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Introduction 

 
Negative consequences of absence of a 
balance between a private life and a 
professional life contributed to the 
emergence in the USA in the 1970s of the 
concept of a “work-life balance” 
(Sadowska-Snarska, 2014, pp. 33-34). At 
first, definitions of a lack of balance tended 
to focus only on the interface between 
work and private life (Resch, 2003), and 

with time this lack of balance was defined 
in broader terms as a harmonious interface 
between different life domains (Frone, 
2003). Currently WLB is defined as an 
ability to combine work with other life 
dimensions, i.e., a family life, social activity, 
one’s own development, rest and personal 
interests so that work does not appropriate 
life outside of it and non-professional life is 
not limited by one’s work situation 
(Borkowska, 2011, p. 18; Sadowska-

Abstract 

 
Making it easier for employees to maintain work-life balance and to facilitate the 
combination of different social roles increases job satisfaction. WLB is usually analysed in 
the context of a conflict between various requirements relating to involvement in one’s 
work and playing other important life roles. Questionnaire surveys were carried out to 
assess the implementation of work-life balance systems in enterprises and to identify what 
factors cause employees to be satisfied in the spheres of work and private life. The survey 
was conducted on 601 employees from the West Pomeranian Voivodship in Poland. Only 
selected questionnaire questions were used for the analysis carried out in this article, which 
was part of a larger study on human resources management in enterprises. The 
questionnaire covered both closed and open questions. Research shows that only half of 
respondents said that their companies have programmes in place to facilitate the linking of 
work and private life. Respondents also pointed to work-related factors that determine a 
happy, successful life. It turned out that factors dependent on work (such as satisfactory 
work, good working conditions) are an important condition for a successful life. 
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Snarska, 2014, pp. 21-46). Robak and 
Słocińska (2014, pp. 114-116) suggest that 
WLB should be understood as a continuous 
process of balancing work with a non-
professional life. In turn Clutterbuck (2005, 
p. 26) defines WLB as a subjectively 
perceived state in which an individual 
manages the potential conflict between 
these two spheres of their life in the 
context of time and energy devoted to them 
and the sense of self-fulfilment. The work-
life balance may be also defined as 
efficiency of the relation between work and 
private life or as systemic solutions which 
enable professionally active people to 
maintain a balance between their jobs and 
a private life and help in combining various 
social roles so as to achieve satisfaction in 
both life spheres. To sum up, WLB is 
defined in various ways and different 
authors refer in their definitions to: the 
ability to combine, the efficiency of the 
relation, a process, a state or refer in their 
definitions to: systemic solutions 
implemented by organizations. 

At the same time, we need to define what is 
meant when we talk about “balance”. 
Greenhaus, Collins and Show (2003, pp. 
510–531) mostly point to the time devoted 
to the main areas of functioning of 
professionally active people, i.e., work and 
family. Great involvement in one’s work 
often contributes to devoting maximum 
time to it, often to the detriment of other 
significant values, which makes the entire 
life style adapt to the requirements of the 
job. In turn, Greenhaus, Collins and Show 
(2003) believe that WLB should refer to 
three different balances:  
 

• time balance  
• involvement balance  
• satisfaction balance (equal 

satisfaction with work and 
family)  

 
Kisil (2018) points out that we should 
consider an individual’s resources of time, 
energy, thoughts and emotions which are 
difficult to divide into separate parts 
between work and private life as they are 
used in both these spheres.  

It is also pointed out that the concept of 
balance may be inadequate and a different 
one should be suggested in its place – the 
concept of work and personal life 
integration or interaction (Warhurst, 
Eikhof, Haunschild, 2008). The term work-
life balance implies that work and life are 
distinct spheres and that time should be 
split “equally” between work and private 
life. Rapoport, Bailyn, Fletcher et.al (2002) 
point out that people may have differing 
priorities in that regard, and that the aim is 
not always an even balance between the 
two. Apart from this, Campbell Clark (2000, 
p. 748) notes that not everyone wants to 
integrate the domains of work and 
family/personal life. On the contrary, some 
people balance their work and personal life 
by keeping the two strictly separate. 

