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11. Work-Life Conflicts: A Dual Functionality
Approach on Career of Academics

Emese Bedta Berei, Agnes Engler & Kldra Kovdcs

ABSTRACT

Maintaininga harmonious balance betweenwork and personal life (WLB) is a source of strength,
italso contributesto optimal professional performance, is associated with higher satisfaction
with family life or lifein general. At the same time, work-life conflict (WLC) has a negative impact
on career of workers which hasalarge personal, family, institutional and socialinfluence. From
now on, the WLC or WLBis much more examined as a predictor of employees’ wellbeing or other
workplace outcomesasjob (in)satisfaction. Itis much less clear which factorsinfluence these
phenomena and the social evaluation of the balance or confrontation, especially in Central
and Eastern Europe. In this study we proposed a holistic view of work-life conflicts, as a clash
of human resources and how they are allocated, as a disfunction in both professional and
private life at micro and mezzo environments, and we presented a cross-national analysis of
academics’ WLC. Our main question was three-prong: 1. How do academics balance between
professionaland personallife? 2. How can we predict conflicts? 3. How can a social evaluation
of the conflicts be conducted? As independent factors, we used: age, gender, parenthood,
country, working hours,academicjob title, emotional exhaustion and social supportat work to
predict work-life conflicts. The novelty of this study is the social evaluation of the phenomenon:
the conceptualization of WLC as a dysfunction at different levels of society. We adopt the dual
functionality approach for different social environments: at micro, mezzo, or macro levels. For
the quantitative analysis, the sample of academics from five Central and Eastern European
countries (Romania, Slovakia, Serbia, Ukraine and Hungary) were used (CEETHE 2023 database,
N=821). The complex questionnaire included the measures of WLC score based on Hayman
(2005). Statistical analyses performed by using SPSS 29 included ANOVA tests, principal compo-
nentand factoranalysis, and, finally,a multistep linear regression. Results show that more than
athird (37%) of academicsignore their personal needs, and a third (33%) perceive that they sac-
rificetheirprivatelifebecauseofwork.Morethanathird ofthemhad difficultybalancingbetween
work and private life (39%), were dissatisfied with the time spent outside the workplace (39%),
and nearly half of them (42%) reported missing out on personal activitiesin their private life due
towork. The linear stepwise regression model shows that emotional exhaustion long working
hours, less academic job title (low academic positions), the decrease in social supports pro-
vided by the institution (at mezzo level) and gender (at micro level) are the significant predic-
tors of WLC. This paper contributes to the work of higher education policy makers on social
evaluation of institutional and employee functionality, seeking a better work-life balance in
the career of academics.

Keywords: work-life conflict, social evaluation, dual functionality, higher education institu-
tions, academics’ career, Central and Eastern European countries

