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INTRODUCTION 

 

Our practical experience in the field of management has made us notice that work-life 

balance is an aspect valued by employees, but also by the organizational or social systems in 

which they are engaged (family, organizations, states). The abundance of materials on this 

topic shows that the subject is of interest both for various researchers (in fields such as social 

psychology, organizational psychology, human resources management, etc.) and for the 

popular press. 

We consider the concern for work-life balance (WLB) as an important one, especially 

in the context in which in the ontemporary society we observe the effects of Hartmut Rosa's 

(2003) theory of social acceleration, the essence of which lies in the paradox that people 

suffer from a rhythm of accelerated life and a frequent lack of time, despite major time gains, 

both professionally and privately, due to technological innovations. The Internet and mobile 

technologies have become ubiquitous in everyday life, on the one hand, making our lives 

easier, but on the other hand facilitating our permanent connection to our work, to the 

disadvantage of personal life. Also, another social trend that increases the concern for work-

life balance is the gradual change of generations that occurs on the labor market, by the 

increase of the share of Generation Y and the professional debut of Generation Z, while 

decreasing the representation of the Baby Boomers and Generation X. Generations born after 

1981 have other characteristics, ideals and expectations from professional life, in the sense 

that they place more emphasis on work-life balance (Smith 2010; Ozkan and Solmaz 2015), 

considering work a less central value than previous generations (Twenge 2010), which brings 

additional challenges for managers. It should be noted that the generations of managers are 

going through the same demographic change, which means that if work-life balance becomes 

more prominent for managers, it becomes more important for companies in general. 

The aim of the PhD paper is both descriptive - to analyze the balance between 

professional and private life (explaining the concept, historical evolution, its antecedents and 

consequences, its importance for employees and organizations) and prescriptive - to suggest 

scientifically validated practices and methods, which companies, based on existing public 

policies and individual expectations of employees, can apply to achieve this balance, with 

positive organizational effects. This goal is broken down into 3 objectives, each representing 



a level of analysis; thus, we analyzed work-life balance, with a focus on Romania, at (1) state 

level; (2) organizational / company level; (3) individual level. 

 

STRUCTURE OF THE DOCTORAL THESIS AND SUMMARY OF THE 

CHAPTERS 

 

The doctoral thesis is composed of two parts. The first part is dedicated to the review and 

critical analysis of the literature, and the second part contains a series of original applied 

research. 

Thus, Chapter 1 of the doctoral thesis describes the context in which the personal 

interest for this topic arose, presents the purpose of the paper and the levels of analysis 

considered, summarizes the current state of knowledge in the field and presents the research 

gap. The conclusion we reached after reviewing the literature is that so far no integrated 

analysis has been done, both in terms of the angles of analysis and of the variety of analysed 

work-life balance policies and methods in Romania. Also, this paper analyzes how various 

demographic variables influence the individual perceptions of employees in Romania, but 

also whether there is a correlation between WLB and various organizational indicators. 

Chapter 2 analyzes the concept of work-life balance (WLB), but also other related 

concepts, in the context of the most relevant theories on the relationship between the domains 

‘work’ and ‘life’ and explores the most appropriate methods to operationalize these concepts.  

WLB was defined and operationalized differently, depending on the organizational 

theories to which various researchers adhered (the theory of spillover and compensation 

between domains, the theory of work-family boundaries, the theory of borders, the theory of 

work-family enrichment, the theory of person-environment fit). Although there is no 

universally accepted definition of the notion of work-life balance, in essence, this concept is 

based on ‘the principle that paid work and personal life should be seen less as competing 

priorities and more as. complementary elements to a fulfilled life’ (Manfredi and Holliday 

2004). 

If for the popular press the predominant premise today is that professional life takes 

up too much time at the expense of the private life (i.e. one-way interference with negative 

effects), in the academic research it is clear that conflict and enrichment are taken into 



account – i.e. two-way relationship with ambivalent results positive/negative between the 

work and life domains. 

The interest in researching the topic undoubtedly derives from the perceived benefits 

of achieving WLB in practice, being almost axiomatic to say that it is important for 

employees to achieve work-life balance. Today, it is universally accepted that WLB is 

desirable and has positive effects at all levels - individual, company, state - even if specialized 

research is disparate and sometimes has inconclusive or contradictory results (for example, 

the relationship of consequence, antecedent, mediator or moderator of WLB compared to 

other key concepts in organizational psychology, such as job satisfaction, organizational and 

dedication is not irrefutably established). 

Considering that the essence of the concept is broadly understood the same, both in the 

academic world and in the organizational sphere, we focused on finding concrete measures 

to achieve WLB, with practical applicability, at state, company and individual level, through 

academically validated methods (case studies, interviews, questionnaires). 

Chapter 3 presents various measures regarding WLB at state level, analyzing the 

situation in Romania in a European context. The relationship between WLB and various state 

socio-economic indicators is also studied. 

In order to understand the situation of Romania in the European context regarding 

WLB, we analyzed the most representative publications of the European Union. Romania's 

place in the rankings calculated by the EU based on synthetic indicators is fluctuating. By 

conducting our own statistical analyzes, we have shown that the variation of the WLB index 

is largely explained by indicators such as real GDP per capita, countries with higher GDP 

having higher WLB. We also introduced in the analysis some indicators not researched so 

far, such as the perception on the lack of corruption, the gender equality index and the hourly 

compensation. 

We also carried out a comparative analysis of the legislation in the areas that we 

considered to be the most relevant for providing a framework for WLB (namely: working 

hours, daily breaks and parental leave), to see if Romania is aligned with various European 

countries. 

In conclusion, practitioners could use the information in this chapter to reflect on how 

a company's WLB policies are influenced by the minimum foundation established by the 



legal framework. Work-life facilitation could be achieved by going beyond the legal 

framework in favor of the employee. For example, for HR managers concerned with creating 

a WLB culture in their company, analyzing the legislation in ‘best-in-class’ countries, not just 

their own, could be a source of inspiration for new policies. For decision-makers, the findings 

related to macroeconomic indicators correlated with the WLB level could give the direction 

in which public policies should go. 

Chapter 4 presents various measures on WLB at the companies’ level. An updated 

inventory of work-life balance policies, tools and measures that organizations can apply is 

presented and the segmentation-integration index is introduced as a tool that companies can 

use to compare their approach to WLB with that of other companies. The list of WLB 

measures is inspired by the academic literature, by the analysis of companies famous for 

innovation in terms of providing work-life balance benefits, but also by interviews with 

practitioners. In the context of the COVID-19 pandemic, work from home (teleworking) has 

become an essential measure, therefore we have touched on the subject, trying to outline 

some probable directions of evolution for this policy. The chapter also contains a 

methodological innovation, namely the use of the Kano Analysis, a tool usually used to 

measure customer satisfaction, to understand how employees use and value the WLB policies 

offered by companies.  

To ensure that our approach is not strictly academic, but that it brings value to 

practitioners, we conducted a series of interviews with managers, in which we asked, among 

other things, which directions in the literature are of interest for them. This chapter answers 

the following research questions:  

• "Which direction of research on WLB is of most interest to 

practitioners/companies?"  

• "What is the importance given by companies to work-life balance for attracting, 

retaining and motivating employees?" 

• "What WLB policies and practices are offered to employees? " 

• "How do the analyzed companies position themselves on the segmentation-

integration continuum?" 

Chapter 5 analyzes work-life balance at individual level, based on a research 

questionnaire completed by 298 workers (employees and entrepreneurs/independent 



consultants) in Romania. Through relevant statistical methods, we analyzed the influence of 

demographic and individual factors on the perceived level of WLB, but also the relationship 

between WLB and some organizational indicators, such as organizational commitment, job 

satisfaction and intention to stay in the organization. We also presented the main strategies 

that Romanian workers apply to maintain their work-life balance. 

The research objectives we have set ourselves are: 

• Objective 1: Identifying the WLB level for people working in Romania (employees 

or entrepreneurs) and the individual factors that influence this level. To achieve this 

goal, we conducted descriptive statistics and hypothesis testing, especially regarding 

population segmentation and comparison of means. Also, in order to identify 

numerical relationships between WLB and various factors, we performed simple and 

multiple linear regressions, binary regressions, as well as moderation and mediation 

analysis. 

• Objective 2: Explain the relationship between the WLB level and organizational 

indicators such as organizational commitment, job satisfaction and intention to stay. 

To achieve this goal, we applied multiple linear regressions. 

• Objective 3: Analysis of how the difference in methodology influences research 

results. In this regard, we compared the results when the WLB level is measured by 

the method chosen by the EU in the Quality of Life Survey (Eurofound 2018), with 

this index being calculated by a method launched in academia. The statistical method 

is that of tests for paired samples. 

