rather than specific types of emplovees, such as
providing childcare subsidies to parents. In fact, a broader focus on all emplovees in
work-family practices may mitigate discrimination and unfair allegations related to the
work-life rebound (Haar, Spell and ODriscolll, 2004). Thus, policies that provide greater
schedule flexibility may allow and encourage emplovees to better balance their work and life
roles for the benefit of all, incduding, ultimately, the benefits of the company through improved
emplovee performance and reduced tumover. Emplovees should also understand that they are
best placed to achieve a greater balance, which is likely to be volatile rather than static. Tt is
likely that the balance is more amorphous and varies with the needs of the character and the
individual. Leamning that more balance is beneficial may put less pressure on employees to
balance everything, rather than acknowledging that multiple roles require the greatest effort to
balance and manage.

A higher hope level can make emplovees' work and life balance better, and work and life
balance can make emplovees work and life quality and various psychological states better,
which in turn will affect emplovees’ work performance and work enthusiasm, and reduce their
tumover intention. Therefore, when recruiting candidates, enterprises can properly consider the
hope level of the candidates, and regularly give emplovees some training or training to improve
the hope level after entering the company, so as to improve the hope level of employees and

deeply understand and develop the strength contained in the individual's own advantages.



Human resource investment is regarded as investment rather than cost to train and improve
emplovees' expectation level. Of course, a good level of hope can also improve emplovees
career adaptability, especially career adaptability can also positively affect employees' work-life
balance. Therefore, it is important for the enterprise to take measures to raise the level of
employees hope.

Snvder (2002} proposed a cognitive model of hope, which is a future-onented thinking mode
composed of path thinking and dynamic thinking Path thinking refers to the pursuit of various
paths to achieve a goal, while dynamic thinking refers to the drive of individuals to select the
path to achieve success from the path they seek and to execute to achieve the goal. According to
this theorv, individuals with negative emotional traits are more likely to engage in ruminating
and self-critical thinking, and therefore less likelv to succeed. Those with higher hopes are more
likely to succeed.

Gallagher and Lopez (2009) also believe that Snyder's theory of hope is closely related to goal
setting (and the ahility to generate pathways to achieve goals and motivate them to perform
them), which is of great significance to an individual's life. Therefore, contemporary scholars
generally agree that hope is an integration of cognition and emotion, but different scholars have
different perspectives. According to Snyder hopes cognition model, under the same goal, to high
levels of hope and an experience than low level individual hope to find more target path,
execution, will also tend to be goal into small periodic plan, thus making them more clearly,
execution stage to reduce difficulty, enhance the possibility of a goal. When the goal meets
obstacles, individuals with a high level of hope are more active than those with a low level of
hope. They will take the initiative to add new elements and adjust the path according to the
uncertainty in the process of achieving the goal, so as to realize the individual goal quickly.
Further, studies have shown that individuals with high levels of hope are also better at switching
paths when faced with obstacles than individuals with low levels of hope. The higher the
individual's hope level is, the more positive the individual's work attitude is and the higher the
work performance is. Meanwhile, the hope level also positively affects the individual's job
satisfaction. Therefore, whether from the perspective of role spillover theorv or from the
perspective of resource allocation, it is helpful to improve the perception of work-life balance
when individuals have a high level of hope.

The link between living wage and employees' work-life balance is also influenced by national
policies (Grady, Kemane, Darcy & McCarthy, 2008). The policy fommulation and
implementation of LW should be based on the national conditions (Luce, 2005). For example,
China's current cultural and legal environment is still not conducive to the development of
living wage, but China's economic development makes the demand for living wage very urgent
(Pun, Chan & Chan, 2010).