Introduction

In our previous research we examined the sustainability of academic career
(Berei et al., 2024) and we highlighted the imbalance between professional and
family environments, and the need for its evaluation in academic work. Work-life
conflict has a negative impact on academics’ well-being (Bell et al., 2012) but it is
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much less clear, which factors influence its process and social evaluation. In this
paper, we intend to analyze the work-life conflict as a struggle among academics
in Hungary, Slovakia, Serbia, Romania and Ukraine to allocate human resources
to two different areas. Academics is an occupational category responsible for
training people at higher levels in college and universities, working worldwide.
Hayman (2005) deemed the conflict of work with the private or family sphere
(the dimension examined herein WLC). Work-family (WFC) or WLC is gener-
ally discussed from two perspectives: work interference in family, and family
interference in work (Allen et al., 2000). Work-life or work-family conflict refers
to tension between these two important environments (Premeaux, 2007). In this
perspective, WLC occurs when energy, time, or duty demands of works collides
with family or personal life. Work-family conflict is a specific form of work-life
conflict (Kossek & Lee, 2017). From the perspective of interpersonal conflicts, the
WLCs are studied as human confrontation, followed by emotional exhaustion,
cynicism, and burnout (Boamah et al., 2022). Organizational interventions are
necessary for managing staff anxiety. Participants in these interventions, com-
ing from public, private and non-profit institutions, propose rearrangement of
the job sphere the changing of organizational culture, the encouragement of
participative management, the introduction of work-life balance policies, as well
as improvement of organizational communication (Bhui et al., 2016).
Work-life balance and its loss are a much-studied issue in academic work.
The subject has been approached so far from the psychological and organiza-
tional management perspective including academics’ ability to balance work
and personal life and overcome such conflict (Bell et al., 2012; Dorenkamp &
Suf, 2017; Johnson et al., 2019). Increased stress levels among employees can
also cause institutes within a university to work less efficiently, while tired, dis-
couraged, and undermotivated employees can also have a negative impact on
the whole university/college as an organization (Bell et al., 2012). Successfully
maintaining a harmonious balance between the two is therefore a source of
strength. It also has a positive impact on job satisfaction (Saced & Faroogqi,
2014), contributes to optimal performance (Guest, 2002), and is associated with
higher satisfaction with family life and life in general (Sirgy & Lee, 2018). Males
had a lower score of the WLC than females (Bell et al., 2012; Mudrak et al.,
2018; Chukwuemeka et al., 2023). Studies among females in higher education
unanimously concluded they have serious difficulties in reconciling work and
family responsibilities (Misra et al., 2012; O’Laughlin & Bischoff, 2005; Paksi et
al., 2016). The dilemmas relating to personal life and/or career are most notice-
able in the careers of women academics and researchers. If childcare is part of
private life, it must be synchronized with work, and still further efforts will be
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needed to find a balance for both. For researchers, men and women, working in
dangerous environments (laboratories), it is necessary to adapt work-to-family
plans, starting with the child planning stage (Paksiand et al., 2022).

This study aims to explore the most important individual and institutional
factors, which can affect WLC. Our research questions were as follows: 1. How
do academics balance professional and personal life? 2. How can one predict
conflicts? 3. How can a person socially evaluate conflicts?

1. The Concept of Social Functionality and
Work-Life Conflicts

As for the theoretical background to answer our research questions the concept
of social functionality was used. It is rooted in functionalism theory, which
views society as a collection of functional micro or mezzo units forming a uni-
tary, functional macro system (Conerly et al., 2021). The concept is currently
used in the humanities and social sciences as regards the functionalities and
capabilities of vulnerable people. It also addresses the social, medical, and mental
health evaluation of individuals, families, and organizations (Sen, 1985; Keltner
& Kring, 1998; Greller & Richtermeyer, 2006; Kotwal et al., 2016; Keating et al.,
2019; Iamtrakul & Chayphong, 2022; Santana et al. 2022; Giusti et al. 2023;
Silva et al. 2023). It pertains to a person’s interactions with their environment
and their ability to fulfill roles in various circumstances, such as work, social
activities, family, and other relationships (Anttila, 2015) with a holistic overview
(Pratt et al., 1969). In our study the concept of social functionality refers to the
way in which academics in Central and Eastern Europe are able to function (or
not) in their families (typically as parents/partners) and at work. The factors
herein are explored.

In our study we designed a general strategy of analyses which scrutinizes
the work-life conflict as a conflict in the functionality of humans (Fig. 11.1).
Its aim is to integrate simultaneously the values, abilities, roles, interactions
and social behavior as dual functionalities of individuals at different levels: in
private (micro level) and professional environments (national and international
institutions, organizations, projects, programs at mezzo or macro levels). At
different levels, individuals use different personal and professional abilities,
they are involved in different roles and actions, but these are interconnected
as a whole. The novelty of this study is the conceptualization of WLC as a
disfunction at different level of the society, taking into account the human
values, subjective perceptions and twin roles of human resources in private
life and in their professions.

307
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AT THE PROFESSIONAL LEVEL

values, abilities and roles, social
relations and activities at work

THE DUAL FUNCTIONALITY OF ﬂ ﬂ

HUMANS
AT THE MICRO LEVEL

values, abilities, roles, relations,
activities in personal and family life

Figure 11.1: The dual functionality of humans at the personal and professional levels
(Authors’ design).