In this paper the author assumes that WLB 
does not mean an “equal” division of time, 
involvement and satisfaction between 
work and other activities, and similarly, the 
amount of time allocated to certain 
activities and their frequency does not 
constitute the importance of these 
activities to an individual. This results from 
subjectivism in the assessment of a relation 
between work and private life, which is a 
result i.e., of the individual’s system of 
values, his family situation, job type, 
behavioural features, age, gender, health, 
social culture, socialisation and the 
company’s organizational culture. WLB 
should, in turn, mean an optimal division 
for the individual. 

The purpose of this paper is to present the 
concept of work-life balance in the 
theoretical approach and research results 
demonstrating implementation of system 
solutions which make it easier for 
professionally active people to maintain a 
balance between their jobs and private 
lives and facilitate combining various social 
roles to achieve satisfaction in both spheres 
of life in the companies of the West 
Pomeranian province in Poland. 

 
Literature Review 

WLB is usually analysed in the context of a 
conflict between various requirements 
relating to involvement in one’s work and 
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playing other important life roles. There is 
a large body of literature examining the 
predictors and outcomes of work-family 
conflict based on the definition given by 
Greenhaus and Beutell (1985, p. 77). They 
defined WLB as “a form of interrole conflict 
in which the role pressures from the work 
and family domains are mutually 
incompatible in some respect”. This 
definition stresses the bidirectional 
relationship. This conflict is understood on 
the one hand as work appropriating private 
life in a situation where non-professional 
life is carried out to the detriment of work 
(Borkowska, 2004, p. 54, Clutterbuck, 
2005, p. 26). On the other hand, this 
conflict may be also understood in a 
contrary way, when private life 
appropriates work life. Family can interfere 
with work and work can interfere with 
private life. Recently, work-family 
enrichment and work-life facilitation 
concepts have stressed positive 
interdependencies, noting that work can 
also benefit private life and vice versa 
(Greenhaus, Powell, 2006; Grzywacz, 
Marks, 2000). 

In the context of the theory of conflict, a 
balance between a professional and private 
life is defined as a state in which an 
individual manages the potential conflict 
between various demands on their time 
and energy so that their desire for well-
being and satisfaction is met (Campbell 
Clark, 2000, pp. 747–770). Thus, an 
individual perceives WLB as a satisfactory 
state with a possibly minimal parallel 
conflict of roles.  

The consequences of distorting the balance 
between family and professional life may 
be approached both in a broad social 
perspective and in an individual 
perspective (Borkowska, 2003, p. 15). The 
effects of lack of work-life-balance include: 
burnout, diminished well-being, physical 
ailments, mental ailments, health issues, 
lack of satisfaction from work or life, stress, 
growing frustration, low self-esteem, family 
conflicts and problems with fulfilling family 
roles, divorce or addiction. The outcomes 
affecting an individual entail consequences 
to companies, such as diminished work 
effectiveness, fluctuation, disorganisation 

of work, increased backlog, missed 
deadlines, sickness-related absences, 
increased operational costs or deteriorated 
atmosphere at work. They also cause 
consequences to the state and society: they 
lead to declining birth rates, increase social 
inequalities, lead to family dysfunctions, 
cause a breakdown of social bonds, 
increase the health care system’s burden 
with new patients suffering from heart 
issues, oncological diseases and 
neurological conditions or increase work-
related passivity. 

Integration of company goals with 
employee goals is the basis of effective 
company operation. Thanks to this, all 
actions which facilitate reconciliation of 
private and professional life of staff 
contribute to a greater efficiency of the 
company. Activities for work-life 
balance are, therefore, a manifestation of 
investing in human capital and at the same 
time contribute to increasing the 
company’s competitive leverage. Usually 
these activities concern five areas (Cascio, 
2001, p. 180): 
 

• assisting an employee in looking 
after their children (including also 
increased access to child care 
places and dependent persons’ 
facilities), 

• flexible working conditions, 
• occasional days off at the request 

of an employee, 
• information services in terms of 

e.g., health, law, culture, 
• ensuring broadly understood help 

and assistance for employees in 
non-professional spheres. 