• Objective 4: Identifying individual strategies for achieving WLB. In this regard, we 

used thematic analysis to classify the answers received to an open-ended question in 

our questionnaire, subsequently applying relevant statistical methods. Where we had 

promising numerical results, we applied interviews, in order to better understand the 

explanations at human level, which is a good practice in management. 

Chapter 6 presents the final conclusions of the research. It highlights the 

contributions of the paper to the theoretical knowledge regarding work-life balanc and also 

to the field of management. Also, some limitations of the study are enumerated, and 

suggestions are made for future research. 



The doctoral study has a consistent section of appendices and a generous bibliography, which 

can guide other researchers interested in the topic. 

 

CONCLUSIONS AND PERSONAL CONTRIBUTIONS 

 

This paper has an interdisciplinary character. The concept of ‘work-life balance’ is defined 

in the literature in areas such as social psychology, organizational psychology, business and 

human resource management and it is a subjective construct. Our focus was to investigate 

the benefits of this balance not only for individuals but also for companies and to provide 

useful tools for managers, at any level, but especially for managers who have the authority 

to create personnel policies. 

By analyzing the concept at national, company and individual level, with a focus on 

Romania, we consider that we have made the most comprehensive analysis of this topic so 

far in our country. 

From a theoretical standpoint, we consider that, following a rigorous documentation 

reflected in the bibliography of this paper, we managed to clarify the state of knowledge in 

the field, but also to enrich the literature. 

First, defining the concept of work-life balance proved to be a cognitive adventure. 

We consider that this concept cannot receive a supreme, indisputable definition, but we have 

highlighted the definitions that have the greatest popularity among researchers. In our 

empirical research, we have used those definitions for which operationalization is clearly and 

convincingly described in the literature (the items used are presented in full by the researcher 

who proposed them and are sometimes taken over by other researchers). The analysis of data 

published by European institutions on WLB issues reveals interesting aspects, especially in 

terms of comparability between countries, but does not follow a rigorous methodology in 

defining concepts, therefore, we chose definitions proposed by researchers in academia. 

Whatever the preference of future researchers, we recommend the use of an 

operationalization based on multiple items, as the concept of WLB is far too complex to be 

properly measured by a single item. Our work helps to clarify and summarize an extremely 

broad field of research and gives future researchers clear anchors for understanding and 

operationalizing the concepts that govern this domain. In the interest of simplifying this 



ocean of information, we have also proposed a model that integrates the most relevant 

theories in the field. 

Also from a theoretical perspective, we summarized the main antecedents, 

consequences and mediating variables of the WLB concept. The analyzed literature, but also 

our own empirical research shows that there are benefits for companies that encourage WLB, 

benefits among which we can list the construction of a positive image of the company to 

attract candidates, organizational commitment, job satisfaction and intention to stay in the 

organization. 

Our research has been structured on 3 levels - national, company, individual - and we 

consider that we have made a lot of contributions in practical terms. 

From a state-level analysis perspective, we begin by noting that the European 

Working Conditions Survey (EWCS) and the European Quality of Life Survey (EQLS), 

published periodically by Eurofound, are the most popular sources for secondary data 

analysis for researchers. However, these sources do not define the concepts sourrounding the 

work-life relationship in a rigorous scientific way. Thus, EWCS does not always provide a 

final indicator for the measured concepts. In turn, EQLS, even if it proposes a composite 

index of work-life balance, ends up proposing, in fact, an index of work-life conflict, which 

is obviously another concept. We will note, however, that the WLB index proposed by 

Eurofound is useful, because it allows a clear ranking of European countries. 

In the European context, the analysis of the legislation regarding aspects related to 

WLB shows that Romania is aligned with the rest of the countries, and is even among the 

countries with the friendliest legislation in the field of parental leave (Eastern European 

countries are generally leading this ranking). Despite this positive aspect, Romania is on the 

26th place in terms of the composite index of work-life balance in the EU28, according to 

EQLS (2018), which is explained by the fact that WLB at state level is positively correlated 

with indicators such as real GDP per capita, the perception of the lack of corruption, the 

gender equality index, the hourly compensation, the participation rate in the labor market, 

and the high scores for these indicators are, as a rule, the prerogative of developed countries. 

Therefore, raising the WLB level reported at national level will be possible through economic 

development. We believe that the EU's imposition of minimum standards on work-life 

balance issues is a benefit, which ensures the facilitation of WLB at the Community level. 



We would like to point out that this paper proposes some regression models with some 

original independent variables, which have not been taken into account by other researchers 

so far. For practitioners, the analysis of the legislation in the best ranked countries in the 

WLB index could be the starting point for new policies, just as the macroeconomic indicators 

correlated with the WLB level that we highlighted in this paper could become points of 

interest for authors of public policies related to WLB. 

From the perspective of analysis at the organizational level, we consider that it is not 

relevant for practitioners to try to define this concept in an indisputable way from an 

academic point of view. The concept of work-life balance is relatively easy for every 

individual to understand, so if a company aims to measure its WLB level, it is important to 

choose one of the existing definitions in the literature and remain consistent for periodic 

measurements and data comparability from one period to another. We would recommend, of 

course, to retain the idea that work-life balance means more than the absence of work-life 

conflict, in the sense that an element of WLB is the emergence of positive spillovers between 

areas (work-life enrichment). 

Throughout this paper, companies can find countless examples of WLB practices that 

they could apply - from classic ones, like extra days off, maternity protection, or flexible 

work schedules, to some unusual ones, such as providing days off for personal development, 

community involvement or for the adoption and caring for pets. We highlight that have 

proposed a new category in the taxonomy of WLB policies and measures, namely support 

for integration-segmentation. 

The 4-day work week and the much larger use of homeworking are two of the bets of 

the future. The introduction of the 4-day work week would be as revolutionary as the 

introduction of the 5-day work week in its day, but since then mankind has experienced the 

spread of the internet and mobile technologies, which has once again made the 7-day work 

week possible for some people and fields. This shows that the route from one reduction to 

another, from one historical landmark to another, can be winding. In terms of working from 

home, the recent pandemic of COVID-19 will force companies to re-evaluate their telework 

policies and as well as the policy on office facilities and space. As evidence accumulates that 

working from home does not reduce productivity, the prognosis is that firms will rent smaller 

spaces (some will even try a model based entirely on telework), invest in technologies that 



allow remote work, and that the spatial boundary between the areas of work and personal life 

will become increasingly blurred for more and more workers globally. This also means that, 

for people who in the past had strong preferences for segmentation, adapting to practices that 

integrate the professional and private spheres will appear challenging and will require a 

change in their attitudes. For companies, being flexible, in the sense of extending the working 

policy from home, could prove to be a major competitive advantage in the future. 

 From the perspective of analysis at the individual level, our finding is that 

demographic factors (eg, gender, marital status, etc.) and individual factors (company 

domain and size) give mixed results as predictors of work-life balance. Among the interesting 

findings we mention the fact that the WLB level is higher if the direct manager has children, 

in other words, the parental status of the manager is influencing the level of support it 

provides to employees in achieving WLB. We consider that we have discovered a unique 

influence through this factor consisting of the parental status of the manager, and this 

variable should be of interest for future research in the field. We recommend that managers 

be trained/be made aware of these relevant demographic factors, and that companies perform 

needs analysis that take into account the segmentation of the categories of employees. 

Based on the emipiric study, we can say that, at an individual level, the key to success 

in achieving work-life balance is to reduce your work-life conflict and find work-life 

enrichment opportunities. More specifically, workers need to protect their personal lives 

from the interference of work on life and find ways to enrich their personal lives through 

work. Also, based on this applied research, we have come to classify the individual strategies 

for achieving WLB in 3 categories: segmentation type, integration type and individual focus 

type. Moreover, the categories are exemplified by dozens of concrete ideas that can be 

applied in practice. 

 

SOME MANAGERIAL IMPLICATIONS OF THE RESEARCH 

 

As an essential finding for companies, based on our empirical research, we emphasize the 

idea consistent with the theory of person-environment fit that providing employees with 

segmentation opportunities equal to or greater than their segmentation preferences 

significantly increases their work-life balance score.  



We also showed that WLB has a significant influence on important organizational 

indicators in the field of human resources, such as organizational commitment, job 

satisfaction and intention to stay. Thus, WLB is explained directly and indirectly by the work-

life conflict, the relationship being mediated by job satisfaction. In other words, WLC 

influences the decrease of WLB and also influences job satisfaction, which in turn influences 

the WLB level. We also found that 53.66% of the intention to stay is explained by WLB, in 

terms of the total mediation relationship that appears in the direction of WLBManagerial 

supportJob satisfactionIntention to stay. 