A global report of the International Labour Organization (ILO, 2022) studying the
WLB of employers around the world, connected this phenomenon with working
hours. The report made differences between short (part-time), standard, and long
hours of work. “Standard” work means 40 hours/week, while up to 48 hours/
week pertained to “long hours.” 48 hours per week was fixed as the international
standard for long working hours. The patterns differ based on where the workers
are employed and whether they are full-time, part-time, self-employed, or other
such working status: “Globally, 31.1 percent of employees regularly work more
than 48 hours per week, but the proportion is much higher for self-employed
workers, at 44.4 percent” (ILO, 2022, p. 15). In the education sector, globally
25.5% of the academics work more than 48 hours per week. During the Covid
pandemic, in Eastern Europe, nearly 5% of the employees worked more than 48
hours (ILO, 2022).

A cross-national meta-analysis of WLC in 58 countries with different geo-
graphical and individual cultural values show a significant difference in WLC
scores depending on the geographical region (Allen et al., 2020). In the US, 70%
of workers perceived conflict between their work and personal life (Nicholes
& Swanberg, 2018). Johnson et al. (2019) in their study conducted in the U.K,,
compared university and non-university human resources (n=652). The results
of the study revealed some discrepancies between human resources who work
in the academic and non-academic environments. Thus, academics reported
a higher level of professional overload and a lower score in work-life balance
values, while having a better organizational climate (working conditions, col-
legial relationships, remuneration).

In Europe the WLC subject has been researched for 20 years (McGinnity,
2021), but there is little research that has been conducted in former communist
countries and also more particularly among academic human resources (junior
and senior academics, professors, assistant lecturers, master teachers, researchers)
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in Central and Eastern Europe. Whatever was published (Dorenkamp & Siifs,
2017; Johnson et al., 2019) assessed academics from Western European countries,
in different environments at mezzo and macro levels and at the micro level with
different personal values, relations, activities.

As a result, the aim of this empirical research was to socially evaluate the
work-life conflicts as it affects dual functionality of academics, specifically how
their personal and family life at the micro level is affected by their profession on
the mezzo level. What is more, we seek to measure the WLC score and examine
the causes that predict the conflict, to get better career guidance, and to improve
institutional social and higher educational policy.

2. Methods, Samples and Instrument

The quantitative cross-border data collection was conducted by the Center of
Higher Education Research and Development at Debrecen University, Hungary
in 2023. The questionnaire was developed based on qualitative research focus
group interviews with 41 academics in Hungary, Slovakia, Ukraine, Romania,
and Serbia. The overall objective of the data collection was to explore the diffi-
culties related to the work of academic human resources and their personal and
professional well-being (Kovidcs et al., 2024).

In our international quantitative study, a sample of N=821 academics (13.8%
from Romania, 4.4% from Slovakia, 4.9% from Serbia, 14.1% from Ukraine, and
61.8% from Hungary) was included, 80% of which came from three EU states
(Romania, Slovakia, and Hungary), and 20% from non-EU countries (Serbia
and Ukraine). The complex questionnaire examined the professional and social
background of the academics and measured the work-life balance/conflict based
on Hayman (2005).

43.7% of academics were men, 56.3% were women, the average age was 46
(SD=10.71) and the average number of years in higher education was 17 (SD=11
years). Of the respondents, 78.6% had a scientific degree, and 59% were employed
in the institutional academic role as an assistant professor or in a lower position.
27.9% specialized in medical/health sciences, 32.4% in humanities/pedagogy/
languages/art sciences, 16.7% in social/economic sciences, and 23% in STEM
and Agriculture sciences. The majority of respondents, 68.5%, were married, and
72.4% had children. About 47.6% reported having a relatively good financial stand-
ing, 38.4% average, and 14% poor, compared to families in their environment.

The complex questionnaire included the measures of work-life conflict score
based on Hayman (2005). This dimension explores how academics’ personal
lives are affected by work, how work causes difficulties in their personal lives,
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to what extent they neglect personal activities because of work, how satisfied
they are with the time spent outside the professional sphere, and how well they
can stabilize the relationship between work and personal life (6-item Cronbach
2=0.948, KMO=0.905, p=000, explained variance 79.545%). The measuring scale
is 5: 1—never, 2—probably not, 3—undecided, 4—probably yes, 5—totally yes.