As far as the public is concerned, it is a prerequisite to promote the development of work-life

balance policy (Xiao & Cooke, 2012) to increase publicity and actively promote the change of
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concept when the public does not know much about the issue of work-life conflict. For a long
time, the work ethic of advocating hard work and giving up family for work has been prevalent
in China's society. In fact, it is contrary to people's well-being. Family and leisure life are also
important purposes of people's life. At the same time, we should also actively change the
traditional concept of gender division of labor, in which men are the main economic pillar and
women are the main economic pillar (Thein et al., 2006). Women are also important participants
in the labor market. To this end, through the active use of mass media and public education, we
can advocate the whole society to respect and value the value of the family, encourage people to
pursue the quality of personal life, treat workers with family care responsibilities well, and
establish the concept that men and women enjov the right to participate in work equally and
share the responsibility of care equallv. Only when the concept of work-life balance and gender
equality is established in the whole society can people truly accept the relevant social policies.
As far as government departments are concemned, it is their responsibility to help the public to
ease the conflicts between work and life (Chandra, 2012). First of all, the government should
actively change its concept, bring the work-life conflict faced by the public into the perspective
of public policy, and deal with it as a new social risk, so as to raise the importance of family
policy. At the same time, government departments should strengthen legislation to protect
emplovees' right to rest, women's right to participate in labor, and pregnant workers' right to
leave, so as to provide a legal basis for the development of worlc-life balance policies. When
formulating policies, their impact on gender equality, family care and people's well-being
should also be fully taken into account. In the specific practice of public administration, we
should also incdude child care, elderly care and family services into the scope of public services,
increase financal input and peolicy support in these areas, and guide market plavers to actively
participate in the development and provision of relevant services.

On the basis of drawing lessons from other developed countries, China's future living wage
system should consider the following points:

1) wage policies should be targeted to cover groups. Whether in the UK or the us, the coverage
groups of different wage policies are clearly defined, and different policy supports are provided
to different targets, resulting in different policy effects. China's current wage policy, especially
the minimum wage policy, does not have the subdivision standard or policy of different age,
work background and other aspects, and lacks theidea of fine management.

2 the implementation of the wage policy needs to be based on the evaluation work, which is
justified. The United Kingdom, the United States, Canada and other countries have always done
a relatively cautious and comprehensive assessment of the minimum wage, before and after the
standard calculation will be evaluated in all aspects of the impact. It is worth mentioning that
the commission on low pav in the UK carries out a very detailed data analvsis on the minimum
wage implemented in the past and the minimum wage to be implemented in the future every

vear, and proposes adjustment Suggestions based on a well-grounded analysis. For example,
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after the adjustment of the new policy in 2016, the national living wage standard is also
predicted to affect income, emplovment and other aspects (Grady et al_, 2008).

3) the implementation of the wage policy needs to be diversified at multiple levels, including
the main one and the secondary one. In a sense, the UK is the only country in the world that
integrates the mandatory and nom-mandatory living wage systems. Different policies run
through and support each other, building a multi-level and diversified wage and income
distribution policy svstem. In addition, for example, in the United States, both the federal
minimum wage policy and the state minimum wage policy are complementary, as well as the
urban living wage policy as a conditional supplement, which constructs a multi-laver wage
protection system to protect the wage rights and interests of workers (Frone, 2003 ).

4 salary paolicies should be linked to other income policies and organicallv combined. In the
UK, the law on minimum wage system has been revised in the past two years. The government
aims to change the current social onientation of "low wage, high tax and high welfare” into a
society of "high wage, low tax and low welfare". Such policies or concepts reflect the flexibility
and inclusiveness of the policies in the field of wage and income distribution (Guest, 2002). In
combination with international experience, China can also explore the role of combining wage
and income distribution policies with tax regulation, social welfare policies and other relevant
economic policies, and put wage and income policies into consideration on the pattern of large
income distribution to indirectly regulate wage and income distribution. At the same time, it can
also play a complementary and coordinated role in regulating income distribution and jointly
promote the reform of income distribution. Countries should, as suggested by the international
labor organization, in salary choice in addition to the minimum wage policy, collective
bargaining for wages, policy choice should be and other employment policies (such as Europe,
once prevalent on-the-job allowance policy). welfare policy, the policy of some segments,
according to different policies to protect objects have different policies, which have the effect of

the policy coordination.
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Chapter 5§ Conclusion and recommendations

This research camies out a qualitative review of literatures on the links between living wage and

work-life balance from two aspects: emplovee and emplover (senior HE. manager).