In practice, organizations can support the work-life balance of employees by 

implementing friendly policies and measures in this area. Also, much like other researchers, 

we recommend that organizations calculate the cost of not implementing such policies. 

Benefits for organizations can be estimated financially by multiplying the intention to leave 

the organization with the costs of employee turnover (these are costs related to recruitment 

and selection, training, speed and accuracy in the execution of a new employee, etc.). Also, 

a good WLB of employees brings lower costs in terms of sick leave expenses. The interviews 

we conducted with managers, as well as personal managerial experience, showed us that the 

implementation of working from home policies offered employees the alternative to 

requesting medical leave when the physical parameters are not optimal, and the number of 

leave medical has decreased. 

The organizational policies that facilitate WLB are becoming more varied, and the 

recommendation to managers is to keep abreast of new developments in the field and the 

actions taken by the competition. To verify satisfaction with these policies or to decide what 

new measures to introduce, we recommend applying the Kano analysis, as described in this 

paper. It should be noted that the success of WLB-friendly policies depends on the individual 

perception of employees (according to the P-E fit theory). It is important for companies to 

communicate proactively about their efforts to create an appropriate work-life climate. In this 

respect, uninformed employees might consider normal the existence of benefits for which 

companies actually make considerable financial and administrative efforts. Finally, as we 

showed in the Kano analysis, not all WLB policies are equally important to employees and 

do not have the same impact on their satisfaction. Therefore, companies need to periodically 

review their WLB policy offerings and measures and decide which ones need to be adjusted 



and even eliminated, based on cost-benefit comparisons. To see how they compares to the 

competition, companies could make assessments using the integration-segmentation index. 

By the nature of their position, managers can multiply positive practices, being able 

to contribute to the creation of a work-life culture in companies. As we have shown, the WLB 

level of employees determines the intention to stay in the organization, by mediating the 

managerial support regarding WLB and job satisfaction. It is important, therefore, for 

managers to provide/ to be perceived as providing high support to employees to attain work-

life balance. Managerial support becomes critical in stressful situations and studies show that 

most stressful events in people's lives are related to the spectrum of personal life (for 

example, the death of a family member, divorce, etc.). Therefore, in these difficult times, 

companies, through managers, need to take care of employees as individuals and provide 

them with instrumental and emotional support. 

Last but not least, managers need to be aware that the change of generations brings 

WLB to the forefront, with representatives of generations Y and Z being more concerned 

with the subject than previous generations. The constant development of technologies, the 

constant evolutions in the business environment, but also unforeseen events (such as the 

recent pandemic of COVID-19) force companies and managers to always be on the lookout 

to find the best mix of work-life balance policies. We remind you that one aspect for which 

the need is growing, given the aging population, is the provision of policies that allow the 

care of elderly family members. 

We believe that certain elements of this paper will be of interest for applied research 

that can be done by specialists in companies. We recommend that practitioners create their 

own questionnaires, depending on the objectives they set for themselves (this paper offers 

various examples that can be used). We argue that the data collected at a given time are less 

important than the working methods per se presented in the paper, which meet the conditions 

for repeatability of studies.  



BIBLIOGRAPHY 

 
1. Adame-Sánchez, C., González-Cruz, T. F., Martínez-Fuentes, C., 2016. Do firms implement 

work–life balance policies to benefit their workers or themselves? Journal of Business 

Research, 69(11), 5519–5523. doi:10.1016/j.jbusres.2016.04.164. 

2. Adisa, T. A., Gbadamosi, G., Osabutey, E. L. C., 2017. What happened to the border? The 

role of mobile information technology devices on employees’ work-life balance. Personnel 

Review, 46(8), 1651–1671. doi:10.1108/pr-08-2016-0222. 

3. Allen, J. Natalie, Meyer, P.J., 1990. The measurment and antecedents of affective, 

continuance and normative commitment to the organisation. Journal of Occupational 

Psychology, pp. 1-18.  

4. Anttila, T., Oinas, T., Tammelin, M., Nätti, J., 2015. Working-Time Regimes and Work-Life 

Balance in Europe, European Sociological Review, 31 (6), pp. 713-724. 

5. Ashforth, B. E., Kreiner, G. E., Fugate, M., 2000. All in a day’s work: Boundaries and Micro 

Role Transitions. The Academy of Management Review, 25(3), pp. 472-491. 

6. Baumeister, R. F., Leary, M. R. (1995). The need to belong: Desire for interpersonal 

attachments as a fundamental human motivation. Psychological Bulletin, 117, pp. 497-529. 

7. Beauregard, T.A., Henry, L.C., 2009. Making the link between work-life balance practices 

and organizational performance. Human Resource Management Review, 19(1), pp. 9-22.  

8. Berger, C., Blauth, R., Boger, D., Bolster, C., Burchill, G., DuMouchel, W., Pouliot, F., 

Richter, R., Rubinoff, A., Shen, D., Timko, M., Walden, D. 1993. Kano's methods for 

understanding customer-defined quality. Center for Quality Management Journal 2, 4 

(1993), pp. 3-36. 

9. Bernard, Z., Jeff Bezos' advice to Amazon employees is to stop aiming for work-life 'balance' 

— here's what you should strive for instead, în Business Insider, 9 Jan 2019, 

https://www.businessinsider.com/jeff-bezo-advice-to-amazon-employees-dont-aim-for-

work-life-balance-its-a-circle-2018-4 (accessed on 19.02.2020). 

10. Beswick, E., Hungary offers €30,000 to married couples who can produce three children, 

Euronews, 31.07.2019, https://www.euronews.com/2019/07/29/hungary-offers-30-000-to-

married-couples-who-can-produce-three-children (accessed on 20.02.2020. 

11. Bird, J., 2006. Work-Life Balance: Doing It Right and Avoiding the Pitfalls. Employment 

Relations Today, pp. 21-30. 

12. Blau, G.J., 1985. A multiple study investigation of the dimensionality of job involvement. 

Journal of Vocational Behavior, 27(1), pp. 19-36. 

13. Blazovich, J.L., Smith, K.T., Smith, L.M., 2014. Employee-Friendly Companies and Work-

Life Balance : Is There an Impact on Financial Performance and Risk Level ?, Journal of 

Organizational Culture, Communications and Conflict, 18(2), pp.1–14. 

14. Bloom, N., Kretschmer, T., Van Reenen, J., 2006. Work-Life Balance, Management 

Practices, and Productivity. In Oxford Review of Economic Policy. University of Chicago 

Press, pp. 15-54. 

15. Boyar, S.L. et al., 2007. The Development and Validation of Scores on Perceived Work and 

Family Demand Scales. Educational and Psychological Measurement, 67(1), pp. 100-115. 

16. Branson, Richard, “Why we’re letting Virgin staff take as much holiday as they want”, 

https://www.virgin.com/richard-branson/why-were-letting-virgin-staff-take-much-holiday-

they-want, 3 Sep 2014 (accessed on 3.09.2018). 

17. Brough, P. et al., 2014. Work–life balance: a longitudinal evaluation of a new measure across 



Australia and New Zealand workers. International Journal of Human Resource 

Management, 25(19), pp. 2724-2744.  

18. Buchanan, E. M., SPSS – Mediation Analysis with PROCESS, 16 Apr 2015, 

https://www.youtube.com/watch?v=ByuUyLtoTt8 (accessed on 15.04.2020). 

19. Buchanan, E. M., SPSS – Mediation with PROCESS and Covariates (Model 4), 16 Jun 2018, 

https://www.youtube.com/watch?v=D7wt9s0siNY (accesat în 17 aprilie 2020). 

20. Burke, R.J., Page, K.M., 2017. Research handbook on work and well-being. 

21. Byron, K., 2005. A meta-analytic review of work-family conflict and its antecedents. Journal 

of Vocational Behavior, 67(2), pp. 169-198. 

22. Caplan, R.D., 1987. Person-Environment Fit Theory and Organizations: Commensurate 

Dimensions, Time Perspectives and Mechanisms. Journal of Vocational Behavior, 31, pp. 

248-267. 

23. Carlson, D.S. et al., 2006. Measuring the positive side of the work-family interface: 

Development and validation of a work-family enrichment scale. Journal of Vocational 

Behavior, 68(1), pp. 131–164. 

24. Carlson, D.S., Grzywacz, J.G., Zivnuska, S., 2009. Is work-family balance more than conflict 

and enrichment? Human Relations, 62(10), pp. 1459–1486. 