Among the factors influencing WLC, we peered into the area of emotional
exhaustion at work with $ items: I feel emotionally exhausted from my work; I
feel exhausted at the end of the working day; I feel tired when I wake up in the
morning and have to face another day at work; Working all day is very demanding
for me; My work makes me feel burned out (Cronbach a=0.911, KMO=0.852,
p=000, explained variance 73.894%). The measuring scale was 7: 1—never, 2—a
few times a year/less often, 3—monthly/less often, 4—a few times a month times,
S—weekly, 6—several times a week, 7—every day (Han et al., 2020).

The social support in work was measured with 4 items: I am satisfied with
the level of support I get from the head of my department/institute/faculty;  am
satisfied with the level of support I get from my colleagues; there is a full under-
standing between staff/head of the department and academics; and My efforts
are appreciated (Cronbach’s « =0.867). The measuring scale was 5: 1—never, 2—
probably not, 3—undecided, 4—probably yes, S—totally yes. Factorial analyses
were performed on principal components, resulting in one factor from the 4
variables (KMO=0.827 and p=0.000 with 71.61% explanations), and the factor
was named “social institutional supports”—SIS factor. The statistical values of
the main components are given in Table 11.1.

Table 11.1: The statistical values of the main components of work-related factors

The work factors of academics Cronbach a Mean SD N

Work-life conflicts (WLC) 0.948 46.76 27.87 806
Emotional exhaustion at work (EEW) 0.911 45,76 25.38 798
Social institutional support (SIS) 0.867 60.46 24.29 807

Source: CEETHE 2023.

As explanatory factors, we included country, age, gender, having children
or not, and job-related characteristics such as job title (assistant professor or
less; associate professor and above positions), and working hours per week.
Statistical analyses performed by using SPSS 29 included ANOVA tests, prin-
cipal component and factor analysis and finally a multistep linear regression
(Pallant, 2020).
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3. Results

3.1. The Work-Life Balance of Academic Human Resources.
Their Work-Life Conflict Score

The subjective dimensions of the work-life balance/conflict dimension explore
how academics’ personal lives are influenced by work, how personal lives are
made problematic because of work, how much personal activities are ignored
because of work, the level of satisfaction of academics with time spent away from
work, and their ability to harmonize work and personal life ((6-item Cronbach
2=0.948, KMO=0.905, p=000, explained variance 79.545%). The measuring scale
is 5: 1—never, 2—probably not, 3—undecided, 4—probably yes, S—totally yes.).
For half of the academics (49%), work does not cause difficulties in their personal
life, and for more than a third (38%), it’s not hard to balance and separate the two
environments (Table 11.2). However, more than a third (37%) of academics ignore
their personal needs because of work, and a third (33%) perceive that they sacrifice
their private life because of work. Statistical data show that more than a third of
them had difficulty balancing between work and private life (39%), were dissat-
isfied with the time spent outside the workplace (39%), and nearly half of them
reported missing personal activities in their personal life because of work (42%).

Factorial analyses were performed on principal components (Table 11.2), result-
ing in one factor (KMO=0.905, p=0.000, 79.545% explanations), named WLC
factor (Cronbach ¢=0.948; Mean=46.76; SD=27.76; N=806).

Table 11.2: Perception of the work-life conflict (%) and the principal component factor scores

l-never 2 3 4 5—totally N WLCfactor

My personal life is compromised 18 26 27 19 10 819 0.89
because of work

Work causes difficulties in my 20 29 25 18 7 819 0.89
personal life

My personal needs are neglected 17 23 23 27 10 819 0.91
for work

| push my private life to the 17 24 26 23 10 813 0.90
background for work

Personal activities are missing 14 19 25 27 15 819 0.91
because work

I find it difficult to balance work 15 23 23 26 13 817 0.86

with a life separate from work

| am dissatisfied with the amount of 15 23 23 24 15 818 -
time allocated to activities outside
the workplace

Source: CEETHE 2023.
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Next, we investigated the WLC score of academics, using ANOVA test to compare
means of WLC scores, depending on demographic, family and academic aspects
(Table 11.3). Analyzing the effect of demographic variables, significant differences
were found regarding gender (F=8.9 and p=0.003) and age (F=8.7 and p=0.003).
The mean WLC score of female academics (M=49 and SD=28) was significantly
higher than that of males (M=43 and SD=28). The mean WLC score of academics
under 40 (M=51 and SD=28) was significantly higher than that of those aged 41
or older (M=45 and SD=27).