The recommendations for future research are put forward:

1) The implementation of living wage needs to consider national policy, cultural environment,
palitical environment and economic backeround. Practice shows that the relationship between
the minimum wage and the living wage ultimately depends on the level of the minimum wage
(Han et al, 2011). If the minimum wage is sufficient to pav foritself, the meaning of the living
wage will stop at explaining the minimum wage; If the minimum wage cannot meet basic living
needs, it will be more conducive to solving poverty if we choose to make the living wage
independent and form a new wage ladder above the minimum wage The federal and state
minimum wage systems and the living wage systems of certain local governments in the United
States are in fact responses to the system of the "big country” with a low minimum wage.
Looking back at China, the local government-led minimum wage model currently implemented
in China is conducive to local governments to take measures according to local conditions.
However, the lack of national standards makes China's minimum wage not only diversified, but
also lacks a unified lever. The excessivelv different minimum wage (currently the highest
standard is 1300 vuan, and the lowest standard is 500 yuan) on the one hand, makes the labor
force flow to the developed areas in large numbers, and the remote areas face the difficulty in
recruiting workers, which exacerbates the "regional gap". On the other hand, the departure of
migrant workers also caused a lot of personal and social costs. Sharp increases in the minimum
wage by provinces since 2010 in response to a shortage of migrant workers are also likelv to
increase costs for small and medium-sized enterprises and weaken their competitiveness.
Therefore, referring to the experience of the United States, China's wage system can be
considered to improve in two dimensions. Firstly, to establish a national minimum wage
standard as the bottom line of the minimum wage is essential. Secondlv, in addition to the
universal standard, select a specific industry or field and set a higher minimum wage standard,
such as the field of government outsourcing, so as to form a demonstration effect and lead
capable enterprises to follow, while leaving room for the developing small and medium-sized
enterprises. The multi-dimensional wage guarantee system should be a better response to

China's vast temitory and regional differences in development.

2} A complete and comprehensive conceptual model is necessary to be used to promote the
relationship between employee and emplover (senior HR manager). In this study, each
dimension of the influence was taken as a whole variable, that is, it was studied according to the
division method of one dimension, and it failed to deeply discuss the division method of the
mediation variable and the dimension of two or more levels. In the selection of research

methods, questionnaire survey and interview can also be conducted on emplovees to understand
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their real thoughts and feelings through in-depth communication. Due to the transparency and
ease of operation of the living wage framework, other factors can be adjusted under the
measurement framework according to actual needs. Under the living wage framework, various
set conditions can be adjusted according to actual changes, such as family size and labor burden
coefficient. At the same time, since the variables of work-life balance and organizational
commitment are all dyvnamic, I hope to make use of some case studies or select dyvnamic

longitudinal data for analvsisin the future research and analysis.

3) The strength and direction of the implementation of living wage need to be taken into
account, such as the perception gap of the management enterprises and their stakeholders
around living wage. The minimum wage policyis related to the issue of income distribution, the
issue of income distribution is related to the issue of justice, and the issue of justice is related to
social fairness and the issue of laborers' dignity as a human being. Therefore, the primary
problem facing the minimum wage policy is whether its policy effect and influence can make
low-income workers fullv enjov the fruits of economic development. Due to path dependence,
the evolution of China's minimum wage policy is limited to the change in the fomm of the paolicy,
while in essence the policy still reflects the concept of "survival wage", resulting in the effect of
the policy can only barely maintain the survival of workers. Even if the minimum wage is raised
blindly, it is difficult to solve the labor problems of low-income migrant workers. The
improvement of the minimum wage policy is not only the simple reconstruction of the policy,
but also the reform of the policy idea. It became very important to introduce the idea of a living
wage. How to introduce the concept of living wage? Perhaps a multilevel system of minimum
wage policies is an approach worth considering. The change from "living wage" to "living
wage" is not so much an artificial top-down construction as a spontaneous evolution of values.
The value change of the minimum wage policy is by no means achievable in a short time.
Considening the existence of such influential factors as technology, demographic stucture,

economic situation and political system, China's living wage policy still has a long wayto go.

4) Adopting a living wage change management plan requires managing the finandal and
non-financial impact of living wage on value creation. Performance measures and business
challenges and financial standards will be the core. The living wage approach needs to provide a
consistent and transparent framework for measuring it. This framework can overcome the
problems in the current academic world, such as the difficulty in unifving the measurement
indicators and the difference in the perspective of the main body of the measurement model
(Hill et al., 2001). Since the calculation of living wage reflects the composition and level
differences of cost calculation in specific regions, and the change of public service supply can
also be reflected in the structure of living wage through the calculation of living cost, the
organic integration of public service supply and individual ahility in a set of calculation can be

realized (Anker & Anker, 2017). Living wages around the world: Mamual for measurement.