25. Carlson, D.S., Kacmar, K.M., Williams, L.J., 2000. Construction and Initial Validation of a 

Multidimensional Measure of Work–Family Conflict. Journal of Vocational Behavior, 56(2), 

pp. 249–276.  

26. Cascio, W.F., 2000. Costing Human Resources: The Financial Impact of Behaviour in 

Organizations, Boston, MA: Thompson Learning. 

27. Casper, W., Eby, L., Bordeaux, C., Lockwood, A., Lambert, D., 2007. A review of research 

methods in IO/OB work-family research. Journal of Applied Psychology, 92, pp. 28–43. 

28. Cegarra-Leiva, D., Sánchez-Vidal, M.E., Cegarra-Navarro, J.G., 2012. Work life balance and 

the retention of managers in Spanish SMEs. The International Journal of Human Resource 

Management, 23(1), pp. 91–108. 

29. Chan, X.W. et al., 2015. Work–family enrichment and satisfaction: the mediating role of self-

efficacy and work–life balance. The International Journal of Human Resource Management.  

30. Chandra, V., 2012. Work–life balance: eastern and western perspectives. The International 

Journal of Human Resource Management, 23(5), pp. 1040–1056. 

31. Chang, A., McDonald, P., Burton, P., 2010. Methodological choices in work-life balance 

research 1987 to 2006: a critical review. The International Journal of Human Resource 

Management, 21(13), pp. 2381–2413.  

32. Chen, Z., Powell, G.N., Greenhaus, J.H., 2009. Work-to-family conflict, positive spillover, 

and boundary management: a person-environment fit approach. Journal of Vocational 

Behavior, 74, pp. 82–93.  

33. Chung, H., 2011. Work-Family Conflict across 28 European Countries: A Multi-level 

Approach. In S. Drobnič et al. (eds.), Work-Life Balance in Europe. The role of job quality, 

Palgrave Macmillan UK, pp. 42–68. 

34. De Cieri, H. et al., 2005. Achievements and challenges for work/life balance strategies in 

Australian organizations. The International Journal of Human Resource Management, 16(1), 

pp. 90–103. 

35. Ciutacu, C., Chivu, L., Hurley, J., 2008. Work-Life Balance in Romania. A Comparative 

Approach. Romanian Journal of Economics, 26(1), p. 35. 

36. Clark, S.C., 2000. Work/Family Border Theory: A New Theory of Work/Family Balance. 



Human Relations, 53(6), pp. 747–770.  

37. Council of the European Union, Council Directive 92/85/EEC of 19 October 1992 on the 

introduction of measures to encourage improvements in the safety and health at work of 

pregnant workers and workers who have recently given birth or are breastfeeding, https://eur-

lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:31992L0085 (accessed on 31.05.2018). 

38. Crowson, M., 13 Sep 2018, Interpreting binary logistic regression output (SPSS demo, 2018), 

https://www.youtube.com/watch?v=2NdBFXCbvp8 (accessed on 20.02.2020). 

39. Crompton, R., Lyonette, C., 2006. Work-Life “Balance” in Europe. Acta Sociologica, 49(4), 

pp. 379–393.  

40. Darcy, C. et al., 2012. Work-life balance: One size fits all? An exploratory analysis of the 

differential effects of career stage. European Management Journal, 30(2), pp. 111–120.  

41. Daverth, G., Hyde, P., Cassell, C., 2015. Uptake of organisational work–life balance 

opportunities: the context of support. The International Journal of Human Resource 

Management.  

42. Deery, M., Jago, L., 2015. Revisiting talent management, work-life balance and retention 

strategies. International Journal of Contemporary Hospitality Management, 27(3).  

43. Dex, S., Bond, S., 2005. Measuring work-life balance and its covariates. Work, Employment 

and Society, 19(3), pp. 627–637. doi:10.1177/0950017005055676. 

44. Diener, E. et al., 1985. The Satisfaction With Life Scale. Journal of personality assessment, 

49(1), pp. 71–75.  

45. Diener, E., Lucas, R., Oishi, S., 2009. Subjective well-being. The Science of Happiness and 

Life Satisfaction. In E. by S. J. L. and C. R. Snyder, ed. The Oxford Handbook of Positive 

Psychology (2 ed.). pp. 63–73.  

46. Dodgson, L.,23.03.2017). 3 companies that give staff paid time off when they get a puppy. 

Business Insider. http://uk.businessinsider.com/companies-give-employees-pawternity-

leave-2017-3 (accessed on 30.10.2017). 

47. Doherty, L. and Manfredi, S., 2006. Action research to develop work‐life balance in a UK 

university, Women in Management Review, Vol. 21 No. 3, pp. 241-259. 

48. Dunbar, R. I. M., 1992. Neocortex size as a constraint on group size in primates. Journal of 

Human Evolution, 22(6), 469–493. doi:10.1016/0047-2484(92)90081-j. 

49. Eby, L.T. et al., 2005. Work and family research in IO/OB: Content analysis and review of 

the literature (1980-2002). Journal of Vocational Behavior, 66(1), pp. 124–197. 

50. Edwards, J.R., 1996. An Examination Of Competing Versions Of The Person-Environment 

Fit Approach To Stress. Academy of Management Journal, 39(2), pp. 292–339.  

51. Edwards, J. R., Rothbard, N.P., 1999a. Work and Family Stress and Well-Being: An 

examination of Person-Environment Fit in the Work and Family Domains. Organizational 

Behaviour and Human Decision Processes, 77(2), pp. 85–129. 

52. Edwards, J.R., Rothbard, N.P., 1999b. Work and family stress and well-being: An integrative 

model of personal-environment fit within and between the work and family domains. In S. J. 

Kossek, Ellen Ernst, Lambert, ed. Work and Life Integration. Organizational, Cultural, and 

Individual Perspectives. Lawrence Erlbaum Associates, pp. 211–242. 

53. European Foundation for the Improvement of Living and Working Conditions, 

2018. European Quality of Life Survey Integrated Data File, 2003-2016. [data 

collection]. 3rd Edition. UK Data Service. SN: 7348, http://doi.org/10.5255/UKDA-SN-

7348-3  



54. Eurofound, 2005. Fourth European Working Conditions Survey – Overview report, 

Publications Office of the European Union, Luxembourg. 

55. Eurofound, 2016. Sixth European Working Conditions Survey: 2015, 

https://www.eurofound.europa.eu/surveys/european-working-conditions-surveys/sixth-

european-working-conditions-survey-2015 (accessed on 4.06.2018). 

56. Eurofound, 2017. Work-life balance and flexible working arrangements in the European 

Union, https://www.eurofound.europa.eu/publications/customised-report/2017/work-life-

balance-and-flexible-working-arrangements-in-the-european-union (accessed on 

4.06.2018). 

57. Eurofound, 2018. European Quality of Life Survey 2016, 

https://www.eurofound.europa.eu/surveys/european-quality-of-life-surveys/european-

quality-of-life-survey-2016 (accessed on 31.05.2018). 

58. Field, A., Moderation and Mediation, 7 Mar 2013, 

https://www.youtube.com/watch?v=RqkGMqDU20Q (accessed on 5.04.2020). 

59. Fisher, G.G., Bulger, C.A, Smith, C.S., 2009. Beyond work and family: a measure of 

work/nonwork interference and enhancement. Journal of Occupational Health Psychology, 

14(4), pp. 441–456. 

60. Fisher, K., Layte, R., 2004. Measuring work-life balance using time diary data. electronic 

International Journal of Time Use Research, 1(1), pp. 1–13. 

61. Fleetwood, S., 2007. Why work–life balance now? The International Journal of Human 

Resource Management, 18(3), pp. 387–400. 

62. Florea, M.L., Borza, A., 2017. Practical Aspects Of Work-Life Balance: Segmentation-

Integration Organizational Policies In Services Companies In Romania, Proceedings Of The 

11th International Management Conference “The Role of Management in the Economic 

Paradigm of the XXIst Century”, November 2rd-4th, 2017, Bucharest, Romania. 

63. Florea, M.L, Borza, A. 2018. A Comparative View At Work-Life Balance Legislative 

Measures In Europe. Managerial Challenges Of The Contemporary Society, 11 (2), pp. 

18-25. 

64. Florea, M.L., Borza, A., 2019. Individual Strategies For Achieving Work-Life Balance–A 

Case Study On Romanian Workers. In Proceedings of the International Management 

Conference (Vol. 13, No. 1, pp. 845-855). Faculty of Management, Academy of Economic 

Studies, Bucharest, Romania. 