Analyzing family characteristics, significant differences were found between
academics in the role of parenthood (having children) and academics without
children (F=13.8 and p=0.000). The mean WLC score of academics who do not
have children (M=52 and SD=26) was significantly higher than those who do
(M=44 and SD=28). Though the mean WLC scores based on the country or region
in which they work were different, they were not significant.

Significant differences were identified also between the mean WLC score of
academic position (F=7.2 and p=0.007). The mean WLC score of university human
resources in the position of, assistant professor or lower positions (M=49 and
SD=27.7) was significantly higher than that of those in more advanced positions
(associate professor or other high positions) (M=43.6 and SD=27.9). Significant
differences between WLC scores were identified pertaining to working hours
(F=38.3 and p=0.000). For academics working more than the standard of 40 hours
(M=36.6 and SD=27.8), it was significantly higher than that of those who work
short or standard hours (M=50.2 and SD=27).

Table 11.3: Differences in the WLC factor by the demographic, family, and professional
factors (means on 0-100 points scale)

WLC factor score Mean SD F p N

Working time/ 41 horup 50.2 46.7 279 38.3 0.000 595
week 36-40h 36.6 207
Gender Male 43.3 46.6 279 89 0.003 346

Female 49.3 443
Institutional  Associate profes- 43.6 46.8 279 7.2 0.007 332
academicrole sororhigher

Assistant profes- 49 474

sor or lower
Countries non-EU 43.8 467 279 2.1 0.147 152

EU 47.4 652
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WLC factor score Mean SD F p N
Age 18-40 51 46.7 279 87 0.003 250
41 orup 447 532
Parenthood no children 52.4 46.3 277 13.8 0.000 209
role yes children 44 552

Source: CEETHE 2023.

The ANOVA test concluded that the effect of working hours (F=38.3), the role
of parenthood (F=13.8) and gender (F=8.9) were the most significant variables
(p=0.000). Minimal or standard hour workers, academic parents and males had
the lowest score of WLC by a significant margin. Females, academics younger

than 40 years, employed as assistant professors or lower, had the highest score
of WLC by far (Table 11.3).

3.2. Predictors of the Work-Life Conflicts Between the Two,
Personal and Professional Environments

Next, we applied multiple linear stepwise regression to establish causalities
between WLC factors and other variables, in which the dependent variable was
the WLC factor. Moreover, potential conflict predictors were introduced in 5
blocks: (1) emotionally exhaustion at work and working time, (2) social insti-
tutional support, (3) gender and the job title, (4) the region, the age, and the
parenthood role of academic human resources. Adjusted R-square for the blocks
was: (1) 0.494, (2) 0.502, (3) 0.521, (4) 0.520. The model was significant (F=96.2
and p=0.000). The Levene’s interferential statistic used to test the homogeneity
of variances was not significant in every case accepted.

A significant relationship was found for five explanatory variables (Table 11.4):
emotional exhaustion at work factor (Beta=0.57, p=0.000, CI: 0.565-0.69), working
time/week (Beta=0.25, p=0.000, CI: 3.574-5.541), social support (Beta=—0.119,
p=0.000, CI: -4.863 to -1.769), gender (Beta=0.106, p=0.000, CI: 2.926-8.913), job
title (Beta=0.069, p=0.021, CI: 0.596-7.271). The best predictor of WLC was the
emotional exhaustion at work. According to Cohen and Cohen (1983), strength of
correlation guidelines, there was a large correlation between these two variables.
If negative emotions connected to work increase, WLC also grows. In addition,
there were small but significant positive WLC ties to working hours, gender,
and institutional academic roles. There was a negative but small connection
between WLC and social support, meaning, if institutional support increases,
WLC decreases.
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Table 11.4: Multiple stepwise regression analyses. Prediction of WLC