 
But one can also add to them preventing 
professional qualifications from getting 
outdated while being absent from work 
due to family obligations and promotion of 
male employees’ greater involvement in 
family obligations.  
 
When analysing detailed work-life balance 
tools, one can note that a great majority of 
them also act as a motivational stimulus 
intended to influence employees (e.g., 
admission to cultural or sporting facilities, 
organizing events for special occasions, 
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vouchers that help employees financially or 
health care packages). Whereas supporting 
employees in the reconciliation of 
professional and parental roles is far less 
frequent – here examples may include: 
contributing to the costs of holidays for 
children, flexibility of work time, remote 
work, contributing to childcare costs, in-
house nurseries, additional days off for 
families with children, longer maternal or 
parental leaves financed by employers. 
These tools also build an appropriate 
atmosphere at work, inspire creativity, 
attract valuable persons to work and build 
the company’s reputation as an employer.  

The WLB problem is an issue studied in 
many countries due to numerous 
consequences not only for the individual, 
but also companies and entire societies. 
Results of research carried out last year 
demonstrate that companies which offer 
WLB activities note cases of burnout and 
stress among their employees less often 
(Cascio, 2001, s. 192), which has a positive 
impact on work efficiency. Therefore, it can 
be concluded that creating an offer for the 
professional work-family life balance may 
contribute to building the company’s 
competitive advantage. An employee’s 
involvement in a professional career and 
family life at the same time leads to great 
tensions – especially in specific periods of 
life. Such a moment may include having to 
get more involved in family roles (looking 
after one’s children, caring for dependent 
persons, caring for one’s parents) in the 
course of a professional career at a time 
when an employee also steps into a 
particularly demanding stage due to an 
opportunity of promotion and taking up 
new responsibilities, which automatically 
entails increased involvement in the work 
role. 

Research concerning WLB has also been 
carried out in Poland. A basic conclusion 
can be made on its basis that the issue of 
reconciling work and non-work life is not 
the strongest side of Polish companies. 
 
A study carried out as part of the 6th edition 
of the Human Resources Management 
Leader competition organised by IPISS in 
2006 shows that only 36.4% of 

organizations treat WLB as an element of 
the company’s official policy, and 50% of 
them treat it as the employee’s individual 
issue (Urbaniak, Bohdziewicz, 2006, p. 134; 
Buchelt, Jupowicz, 2008, pp. 154-155). The 
research repeated in 2008 as part of the 9th 
edition of the competition showed that 
44% of organizations treat WLB as an 
element of the company’s official policy 
while 56% as the employee’s individual 
concern (Urbaniak, Bohdziewicz, 2008). 
Whereas research conducted in May 2006 
by the Department of Labour and Social 
Policy of the University of Łódź concerning 
female employees shows much worse 
results. Only 14.5% respondents declared 
that they always or quite often saw 
manifestations of protection of the work-
life balance from their companies, while 
close to 2/5 had never experienced this 
(Feliniak, Ratajczyk, 2008, p. 237). At the 
same time, this research showed that the 
larger the company, the less interested it 
was in problems of reconciling professional 
responsibilities with non-work life 
(Feliniak, Ratajczyk, 2008, p. 239).  
 
Research carried out at the end of 2018 by 
Hays Poland shows that 38% of employees 
of large companies believe that the work-
life balance is maintained at an average, 
bad or very bad level. At the same time, the 
said research shows that being able to 
maintain a healthy balance between work 
and private life is, from the point of view of 
the individual, one of the main reasons for 
considering changing jobs, and from the 
point of view of employers it is one of the 
elements which help the organization in 
attracting new talents (Hays, Mind&Soul 
Center, p. 4). Research carried out at the 
same time by Mind & Soul Center in 
cooperation with Mobile Institute 
demonstrates that 52% of respondents 
declare that their private life is 
subordinated to their work life, 50% 
declare that they work over 40 hours a 
week, 46% of companies contact their 
employees outside office hours, while 34% 
of respondents work after hours because 
the employer makes them (Hays, 
Mind&Soul Center, p. 7). 
 