65. Foltz, B., Statistics 101: Multiple Linear Regression, 2 Dec 2014, 

https://www.youtube.com/watch?v=dQNpSa-bq4M&list=PLIeGtxpvyG-

IqjoU8IiF0Yu1WtxNq_4z-&index=1 (accessed on 24.01.2020). 

66. Forsyth, S., Polzer-Debruyne, A., 2007. The organisational pay-offs for perceived work-life 

balance support. Asia Pacific Journal of Human Resources, 45(1), pp.113–123.  

67. Friedman, S.D., Greenhaus, J.H.,  2000. Allies or Enemies? What Happens when Business 

Professionals Confront Life Choices? New York: Oxford University Press. 

68. Frone, M., Russell, M., Cooper, M.L., 1992. Antecedents and outcomes of work-family 

conflic: Testing a model of the work-family interface. Journal of Applied Psychology, 77(1), 

pp. 65–78. 

69. Frone, M.R., 2003. Work-family balance. Handbook of Occupational Health Psychology, 

(January 2003), pp. 143–162.  

70. Garhammer, M., 2002. Pace of Life and Enjoyment of Life, Journal of Happiness Studies, 3, 

217. 



71. Gaskin, J., Mediation Concepts and Bootstrapping in AMOS, 6 Oct 2015, 

https://www.youtube.com/watch?v=j_yufPUjkwk (accessed on 18.04.2020). 

72. Gilley, A., Waddell, K., Hall, A., 2015. Manager Behavior, Generation, and Influence on 

Work-Life Balance: An Empirical Investigation. Journal of Applied Management and 

Entrepreneurship, 20(1).  

73. Glatter, R., It Pays To Get Your Zzz's: Why Companies Are Paying Employees To Sleep, 

Forbes, 28.06.2019, https://www.forbes.com/sites/robertglatter/2019/06/28/it-pays-to-get-

your-zss-why-companies-are-paying-employees-to-sleep/#320d9afcf29e (accessed on 

20.02.2020). 

74. Gorn, G.J., Kanungo, R.N., 1980. Job involvement and motivation: Are intrinsically 

motivated managers more job involved? Organizational Behavior and Human Performance, 

26, pp. 265–277.  

75. Grande, T., Kruskal-Wallis H Test in SPSS, 21 Jan 2015, 

https://www.youtube.com/watch?v=GK2PKB_veQc (accessed on 01.09.2019). 

76. Grande, T., Binary Logisitic Regression in SPSS with Two Dichotomous Predictor 

Variables, 14 Jun 2016, https://www.youtube.com/watch?v=iZoaXETWAN4 (accessed on 

02.02.2020). (2016a). 

77. Grande, T., Interpreting Odds Ratio with Two Independent Variables in Binary Logistic 

Regression using SPSS, 26 Nov 2016, https://www.youtube.com/watch?v=Y56BDHt0uXc 

(accessed on 02.02.2020). (2016b). 

78. Grande, T., Correlation in SPSS, 2 Jun 2014, 

https://www.youtube.com/watch?v=QnqwJ0RUdvM (accessed on 01.09.2019). 

79. Grawitch, M.J., Gottschalk, M., Munz, D.C., 2006. The path to a healthy workplace: A 

critical review linking healthy workplace practices, employee well-being, and organizational 

improvements. Consulting Psychology Journal: Practice and Research, 58(3), pp. 129–147. 

80. Greenhaus, J.H., Beutell, N.J., 1985. Sources of Conflict between Work and Family Roles. 

Academy of Management Review, 10(1), pp. 76–88. 

81. Greenhaus, J.H., Parasuraman, S., Wormley, W.M., 1990. Effects of Race on Organizational 

Experience, Job Performance Evaluations, and Career Outcomes. Academy of Management 

Journal, 33(1), pp. 64–86.  

82. Greenhaus, J.H., Collins, K.M., Shaw, J.D., 2003. The relation between work-family balance 

and quality of life. Journal of Vocational Behavior, 63(3), pp. 510–531. 

83. Greenhaus, J. H., Allen, T. D. 2006, March. Work–family balance: Exploration of a concept. 

Paper presented at the "Families and Work Conference", Provo, UT. 

84. Greenhaus, J.H., Powell, G.N., 2006. When work and family are allies: A theory of work-

family enrichment. Academy of Management Review, 31(1), pp. 77–92. 

85. Griffin, A., Hauser, J. R. Winter 1993. The Voice of the Customer, Marketing Science. 

(Winter 1993), pp. 1-27. 

86. Grzywacz, J. G., Carlson, D.S., 2007. Conceptualizing Work–family Balance: Implications 

for Practice and Research. Advances in Developing Human Resources, 9(4), pp. 455–471. 

87. Guest, D.E., 2002. Perspectives on the Study of Work-Life Balance. Social Science 

Information.  

88. Gurvis, J., Patterson, G., 2005. Balancing Act: Finding Equilibrium Between Work and Life. 

Leadership in Action, 24(6), pp. 4–9. 

89.  Gutek, B.A., Searle, S., Klepa, L., 1991. Rational versus gender role explanations for work-

family conflict. Journal of Applied Psychology, 76(4), pp. 560–568. 



90. Haar, J.M., 2013. Testing a new measure of work–life balance: a study of parent and non-

parent employees from New Zealand. The International Journal of Human Resource 

Management, 24(17), pp. 3305–3324.  

91. Hackman, J.R., Lawler, E.E., 1971. Employee reactions to job characteristics. Journal of 

Applied Psychology, 55(3), pp.259–286.  

92. Hackman, J. R., Oldham, G. R., 1980. Work redesign. Reading, MA: Addison-Wesley. 

93. Haddon, B., Hede, A., 2009. Work-life balance: In search of effective strategies. Conference 

paper.https://www.researchgate.net/publication/272623357_Work-

life_balance_In_search_of_effective_strategies (accessed on 01.10.2019). 

94. Hammer, L. B., Kossek, E. E., Yragui, N. L., Bodner, T. E., Hanson, G. C., 2009. 

Development and validation of a multidimensional measure of family supportive supervisor 

behaviors (FSSB). Journal of Management, 35, pp. 837–856. 

95. Harrison, R. V., 1978. Person-environment fit and job stress. In C.L.C., R. Payne, ed. Stress 

at work. New York: Wiley, pp. 175–205. 

96. Harter, J., Schmidt, F., Hayes, T., 2002. Business-unit-level relationship between employee 

satisfaction, employee engagement, and business outcomes: a meta-analysis. Journal of 

Applied Psychology, 87(2), pp. 268–279. 

97. Herzberg, F., 1968. One more time: How do you motivate employees, Harvard Business 

Review, reprintat septembrie-octombrie 1987, 65 (5). 

98. Hill, E.J. et al., 2001. Finding an Extra Day a Week: The Positive Influence of Perceived Job 

Flexibility on Work and Family Life Balance. Family Relations, 50(1), pp. 49–58. 

99. Hill, E.J. et al., 1998. Influences of the Virtual Office on Aspects of Work and Work/Life 

Balance. Personnel Psychology, 51(3), pp.667–683.  

100. Hill, E.J., Ferris, M., Martinson, V., 2003. Does it matter where you work? A comparison 

of how three work venues (traditional office, virtual office, and home office) influence 

aspects of work and personal/family life. Journal of Vocational Behavior, 63, pp.220–241. 

101. Hobson, C.J., Delunas, L., Kesic, D., 2001. Compelling evidence of the need for corporate 

work/life balance initiatives: results from a national survey of stressful life-events. Journd of 

Employment Counseling, 38(March), pp.38–44. 

102. Hofstede, G., 1991. Cultures and organisations. Software of the mind. London. McGraw-

Hill. 

103. Honeycutt, T.L., Rosen, B., 1997. Family friendly human resource policies, salary levels, 

and salient identity as predictors of organizational attraction. Journal of Vocational Behavior, 

50(2), pp.271–290.  

104. Horton, H., 12.10.2017. Italian woman granted sick pay to look after her unwell dog. The 

Telegraph. http://www.telegraph.co.uk/news/2017/10/12/italian-woman-granted-sick-pay-

look-unwell-dog/ (accessed on în 30.10.2017). 

105. India Today, Henry Ford started the 40-hour workweek but the reason will surprise you, 

27.07.2017, https://www.indiatoday.in/education-today/gk-current-affairs/story/40-hour-

workweek-henry-ford-1026067-2017-07-27 (accessed on 20.02.2020). 

106. Iwasaki, Y., 2003. Examining rival models of leisure coping mechanisms. Leisure 

Sciences, 25(2-3), pp. 183-206. 

107. Iwasaki, Y., 2006. Counteracting stress through leisure coping: a prospective health study. 

Psychology, Health & Medicine. 2006 May; 11(2), pp.209-20. 