Explanatory variables B Beta P T (o]
Emotionally exhaustion at work factor 0.627 0.57 0.000 19.7 0.565 0.69
Working time/week 4557 0.25 0.000 9.1 3.574 5.541
Social institutional support factor -3.316 -0.119 0.000 -4.2 -4.863 -1.769
Gender (0—male, 1—female) 5.92 0.106 0.000 3.88 2926 8.913
Job title (0—associate professor or 3.9 0.069 0.021 2.3 0.596 7.271

higher, 1—assistant professor or lower)
EU or other countries (0—other, 1—EU) -1.83 -0.026 0.132 -0.9 - -
Age (0-18 to 40, 1-41+) -0.975 -0.017 0.481 -0.5 - -

Parenthood role (0—no children, -1.673 -0.027 0.357 -0.96 - -
1—yes children)

Source: CEETHE 2023.

4. Discussion

In our study we proposed an empirical analysis of academic career of human
resources from Central-Eastern European (3 EU and 2 non-EU) countries from
the dual perspective of the professional career and personal—family life and to
identify the differences in WLC scores by demographic, family and working fac-
tors. Finally, we distinguished some predictors of WLC and social environments,
where these can change.

Our results indicated, the WLC mean of academics from EU countries
(Ro-mania, Slovakia and Hungary) was higher than from non-EU countries
(Serbia, Ukraine), but the differences were not significant. Different Central-
Eastern European regions had variations on WLC score of academics, but it
was not relevant. The homogeneity of experiences is due to traditional values,
norms, roles at the micro level of people living in these countries and the shared
historical experiences at the mezzo and macro levels.

In our analyses we found only a quarter of all samples to be minimalist or
standard in terms of working hours, the majority tend to work longer. Males
and Hungarians significantly tend to work longer than others. The effect of
working hours had a linear, weak but significant effect on WLC score according
to our research. If the hours of work increase, the WLC score rises also, similar
to previous researches (Golden et al., 2011; Cicek & Gezici, 2018). Qualitative
research conducted in Finland found that families with two earning adults
preferred 30-hour work weeks (Tammelin, 2009). An empirical study on a rep-
resentative sample in the U.K. analyzed the working time of the employees and
concluded, overtime or long hours were associated with higher frequency of
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negative emotions. The human resources working part-time hours or irregular
periods had a better WLC scores. Multinominal regression statistical test demon-
strates long hour works weekly or daily in full-time job predicted not just the
higher fatigue of employees, but, at the same time, their conflict between work
and personal life was higher (Golden et al., 2011).

The differences depending on gender was significant, similar to previous
researches (Bell et al., 2012; Mudrak et al., 2018; Chukwuemeka et al., 2023). The
WLC of females was higher than of males. This is due to inequalities stemming
from traditional roles, as a result of which women still have a higher proportion
of domestic and family responsibilities than men (they spend more time on
housework, are more likely to stay at home with their little children, they are
out of the labor market and spend more time caring for children, etc.), which
reinforcing the traditional gender roles among examined academics (Fényes
etal., 2020). As a result of these factors, females work—Tlife conflict score is higher
even if in recent years an increasing proportion of men/fathers have also been
involved in household tasks and caring for children (Sztdray & Drjenovszky,
2021). At the same time, modern father roles and associated behaviors (e.g., greater
involvement in childrearing or housework) are still less common in Central and
Eastern Europe, where people are more traditional than in Western European
countries and have traditional values at the micro level. In the region, men’s
family-maintaining and existential tasks are characteristics (more responsibilities
at work and higher salaries), which provides them fewer opportunities to join to
family life (Fényes et al., 2020).

During the Covid isolation lifestyle, empirical analyses indicate a significant
increase in the WLC mean score of females and mothers (Frank et al., 2021;
Backhaus et al., 2023). Our results didn’t support the increase in WLC scores of
parents: academic parents had significantly lower WLC scores than those with-
out children. This may be because the number of children is strongly correlated
with age and job title. As our results above have shown, younger academics with
lower academic rank work more and find it more difficult to reconcile (much)
work and private life.