Edward Elgar Publishing ) Furthermore, policy makers can calculate the real financial burden
of urbanization of the migrant population based on the willingness and ahility of urbanization of
the migrant population (Zhu, 2007) . At the same time, through the influence of public service
supply on the cost of living wage level, the way to improve the urbanization ability of the

migrant agricultural population and its financial input cost can be simulated (Longhi, 2012).
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Chapter 6 Research limitations

Reviewing the previous research status and the research process of this research, it is necessary
to make a summary of the limitations in order to make a guiding prospect for the funre
research.

1) Limitations of research methods. Due to the influence of Cowvid-19, the main research
method in this paper is the literature review. Although this method has many advantages, it also
has inherent disadvantages. For example, the collected literature is not comprehensive, and the
conclusion it summarizes is one-sided. If it is believed uncritically, it will mislead the
researchers to ignore some important issues and study some unimportant issues repeatedly
(Mawneris et al., 2018). In addition, although literature review research is to descrbe and
analvze the research contents and results expressed in the literature froma critical perspective, it
should not make a great deal of contribution to the limitations of existing studies and should
objectively evaluate the existing research results (Neumark, 2002). If we only criticize blindly,
the existing valuable research results will be covered up and researchers may be misled to
ignore their value (Reich etal . 2005).

2} Limitations of research depth. Although this paper tries to discuss the importance of
work-life balance to China from the perspective of living wage, due to the lack of relevant
theories in previous studies, the explanation of the internal causes of the differences still needs
to be further deepened. The direct application of role conflict theory to build a conceptual model
is limited and cannot be analvzed comprehensively. This is because role conflict theory does not
directly alleviate the source of work and family stress; the theory of role conflict mainly focuses
on the role of work, but ignores the perspective of the role oflife, so its conclusionis one-sided.

This research discusses work-life balance on the basis of living wage, which is just the
beginning. There are still more issues to be studied and discussed in this field in the future.

1) From the existing studies on work-life balance, it is not difficult to find that there is no
unified definition of work-life balance, and these studies are more likely to define work-life
balance from a certain perspective. However, the concept of balance is complex and
multi-dimensicnal, and the understanding of work-life balance should be within the framework
of conflict and promotion (Wang, 2011). It is also necessarv to consider whether worlk-life
balance includes subjective feelings and objective behaviors, and whether there are cultural
differences in the concept of work-life balance (He et al, 2010). The concept of work-life
balance has profound implications for thelocal culture, such as the balance of Yin and Yang and
the combination of hardness and sofmess.

2} This paper did not identify manv research studies (empirical or theoretical) focusing on
personality factors. For example, the study of the five dimensions of personality incdudes the
influence of extroversion on balance, and do different behaviors patterns have significant
influence on work and life relationships? In addition to job satisfaction and performance, does

the core self-evaluation affect the work-family balance? These research directions can also serve
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as areas for finther research In addition, whether development career can be considered,
whether team performance or individual performance should beused in performance assessment,
and what impact it will have on individual health should also be the focus of attention in the
future.

3) Researchers do not appear to pay much attention to the study of moderating variables and
mediating variables, which can be strengthened in future studies. On the measurement of
work-life balance, researchers used a lot of scales, but the scales have their own shortcomings.
In the future research, whether a variety of measurement methods can be adopted, such as
observation method, experimental method, etc.

4) For the research on workife balance, most scheolars adopt cross-sectional research, and it is
difficult to prove whether the variable of time has an impact on the research results in the
current research. Therefore, the following methods can be considered in the future research.

5) the results obtained in some studies in countries such as Canada, Australia and India are
similar to those in western countries such as the United States (Seong, 2016), but whether the
same results will be produced in the context of Chinese culture remains to be further analvzed
and studied. There is a difference between the life culture of Chinese workers and that of foreign
countries. For example, in Chinese family culture, people like to live together with their
grandparents and grandchildren. Whether this has distinction with abroad on family stucture,
also can go to analysis research later. However, there is little research on rural work-life balance,

which should be paid attention to in the future.
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