108. De Jager, W., Kelliher, C., Peters, P., Blomme, R., Sakamoto, Y., 2016. Fit for self-

employment? An extended Person–Environment Fit approach to understand the work–life 



interface of self-employed workers. Journal of Management & Organization, 22(06), 797–

816. doi:10.1017/jmo.2016.41 

109. James, G., Case Closed: Work-From-Home Is World's Smartest Management Strategy, 

Inc., 10 Aug 2018, https://www.inc.com/geoffrey-james/case-closed-work-from-home-is-

worlds-smartest-management-strategy.html (accessed on 09.05.2020). 

110. Judge, T.A., Colquitt, J.A., 2004. Organizational justice and stress: The mediating role of 

work-family conflict. Journal of Applied Psychology, 89(3), pp.395–404. 

111. Kalish, A., 13 Companies That Do Work-Life Balance Differently, The Muse, 

https://www.themuse.com/advice/13-companies-that-do-worklife-balance-differently 

(accessed on 3.09.2018). 

112. Kalliath, T., Brough, P., 2008. Work-life balance: A review of the meaning of the balance 

construct. Journal of Management and Organization, 14(3), pp.323–327. 

113. Kane, L., Ashbaugh, A., 2017. Simple and parallel mediation: A tutorial exploring anxiety 

sensitivity, sensation seeking, and gender. The Quantitative Methods for Psychology. 13. pp. 

148-165.  

114. Kanungo, R.N., 1982. Measurement of Job and Work Involvement. Journal of Applied 

Psychology, 67(3), pp.341–349. 

115. Keene, J.R., Quadagno, J., 2004. Predictors of Perceived Work-Family Balance: Gender 

Difference or Gender Similarity? Sociological Perspectives, 47(1), pp.1–24. 

116. Keeton, K., Fenner, D.E., Johnson, T.R.B., Hayward, R.A., 2007. Predictors of Physician 

Career Satisfaction, Work–Life Balance, and Burnout. Obstetrics & Gynecology, 109(4), pp. 

949–955. doi:10.1097/01.aog.0000258299.45979.37. 

117. Kelliher, C., Richardson, J., Boiarintseva, G., 2018. All of work? All of life? 

Reconceptualising work-life balance for the 21st century. Human Resource Management 

Journal. doi:10.1111/1748-8583.12215. 

118. Kelly, J., Finland Prime Minister’s Aspirational Goal Of A Six-Hour, Four-Day 

Workweek: Will It Ever Happen?, Forbes, 08.01.2020, 

https://www.forbes.com/sites/jackkelly/2020/01/08/finlands-prime-ministers-aspirational-

goal-of-a-six-hour-four-day-workweek-will-this-ever-happen/#62ce9ea63638 (accessed on 

20.02.2020). 

119. Kim J. H., 2019. Multicollinearity and misleading statistical results. Korean journal of 

anesthesiology, 72(6), 558–569. https://doi.org/10.4097/kja.19087. 

120. Kim, J. S., Ryu, S., 2017. Employee Satisfaction With Work-life Balance Policies And 

Organizational Commitment: A Philippine Study. Public Administration and Development, 

37(4), pp. 260–276. doi:10.1002/pad.1794. 

121. Kirchmeyer, C., 1995. Managing the Work-Nonwork Boundary: An Assessment of 

Organizational Responses. Human Relations, 48(5), pp.515–536.  

122. Kirchmeyer, C., 1992. Perceptions of Nonwork-to-Work Spillover: Challenging the 

Common View of Conflict-Ridden Domain Relationships. Basic and Applied Social 

Psychology, 13(2), pp.231–249. 

123. Kopelman, R.E., Greenhaus, J.H., Connolly, T.F., 1983. A model of work, family, and 

interrole conflict: A construct validation study. Organizational Behavior and Human 

Performance, 32(2), pp.198–215.  

124. Korn Ferry, Aprilie 2020. Results of 2nd Pulse Survey – Impact of COVID-19 on Rewards 

& Benefits, https://infokf.kornferry.com/. 

125. Kossek, E.E., Ozeki, C., 1999. Bridging the work-family policy and productivity gap: A 



literature review. Community, Work & Family, 2(1), pp.7–32. 

126. Kreiner, G.E., 2006. Consequences of work-home segmentation or integration: A person-

environment fit perspective. Journal of Organizational Behavior, 27(4), pp.485–507. 

127. Lambert, S.J., 1990. Processes linking work and family: A critical review and research 

agenda. Human Relations, 43, 239–257. 

128. Langford, P.H., 2009. Measuring organisational climate and employee engagement: 

Evidence for a 7 Ps model of work practices and outcomes. Australian Journal of 

Psychology, 61(4), pp.185–198.  

129. Le News, Swiss government makes it easier to get paid for work done on the train, 

02.01.2020, https://lenews.ch/2020/01/02/swiss-government-makes-it-easier-to-get-paid-

for-work-done-on-the-train/ (accessed on 20.02.2020). 

130. Lee, D.-J., Sirgy, M. J., 2017. What Do People Do to Achieve Work–Life Balance? A 

Formative Conceptualization to Help Develop a Metric for Large-Scale Quality-of-Life 

Surveys. Social Indicators Research, 138(2), pp. 771–791. doi:10.1007/s11205-017-1673-6 

131. Leovaridis, C., Vătămănescu, E.-M., 2014. Aspects Regarding Work-Life Balance of 

High-Skilled Employees in Some Romanian Services Sectors. 

132. Lewis, S., Dyer, J., 2002. Towards a culture for work-life integration? In The new world 

of work: Challenges and opportunities. Malden, MA: Blackwell, pp. 302–316. 

133. Lewis, S., Cooper, C.L., 2005. Work-life Integration: Case Studies of Organisational 

Change, John Wiley & Sons Ltd. 

134. Lewis, S., Gambles, R., Rapoport, R., 2007. The constraints of a “work – life balance” 

approach: an international perspective. The International Journal of Human Resource 

Management, 18(3), pp.360–373. 

135. Linville, P., 1987. Self-complexity as a cognitive buffer against stress-related illness and 

depression. Journal of Personality and Social Psychology, 52(4), pp.663-676. 

136. van der Lippe, T., Jager, A., Kops, Y., 2006. Combination Pressure: The Paid Work-

Family Balance of Men and Women in European Countries. Acta Sociologica, 49(3), pp.303–

319. 

137. Lobel, S.A., St Clair, L., 1992. Effects of Family Responsibilities, Gender, and Career 

Identity Salience on Performance Outcomes. Academy of Management Journal, 35(5), 

pp.1057–1069.  

138. Lockwood, N.R., 2003. Work/Life Balance. Challenges and Solutions. Society for Human 

Resource Management. 

139. Lodahl, T. M., Kejner, M., 1965. Definition and measurement of job involvement. Journal 

of Applied Psychology, 49(1), pp.24–33. 

140. Löfgren, K., Normality test using SPSS: How to check whether data are normally 

distributed, 4 Aug 2013, https://www.youtube.com/watch?v=IiedOyglLn0, accesat în 

01.09.2019. 

141. Lombardo, M.M., Eichinger, R.W., 2012. FYI. For Your Improvement. A Guide for 

Development and Coaching for Learners, Managers, Mentors, and Feedback Givers version 

09., Korn/Ferry International. 

142. Lunau, T., Bambra, C., Eikemo, T., van der Wel, K., Dragano, N., 2014. A balancing act? 

Work–life balance, health and well-being in European welfare states, European Journal of 

Public Health, 24 (3), 422–427. 

143. Lyness, K.S., Judiesch, M.K., 2008. Can a manager have a life and a career? International 

and multisource perspectives on work-life balance and career advancement potential. The 



Journal of Applied Psychology, 93(4), pp.789–805. 

144. Manfredi, S., Holliday, M., 2004. Work-Life Balance. An audit of staff experience at 

Oxford Brookes university. 

145. Marks, S.R., 1977. Multiple Roles and Role Strain: Some Notes on Human Energy, Time 

and Commitment. American Sociological Review, 42(6), pp.921–936. 

146. Marks, S.R., MacDermid, S.M., 1996. Multiple Roles and the Self: A Theory of Role 

Balance. Journal of Marriage and Family, 58(2), pp.417–432. 

147. Martis, L, Top 10 companies for work-life balance, https://www.monster.com/career-

advice/article/work-life-balance-companies (accessed on 3.09.2018). 

148. Matthews, R.A., Kath, L.M., Barnes-Farrell, J.L., 2010. A short, valid, predictive measure 

of work-family conflict: Item selection and scale validation. Journal of Occupational Health 

Psychology, 15(1), pp.75–90. 