The mean WLC score of younger academics was significantly higher than
that of those aged 41 or older. Across the lifespan, previous research (Huffman
et al., 2013) found the same results: young employees had a significant higher
score of the WLC, than older employees. Raiu (2021) analyzing the literature on
the characteristics of employees from different generations, he highlighted that
those who belong to the Y or Z generation (under 40 years old), need a high
independency and flexibility at work, they are not willing to sacrifice for the
company, the balance between work and personal life is very important for them.
A research career is very strictly routine, and by the fact that at the beginning
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of an academic career, more time and energy are required from academics for
teaching and for the many other an academic staff may undertake (mentoring,
talent management, class and schedule preparation, etc.). In our previous inter-
view study, young academics found, at the outset of their careers, it was difficult
to cope with multiple roles, especially teaching. They often, in addition to their
teaching profession, had the additional burden of doing Ph.D. studies or writing
their doctoral thesis. Fulfilling the role of an academic staff hardly allowed them
to do other academic work (Kovdcs et al., 2024).

Nearly a third (31%) of academics feel emotionally exhausted weekly or even
daily, and 209 feel several times a week or even every day burned out because of
their work. But it is a much more important result that the emotional exhaustion
in work is the biggest negative predictor of WLC. If an academic staff is tired,
burned out, sees his or her work as meaningless and even works too much,
compliance with the indicators of various performance evaluation systems, the
underestimation of teaching work and related sub-fields compared to academic
performance, or the lack of knowledge of clear institutional goals, expectations
and tasks are all job demands in our interview research among academics in
the region (Kovdcs et al., 2024), which contributes significantly to a more diffi-
cult work-life balance. A study among Australian academics (Bell et al., 2012)
analyzed the emotional involvement of academics in work: job threat stress
and job pressure stress together explained 61% (R2 adj = 0.60) of the variance
in work-life conflict score. On our study negative emotions at work with other
variables (working time, social institutional support, gender and the institutional
academic role) explained 52% of the WLC variance.

An important protective factor of WLC is the social institutional support. Peer
support, such as fostering a community of colleagues and students, can have a
positive impact on academics’ well-being and on WLC according to our results.
A positive network of relationships between academics and supportive attitudes
from students can help manage stress (Vigoda-Gadot & Talmud, 2010). Since the
1970s, discourse has pointed to the fact that peer (social) support acts only as a
resistance factor; however, some have argued that its absence can be a source of
stress (Thoits, 1985). If an academic’s work is supported, valued and appreciated
in their institution, and if they are recognized by their leaders and colleagues, it
helps them to find a work-life balance. In this way, they feel that their work is not
in vain and that they do not have to work day and night, even at the expense of
their personal life, in order to be appreciated. Another dimension of peer support
is the informal relationships with colleagues with whom you can share problems
(whether work or personal) and from whom you can ask for help and advice to
solve them.
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5. A Social Evaluation Model of Factors Contributing
to the WLC Phenomenon

Finally, we give answer to the question: which social environments (the micro,
mezzo, or macro levels) are involved in these disfunctions (Fig. 11.2)? The working
time and the fatigue contribute to the conflicts between work and personal life,
and we can extend these as a general profile of an academic worker perceiving
conflict at micro and professional level, but these factors can cause disfunctions
at different environments. Gender’s effect on increasing the WLC, which is a
micro characteristic of human resources and is connected with the identifications
of other family roles and responsibilities at the micro level (how affect family or
personal life the work of academics), was not achieved in this study. Institutional
position and social support at the workplace belong to the institutional and macro
environments. Examining workplace stress, Salami’s (2011) study investigated how
peer support can mitigate the negative effects of workplace stress. These results
support the view that environmental and personal factors have a strong influence
on workplace stress. Good working relationships between lectures and a sense of
belonging to the workplace community can be a source of strength. Colleagues
can help solve problems and provide mentoring and support (Thoits, 1985).