The most recent research conducted by the 
Responsible Business Forum at the turn of 
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2019 and 2020 entitled “Professional work 
and fulfilment of care-related roles by 
women and men in Poland” showed that 
employers in a vast majority meet 
employees’ expectations offering them 
various solutions that encourage 
reconciliation of work and care-related 
roles. As many as 80% of employees who 
are also carers declared this. Employers 
offer on average of 2-3 such opportunities 
(Baszun, Zamęcki, Joniewicz, 2020, p. 13). A 
detailed analysis showed that solutions 
most often offered by companies include 
being allowed to leave work upon request 
during the day for a short while with the 
possibility of covering this absence by 
using one’s leave (36% employers), flexible 
working hours (22%), part-time 
employment (19%), working from home 
(16%), not reducing bonus due to taken 
leave, including sick leave (15%), banning 
overtime for parents of children under 4 
(15%) and no shift work for persons with 
care-related responsibilities (13%). 
Opportunities such as: in-house nurseries 
or a nurse hired by the company to visit 
adults in care of the company’s employees 
were only applied by 3% of employers. 
Paying towards nurseries was applied by 
6% of employers, payment towards care-
related services - 5% (Baszun, Zamęcki, 
Joniewicz, 2020, p. 14). 
 
Methodology  

 

This study presents results of a survey of 
human resources management systems in 
companies of the West Pomeranian 
province carried out in the Institute of 
Human Capital Management of the 
University of Szczecin on a sample of 601 
employees of the investigated companies 
(primary sources; for the adopted 
significance level (0.05) and admissible 
maximum error of estimation (+/- 4%), it 
was established that 598 units were the 

minimum sample to ensure reliability of 
research). 
 
The research was carried out in the period 
between March and May 2017, and the 
territorial scope covered the West 
Pomeranian province in Poland. Employees 
in the companies were the research 
population. An individual company 
employee was the sample unit where the 
questionnaire could reach many employees 
in individual companies. Data from sample 
units qualified to the sample were gathered 
by means of a questionnaire consisting of 
78 questions, including 10 in the bio data 
segment. A random sample unit selection 
method was applied. In the analyses of 
differentiation of declarations in selected 
groups of respondents, four categories of 
differentiation were identified for the 
needs of this study: company size, gender, 
position in the company and length of 
service. This study uses respondents’ 
answers to 2 questions from the 
questionnaire addressing the investigated 
matter. Out of the factors deemed most 
necessary for a successful life, 10 were 
selected for in-depth analysis: good health 
(X1), happy family (X2), good standard of 
living (X3), satisfying job (X4), respect 
among people (X5), a lot of free time (X6), 
education (X7), managerial position (X8), 
acting in accordance with religious 
teachings (X9) and political activity (X10). 

 
Results 

 
The investigated population were asked 
what in their opinion was most necessary 
for a successful life. A respondent could 
mark a maximum of 3 options. Table 1 
presents the data in a general approach 
and in groups of respondents identified 
according to the company size criterion 
and the position held, length of service and 
gender. 
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Table 1: Factors declared by respondents as most necessary for a successful life in 

general and in groups of entities distinguished due to size and in groups of respondents 

according to their position, length of service and gender (in %) 