149. McCarthy, M., 2016, Data need to be normally-distributed, and other myths of linear 

regression, /https://mickteaching.wordpress.com/2016/04/19/data-need-to-be-normally-distributed-

and-other-myths-of-linear-regression/ (accessed on 9.09.2019). 
150. McDonald, P. K., Brown, K. A., Bradley, L. M. (2005). Explanations for the provision-

utilisation gap in work–life policy. Women in Management Review, 20, 37–55. 

151. McMillan, H.S., Morris, M.L., Atchley, E.K., 2011. Constructs of the Work/ Life 

Interface: A Synthesis of the Literature and Introduction of the Concept of Work/Life 

Harmony. Human Resource Development Review, 10(1), pp.6–25. 

152. Methot, J.R., LePine, J.A., 2015. Too Close for Comfort? Investigating the Nature and 

Functioning of Work and Non-work Role Segmentation Preferences. Journal of Business and 

Psychology, 31(1), pp.103–123. 

153. Milkie, M.A., Peltola, P., 1999. Playing All the Roles: Gender and the Work-Family 

Balancing Act. Source Journal of Marriage and Family, 61(2), pp.476–490.  

154. Mills, M. et al., 2014. Gender equality in the workforce: Reconciling work, private and 

family life in Europe, Available at: http://ec.europa.eu/justice/gender-

equality/files/documents/140502_gender_equality_workforce_ssr3_en.pdf. 

155. Morris, David Z., New French Law Bars Work Email After Hours, Fortune, 1 Jan 2017, 

http://fortune.com/2017/01/01/french-right-to-disconnect-law/ (accessed on 13.08.2018). 

156. Mowday, R.T., Steers, Richards M., Porter, L.W., 1979. The Measurement of 

Organizational Commitment. The Journal of Social Psychology, 14, pp.224–247. 

157. Munn, S. L., Chaudhuri, S., 2015. Work–Life Balance: A Cross-Cultural Review of Dual-

Earner Couples in India and the United States, Advances in Developing Human Resources, 

Vol 18, Issue 1, pp. 54 – 68. 

158. Netemeyer, R.G., Boles, J.S., McMurrian, R., 1996. Development and validation of work-

family conflict and family-work conflict scales. Journal of Applied Psychology, 81(4), 

pp.400–410.  

159. Ong, H.L.C., Jeyaraj, S., 2014. Work–Life Interventions: Differences Between Work–

Life Balance and Work–Life Harmony and Its Impact on Creativity at Work. SAGE Open, 

(July-Sep), pp.1–11.  

160. Ozkan, M., Solmaz, B., 2015. The Changing Face of the Employees – Generation Z and 

Their Perceptions of Work (A Study Applied to University Students). Procedia Economics 

and Finance, 26, 476–483. doi:10.1016/s2212-5671(15)00876-x 

161. Parkes, L.P., Langford, P.H., 2008. Work–life balance or work–life alignment? A test of 

the importance of work–life balance for employee engagement and intention to stay in 

organisations. Journal of Management & Organization, 14, pp.267–284. 



162. Parlamentul României, Legea nr. 53/2003 – Codul Muncii. 

163. Perrigino, M. B., Dunford, B. B., Wilson, K. S., 2018. Work–Family Backlash: The “Dark 

Side” of Work–Life Balance (WLB) Policies. Academy of Management Annals, 12(2), 600–

630. doi:10.5465/annals.2016.0077. 

164. Pleck, J.H., Staines, G.L., 1980. Conflicts between work and family life. Monthly Labor 

Review, 103(3), pp.29–32. 

165. Poelmans, S., Odle-Dusseau, H., Beham, B., 2008. Work-Life Balance: Individual and 

Organizational Strategies and Practices. Oxford Handbooks Online. 

10.1093/oxfordhb/9780199211913.003.0009. 

166. Pop, C.-E., 2014. Work-Life Balance And Subjective Well-Being In Romania, Journal of 

Community Positive Practices, 14(4), pp. 34-49. Available at: 

http://jppc.ro/index.php/jppc/article/view/256, accesat în 18.02.2020. 

167. Porter, L.W., Crampon, W.J., Smith, F.J., 1976. Organizational commitment and 

managerial turnover: A longitudinal study. Organizational Behavior and Human 

Performance, 15(1), pp.87–98. 

168. Rantanen, J., Kinnunen, U., Mauno, S., Tillemann, K., 2011. Creating balance?: 

International perspectives on the work-life integration of professionals. In S. Kaiser et al., 

eds. Creating Balance?: International Perspectives on the Work-Life Integration of 

Professionals. pp. 1–328. 

169. Reeve, C.L., Smith, C.S., 2001. Refining Lodahl and Kejner’s Job Involvement Scale with 

a Convergent Evidence Approach: Applying Multiple Methods to Multiple Samples. 

Organizational Research Methods, 4(2), pp.91–111. 

170. Reichheld, F. K., 2013. The One Number You Need to Grow, Harvard Business Review, 

December 2013, https://hbr.org/2003/12/the-one-number-you-need-to-grow. 

171. Reiter, N., 2007. Work Life Balance: What DO You Mean? The Ethical Ideology 

Underpinning Appropriate Application. The Journal of Applied Behavioral Science, 43(2), 

pp. 273–294. doi:10.1177/0021886306295639. 

172. Richert-Kaźmierska, A., Stankiewicz, K., 2016. Work–life balance: Does age matter?, 

Work, vol. 55, no. 3, pp. 679-688. 

173. Rosa, H., 2003. Social Acceleration: Ethical and Political Consequences of a 

Desynchronized High-Speed Society. Constellations, 10(1), pp.3–33.  

174. Rosin, H.M., Korabik, K., 1991. Workplace variables, affective responses, and intention 

to leave among woman managers. Journal of Occupational Psychology, 64(4), pp.317–330.  

175. Rothbard, N.P., Dumas, T.L., in Jones (Editor), W.-L.B.-A.P.P., 2006. Research 

perspectives: Managing the work-life interface. In Work-Life Balance. A Psychological 

Perspective. Psychology Press. 

176. Saltzstein, A.L., Ting, Y., Saltzstein, G.H., 2001. Work-Family Balance and Job 

Satisfaction: The Impact of Family-Friendly Policies on Attitudes of Federal Government 

Employees. Public Administration Review, 61(4), pp.452–467.  

177. Sauerwein, E., Bailom, F., Matzler, K., Hinterhuber, H. H., 1996. The Kano Model: How 

To Delight Your Customers, Preprints Volume I of the IX. International Working Seminar 

on Production Economics, Innsbruck/Igls/Austria, February 19-23 1996, pp. 313-327. 

178. Scholarios, D., Marks, A, 2004. Work-life balance and the software worker. Human 

Resource Management Journal, 14(2), pp. 54–74. doi:10.1111/j.1748-8583.2004.tb00119.x. 

179. Schoneck, N.M., 2015. Europeans’ work and life - out of balance? An empirical test of 

assumptions from the “acceleration debate.” Time & Society, 0(0), pp.1–37.  



180. Schwartz, S. H., 1994. Are there universal aspects in the structure and contents of human 

values? Journal of Social Issues, 50, pp. 19–45. 

181. Sexton, J. B., Schwartz, S. P., Chadwick, W. A., Rehder, K. J., Bae, J., Bokovoy, J., Profit, 

J., 2016. The associations between work–life balance behaviours, teamwork climate and 

safety climate: cross-sectional survey introducing the work–life climate scale, psychometric 

properties, benchmarking data and future directions. BMJ Quality & Safety, 26(8), pp. 632–

640. doi:10.1136/bmjqs-2016-006032. 

182. Shanafelt, T. D., Hasan, O., Dyrbye, L. N., Sinsky, C., Satele, D., Sloan, J., West, C. P., 

2015. Changes in Burnout and Satisfaction With Work-Life Balance in Physicians and the 

General US Working Population Between 2011 and 2014. Mayo Clinic Proceedings, 90(12), 

pp. 1600-1613. doi:10.1016/j.mayocp.2015.08.023. 

183. Sharpe, D., 2015. Chi-Square Test is Statistically Significant: Now What? Practical 

Assessment, Research, and Evaluation: Vol. 20 , Article 8. 

184. Shirom, A., 1982. What is organizational stress? A facet analytic conceptualization. 

Journal of Organizational Behavior, 3(1), pp. 21–37. doi:10.1002/job.4030030104. 

185. Sieber, S.D., 1974. Toward a Theory of Role Accumulation. American Sociological 

Review, 39(4), pp.567–578. 