Micro - personal Institutional and
and family macro
environment environment

Emotionally

exhaution at work

Social support

Figure 11.2: Different social environments implication on work-life imbalance (Authors’ design).
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The limitation of the study is that we did not cover all factors and causes of
WLC and all universities, and all human resource populations from Romania,
Slovakia, Hungary, Ukraine and Serbia. The study subjects were mostly
Hungarian nationalities academics, and the results cannot be extent or gener-
alized to these countries. We know that working hours are connected to work-
loads, specialization and work responsibilities, but here we did not introduce
these dimensions. In our study we make a comparison just in regard to the
academic position. One source of WLC is human values, regarding whether
work interfaces with family at the level of values attainment (Perrewé et al.,
1999). In addition, it would be important the social evaluation of the personal,
family and professional values, and the connection or the fit of them. According
to previous researches (Premeaux et al., 2007; Dorenkamp & Rubhle, 2019),
WLC are related to different professional roles, responsibilities and actions
connected with the workload and specialization also, so in the next study we
will analyze these correlations.

Conclusions

In our study we proposed a holistic view of work-life conflict as a conflict in
dual functionality of humans at different (micro and mezzo/macro) level of the
society, integrating professional and personal values, abilities, roles, interactions
and social behavior, as a whole. The dimension analyzed here was when work
affected the personal or family life of academics from five Central and Eastern
European countries. The novelty of this study is the conceptualization of the WLC
as a disfunction at different level of the society, taking into account the human
values, subjective perceptions and dual roles of human resources in private life
and in their professions.

General organizational policy recommendation was formulated in the ILO
report with the aim of decent work in the area of working time: promote health
and safety; be “family-friendly” and improve workers’ work-life balance; promote
gender equality; increase the productivity and sustainability of enterprises; and
offer workers a degree of choice and influence over their hours of work (ILO 2022,
p. 148). Our results lead us in the same direction: would be useful at professional
levels, for higher education institutional managers, leaders of departments, fac-
ulty or rectors creating an equitable environment at mezzo levels, offering social
counseling, mentoring and support for their employers and for social policy
makers, creating norms and legislation, human and family-friendly programs
at macro level in Central and Eastern European countries.
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One of the most important findings of our research is that, in principle,
micro-private life functions do not play a role in WLC, as the number of children
is not a factor, while the quantity and quality of work is the main cause of these
conflicts. Our findings highlight that dual functionality for junior academics is
rather a multifaceted functionality related to work. The diversity of the work and
the extra workload this entails make the situation particularly difficult for young
academics. Teaching, research, mentoring and organizational tasks, as well as their
own research and doctoral studies, are a major challenge for them. In relation to
dual functionality theory, the primary cause of WLC is the acquisition of values
and the need to cope with these different roles and their associated expectations.
It would be important to develop mentoring and counseling programs, especially
for junior or early-career academics, to help them with professional socialization,
coping effectively with different tasks, as well as the support of the supervisor
in doctoral research.

Our findings raise awareness of the importance of social evaluation of WLC
factors, the social and mental health counseling services also for higher educa-
tion human resources, including the provision of programs and opportunities
to support the development of academics’ practical knowledge and skills in the
area of time management, with a particular focus on female academics. Other
social and psychological factors may be at the root of work-life conflicts, and
the involvement of professionals is needed to identify and address these. It is
important that such services are provided within an institutional framework.
One such good practice is the services for university employees and their
family members, provided by the Mental Health Center of the University
of Debrecen.

Another suggestion is to provide training for higher education managers
and leaders to learn effective tools for recognizing and managing burnout (e.g.,
supervision), so that they can recognize in time when their staff are overworked,
exhausted, having personal conflicts, and how to reduce work-related stress. They
also contribute to the development of their leadership skills, since, as Mudrak
etal. (2008) argued in their study, the majority of university leaders are promoted
to leadership positions on the basis of their academic performance rather than
their management skills. The above suggestions could be used to reduce work-
life conflict at the individual and institutional levels and to effectively achieve a
work-life balance that contributes to academics’ enjoyment of their work, which
in turn contributes to their well-being and productivity. After all, only happy,
well-balanced academics can teach satisfied students and carry out effective
academic work.
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