  

  
good 

health 

happy 

family 

good 

standard 

of living 

satisfying 

job 

respect 

among 

people 

a lot 

of 

free 

time education 

managerial 

position 

acting in 

accordance 

with 

religious 

teachings 

political 

activity 

 X1 X2 X3 X4 X5 X6 X7 X8 X9 X10 

total 26.6 24.8 20.7 13.5 5.3 3.6 3.5 0.9 0.7 0.4 

criterion: entity size 

micro 27.4 26.1 19.1 13.7 5.2 3.6 3.6 0.6 0.6  

small 26.1 23.3 22.2 14.7 4.5 3.5 2.7 1.8 0.6 0.6 

medium-sized 26.8 25.3 21.0 12.7 6.1 4.1 2.8  0.8 0.5 

large 26.2 25.7 19.4 13.1 6.1 3.4 3.9 1.0 1.0 0.5 

criterion: post held 

regular worker 26.2 24.9 20.9 14.0 5.2 3.8 3.2 0.7 0.9 0.4 

lower-level manager 27.3 25.8 21.6 14.9 3.1 3.1 2.6 1.5   

mid-level manager 28.9 23.7 22.4 8.6 7.2 3.3 3.3 2.0  0.7 

higher-level manager 25.3 30.7 16.0 12.0 12.0 2.7 1.3    

criterion: length of service 

up to 0.5 year 27.4 22.3 17.7 16.6 4.0 4.0 4.0 1.1 1.7 1.1 

0.5 to 1 year 25.5 23.5 21.4 12.3 3.7 5.3 6.2 1.2 0.8  

1 to 2 years 27.3 24.8 21.1 11.2 6.2 4.1 3.3 0.8 0.8 0.4 

2 to 5 years 26.3 26.0 22.1 14.1 5.4 3.6 1.7 0.5 0.2  

5 to 10 years 26.8 27.2 17.6 17.2 3.8 2.5 2.5 1.7  0.8 

more than 10 years 26.7 25.5 20.7 11.4 8.1 2.4 3.3  1.2 0.6 

criterion: gender 

man 27.5 22.9 16.6 12.6 6.0 5.5 5.0 1.5 2.0 0.3 

woman 26.3 25.5 22.0 13.7 5.1 2.9 3.0 0.7 0.3 0.5 

Source: author’s own compilation on the basis of research results. 

 
Good health (26.6%), a happy family 
(24.8%) and a good standard of living 
(20.7%) were factors that respondents 
thought to be the most important for a 
successful life. If the responses pointing to 
good working conditions and a satisfying 
job were to be summed up, it would turn 
out that work is a factor that most 
determines a successful life. The other end 
of the summary (in a general approach) 
would include political activity (0.4%), 
acting in accordance with religious 
teachings (0.7%) and a managerial position 
(0.9%). 

The same order was preferred by 
respondents identified due to the company 
size criterion, where it needs to be noted 
that those from micro- and large 
enterprises valued a good standard of 
living slightly more than those working in 
small or medium-sized enterprises. 

When analysing the responses in 
correlation to one’s position, we can see 
that for people in highest positions the 
“respect among people” element is much 
more important than for other groups, 
while a “good standard of living” is 



7                                                                                  Journal of Human Resources Management Research 

____________________________________________________________________ 

___________________ 
 
Patrycja ZWIECH (2021), Journal of Human Resources Management Research,  
DOI: 10.5171/2021.811071 

statistically less important for them. Most 
probably this results from the fact that 
their needs of economic security (the sense 
of financial stability, securing income in the 
event of sickness or loss of income from the 
current job, having savings, insurance) are 
secured to a much greater degree than in 
other groups. According to A. Maslow’s 
hierarchy of needs, human behaviour is 
motivated by two principles: deficiency and 
growth. The first one assumes that man 
strives to satisfy an unsatisfied need and 
for people in higher positions the need of 
security is usually satisfied. Thus, greater 
focus is given to the need for respect, 
desire to have good reputation and 
appreciation among other people.  

Taking into account the length of service as 
the differentiating criterion, it needs to be 
concluded that employees with a shorter 
time of service overall more often point to 
the importance of the “a lot of free time” 
factor than other employee groups. Greater 
weight attributed to education is also 
noteworthy. In turn, employees with the 
length of service of over 10 years pointed 
to respect among people much more often 
than other groups. 