186. Sirgy, M., Lee, D., 2018. Work-Life Balance: an Integrative Review. Applied Research 

Quality Life 13, 229–254. https://doi.org/10.1007/s11482-017-9509-8 

187. Smith, J., Gardner, D., 2007. Factors Affecting Employee Use of Work-Life Balance 

Initiatives, New Zealand Journal of Psychology, Vol. 36, No. 1, March 2007. 

188. Smith, K.T., 2010. Work-Life Balance Perspectives of Marketing Professionals in 

Generation Y. Services Marketing Quarterly, 31(4), pp.434–447. 

189. Spicer, A., Will Finland introduce a four-day week? Is it the secret of happiness?, The 

Guardian, 06.01.2020, https://www.theguardian.com/money/shortcuts/2020/jan/06/finland-

is-planning-a-four-day-week-is-this-the-secret-of-happiness (accessed on 20.02.2020). 

190. Staines, G.L., 1980. Splillover vs Compensation Staines: A Review of the Literature on 

the Relationship Betwewn Work and Non-work. Human Relations, 33(2), pp.111–129. 

191. Stavrou, E., Ierodiakonou, C., 2015. Entitlement to Work-Life Balance Support: 

Employee/Manager Perceptual Discrepancies and Their Effect on Outcomes. Human 

Resource Management.  

192. Steel, R.P., Ovalie, N.K., 1984. A Review and Meta-Analysis on the Relationship 

Between Behavioural Intentions and Employee Turnover, Journal of Applied Psychology, 

69, pp. 673–686. 

193. Teivainen, A., Martin floats idea of a four-day, 24-hour work week, Helsinki Times, 19 

Aug 2019, https://www.helsinkitimes.fi/finland/finland-news/domestic/16663-marin-floats-

idea-of-a-four-day-24-hour-work-week.html (accessed on 20.02.2020). 

194. Thomas, D. R., Decady, Y. J., 2004. Testing for Association Using Multiple Response 

Survey Data: Approximate Procedures Based on the Rao-Scott Approach. International 

Journal of Testing, 4(1), pp. 43–59. doi:10.1207/s15327574ijt0401_3. 

195. Thompson, C.A., Beauvais, L.L., Lyness, K.S., 1999. When work–family benefits are not 

enough: The influence of work–family culture on benefit utilization, organizational 

attachment, and work–family conflict. Journal of Vocational Behavior, 54(3), pp.392–415.  

196. Todd, P., Binns, J., 2011. Work-life Balance: Is it Now a Problem for Management? 

Gender, Work and Organization, 20(3), pp.219–231. 

197. Twenge, J.M., 2010. A review of the empirical evidence on generational differences in 



work attitudes. Journal of Business and Psychology, 25, pp.201–210. 

198. Tufă, L.A., 2016. Quality Of Working Life, Job Quality And Work-Life Balance In 

Romania. Measurements And Policy Recommendations For Improving Working Conditions, 

Journal of Community Positive Practices, 16(2), pp. 3-17. Available at: 

http://jppc.ro/en/index.php/jppc/article/view/309 (Accesat în 18.02.2020). 

199. Valcour, M., 2007. Work-based resources as moderators of the relationship between work 

hours and satisfaction with work-family balance. The Journal of Applied Psychology, 92(6), 

pp.1512–1523. 

200. Voydanoff, P., 2004. The effects of work demands and resources on work-to-family 

conflict and facilitation. Journal of Marriage and Family, 66(2), pp.398–412. 

201. Voydanoff, P., 2005. Toward a conceptualization of perceived work-family fit and 

balance: A demands and resources approach. Journal of Marriage and Family, 67(4), 

pp.822–836. 

202. Walia, P., 2015. Gender and Age as Correlates of Work-Life Balance, Journal of 

Organization and Human Behaviour, Volume 4 Issue 1, 2015. 

203. Wayne, J.H., Musisca, N., Fleeson, W., 2004. Considering the role of personality in the 

work-family experience: Relationships of the big five to work-family conflict and 

facilitation. Journal of Vocational Behavior, 64(1), pp.108–130. 

204. Wayne, J.H. et al., 2007. Work-family facilitation: A theoretical explanation and model 

of primary antecedents and consequences. Human Resource Management Review, 17, pp.63–

76. 

205. Wayne, J.H., 2009. Reducing conceptual confusion: Clarifying the positive side of work 

and family. In J. Crane, D.R., Hill, ed. Handbook of Families and Work: Interdisciplinary 

Perspectives. Lanham, MD: University Press of America, pp. 105–40. 

206. Wheatley, D., 2012. Work-life balance, travel-to-work, and the dual career household. 

Personnel Review, 41(6), pp.813–831.  

207. White, J.M., 1999. Work-family stage and satisfaction with work-family balance. Journal 

of Comparative Family Studies, 30(2), pp.163–175. 

208. Wiese, B. S., Freund, A. M., Baltes, P. B., 2000. Selection, optimization, and 

compensation: An action-related approach to work and partnership. Journal of Vocational 

Behavior, 57, pp. 273–300. 

209. Yuile, C. et al., 2012. The role of life friendly policies on employees’ work-life balance. 

Journal of Management and Organization, 18(1), pp.53–63. 

210. Zedeck, S. (Ed.), 1992. Work, families, and organizations. San Francisco: Jossey-Bass. 

211. Zerubavel, E., 1991. The fine line: Making distinctions in everyday life, New York: Free 

Press. 

212. Zhao, X., Lynch Jr, J. G., Chen, Q., 2010. Reconsidering Baron and Kenny: Myths and 

truths about mediation analysis. Journal of Consumer Research, 37(2), pp.197-206. 

213. Zheng, C. et al., 2015. Impact of individual coping strategies and organisational work–life 

balance programmes on Australian employee well-being. The International Journal of 

Human Resource Management.  

 

  



Online sites and databases 

 

1. ABSL, https://www.absl.ro/employees-work-from-home-in-98-of-business-services-

companies/, (accessed on 10.05.2020). 

2. CLEISS, The French Social Security System, 

https://www.cleiss.fr/docs/regimes/regime_france/an_1.html (accessed on 3.08.2018). 

3. Danish Working Environment Authority, 

http://engelsk.arbejdstilsynet.dk/en/regulations/guidelines/65-1-6-working-time-

regulations-offshore-oil-and-gas (accessed on 03.06.2018). 

4. European Commission, 2013. Your social security rights in Hungary, 

http://ec.europa.eu/employment_social/empl_portal/SSRinEU/Your%20social%20security

%20rights%20in%20Hungary_en.pdf (accessed on 29.05.2018). 

5. European Parliament, 2016. Maternity and Paternity leave in the EU. Infographic, 

http://www.europarl.europa.eu/RegData/etudes/ATAG/2016/593543/EPRS_ATA(2016)59

3543_EN.pdf (accessed on 30.05.2018). 

6. European Parliamentary Research Service Blog, 2016. Work-Life Balance In The EU, 

https://epthinktank.eu/2016/12/23/work-life-balance-in-the-eu/ (accessed on 4.06.2018). 

7. European Parliament, Working Time Directive (2003/88/EC), https://eur-

lex.europa.eu/legal-content/EN/ALL/?uri=CELEX:32003L0088 (accessed on 01.06.2018). 

8. European Union, https://europa.eu/youreurope/business/staff/working-hours/index_en.htm 

(accessed on 05.06.2018). 

9. Eurofound, https://www.eurofound.europa.eu/observatories/eurwork/comparative-

information/overtime-in-europe (accessed on 30.05.2018). 

10. Eurostat, http://ec.europa.eu/eurostat/data/database. 

11. Government of the Netherlands, Q&A pregnancy and maternity leave, 

https://www.government.nl/documents/leaflets/2011/08/24/q-a-pregnancy-and-maternity-

leave (accessed on 31.05.2018). 

12. Government of the Netherlands, Q&A Working hours, 

https://www.government.nl/government/documents/leaflets/2011/08/24/q-a-working-hours 

(accessed on 31.05.2018). 

13. IBM, SPSS Knowledge Center, https://www.ibm.com/products/spss-statistics/support 

14. OECD, https://data.oecd.org/emp/labour-force-participation-rate.htm (accessed on 

01.03.2020). 

15. PROCESS Macro, www.processmacro.org (accessed on 01.03.2020). 

16. Sobel Test, http://quantpsy.org/sobel/sobel.htm (accessed on 03.03.2020). 

17. Transparency International, https://www.transparency.org/cpi2019 (accessed on 

01.03.2020). 

18. University of Wisconsin-Madison, http://psych.wisc.edu/henriques/mediator.html (accessed 

on 01.02.2018). 

 