The respondents’ gender was the only 
factor that statistically differentiated their 
declarations. Good health, a happy family 
and a good standard of living were factors 
that both men and women thought to be 
the most important for a successful life. 
However, if we look at it closely, it turns 
out that declarations of both genders 
differed significantly. Both a happy family 
and a good standard of living were 

statistically more often declared by women 
than men. The difference for a good 
standard of living reaches 5.4 p.p., while for 
a happy family - 2.6 p.p. At the same time, 
men statistically more often than women 
pointed to “a lot of free time” and 
“education”. Political activity, acting in 
accordance with religious teachings and a 
managerial position were at the opposite 
end of the summary, though the order was 
different for both genders. As the research 
has shown, women found the following to 
be the least important: acting in accordance 
with religious teachings (0.3%), political 
activity (0.5%) and a managerial position 
(0.7%), while for men they were: political 
activity (0.3%), a managerial position 
(1.5%) and acting in accordance with 
religious teachings (2%). The resulting 
differences concerned women’s and men’s 
attitudes to acting in accordance with 
religious teachings and the managerial 
position factor. What is interesting, men 
needed acting in accordance with religious 
teachings more than women to have a 
successful life. 

In addition, the research focused on 
whether companies are trying to solve 
problems of reconciling work and private 
life by offering organizational solutions 
such as programmes facilitating the issue 
in question. Table 2 presents the structure 
of respondents’ answers to the question 
whether their companies implement 
programmes facilitating reconciliation of 
work with private life. None of the criteria 
differentiating respondents’ declarations 
proved statistically significant. 
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Table 2: Structure of respondents’ answers to the question whether their companies 

implement programmes facilitating reconciliation of work with private life in general 

and in groups of entities distinguished due to size and in groups of respondents 

according to their position, length of service and gender (in %) 

 

Implementation of programmes that 

facilitate reconciling work with private 

life 

yes no 

total 51.3 48.7 

criterion: entity size 

micro 54.1 45.9 

small 52.1 47.9 

medium-sized 49.2 50.8 

large 50.7 49.3 

criterion: post held 

regular worker 51.3 48.7 

lower-level manager 56.1 43.9 

mid-level manager 46.8 53.2 

higher-level manager 52.2 47.8 

criterion: length of service 

up to 0.5 year 48.3 51.7 

0.5 to 1 year 55.7 44.3 

1 to 2 years 53.8 46.2 

2 to 5 years 50.4 49.6 

5 to 10 years 51.9 48.1 

more than 10 years 49.5 50.5 

criterion: gender 

man 48.5 51.5 

woman 52.2 47.8 

Source: author’s own compilation on the basis of research results. 

 
 

About half of respondents declared that 
their companies implement programmes 
that facilitate reconciliation of work with 
private life, with women pointing to it 
marginally more frequently than men 
(52.2% and 48.5%, respectively). 
Implementation of such programmes was 
also statistically more often pointed to by 
employees of micro-enterprises, lower-
level managers and employees with a 
length of service between 0.5 to 1 year. 

 

Conclusion  

 

Contemporary economic and social 
changes result in increased problems and 
challenges associated with striving to 
shape appropriate relations between work 
and non-work life, including harmony 
between time and involvement devoted to 
the main spheres of functioning of 
professionally active people, that is work 
and family, giving the individual specific 
satisfaction from roles they play. The 
research conducted in Polish companies 
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shows that activities undertaken by 
employers for mitigating the work-life 
conflict only do so for selected problems. 
Employees believed that good health, a 
happy family life, a good standard of living 
and a satisfying job are the most important 
factors to have a successful life and if one 
were to sum up responses which point to a 
good standard of living and a satisfying job, 
it would turn out that a job is a factor that 
most determines a successful life. At the 
same time, the research showed that only 
half of employees declared that their 
companies implement programmes 
facilitating reconciliation of work with 
private life. 
 
Combining work with care-related 
responsibilities is a common thing among 
Polish employees, both male and female, 
therefore the employer’s implementation 
of activities that support these persons in 
combining such roles is necessary. Meeting 
their expectations may prevent withdrawal 
from the labour market of people that are 
valuable to employers and may reduce 
employees’ stress which inevitably 
translates into work efficiency. 
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