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Abstract.
BACKGROUND: Apart from being a topic of key interest during the last decades for its individual and organizational
effectiveness, work-life balance also has specific implications during the period of imposed remote work.
OBJECTIVE: The article outlines some of the antecedents of university teachers’ work-life balance. They were the only
professionals teleworking during the whole period of imposed restriction and furthermore, university teachers are a group of
professionals without any prior home office or remote work experience.
METHODS: The cross-sectional study comprises randomized convenient sample of 708 university teachers who were
administered an online instrument, measuring the constructs of work-life balance, perceived stress, burnout, job satisfaction,
general health, general fears and anxiety, and satisfaction with personal relations.
RESULTS: The results reveal that perceived stress, burnout, job satisfaction, physical and mental health, psychosomatic
problems and quality of relations are antecedents of participants’ work-life balance.
CONCLUSIONS: University teachers have adapted to the new working mode and succeeded in maintaining moderate levels
of work-life balance and burnout. However, our findings outline the need of a robust comprehensive framework, accounting
for the multiple and multi-level predictors of work-life balance. Future research and HR perspectives have been outlined.
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1. Introduction

Working conditions during the COVID-19 pan-
demic had different patterns depending on the
restrictions in each county, as well as the degree
of their impact on the various employment sectors.
This article presents the results of our survey con-
ducted among university teachers in Bulgaria, and,
in particular, how remote work in the context of
the COVID-19 pandemic has affected their work-life
balance (WLB). The reason to focus on this target
group is due to the fact that higher education insti-
tutions were the only organizations which remained
in remote working mode throughout the two-year
COVID-19 pandemic period (from 9 March, 2020
to 1 April, 2022). In comparison, businesses in the
country had just one major lockdown period, which
lasted from 8 March to 15 April, 2020, and during
the rest of the time public and private organiza-
tions operated under specific measures which, while
restrictive, allowed them greater freedom to orga-
nize their operations in hybrid mode or attendance.
Conversely, remote work was fully applied to univer-
sity teachers in the country, including all academic
activities like meetings (team meetings, management
meetings, academic councils, etc.), public lectures,
practical classes, conferences, seminars, scientific
juries and all ongoing discussions. It is also important
to note that, in Bulgaria, work in universities is tra-
ditionally carried out in an attendance form, and the
COVID-19 pandemic not only placed new demands
on teachers in their transition to a new working envi-
ronment and way of communication, but also raised
many challenges in the field of human resource man-
agement in universities. Delivery of education was
challenged to a great extend due to the limited ICT

resources, absence of digital platforms and online
teaching materials, which was strongly felt, espe-
cially at the beginning of the pandemic. Thus, the lack
of clarity, rules, guidelines and resources, as well as
the lack of control over the entire process and work
staff at the beginning, drew a line of personal self-
organization, time and resource management that can
best be described as highly stressful. Gradually, dif-
ferent dimensions of the pandemic were taken into
account, appropriate measures were taken, new work
rules were adopted and resources provided for remote
work in electronic environment. Meanwhile, human
resource management had also changed to adapt to
the new settings.

The purpose of our study, after this extended period
of remote work is to present a summary of the
perceived burnout, stress, job satisfaction and com-
munications and their relation to work-life balance
of university teachers, as well as to outline implica-
tions for future research. The main research questions
we posed, to effectively address the specific research
tasks, concern WLB of university teachers and its
antecedents and what can be optimized in order to
manage the teaching and working processes more
effectively in future periods of crisis and in general.

Apart from the survey presented in this article,
we have also conducted a series of studies during
life in pandemic environment. One of our earliest
research projects was launched three weeks after the
lockdown and addressed teachers and the need for
transitioning to remote work in a very short period of
time [1]. Other studies focused on people’s adapta-
tion and self-regulation in the course of the pandemic
[2–4] as well as on a cross-sectional perspective [5].
Since the end of the restrictions, we have conducted
research among nursery and primary school teach-
ers [6–8] and a survey among university teachers [9].
In summary, our findings revealed some undeniable
negative effects which the new work conditions had
on employees. In brief, even though the burnout lev-
els remained moderate, a great degree of emotional
exhaustion, psychosomatic symptoms and worsened
physical health were registered. A negative impact of
telecommunication on the quality of teacher-student
interactions was also reported along with a disrupted
work-life balance. On the other hand, there were
some positive outcomes like, for instance, gaining
new competences, having an opportunity to save
time and money, working in a safe home environ-
ment with one’s beloved people around. The outlined
results are discussed in the line of limitations and
future research perspectives. In this survey we have
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outlined some of the most significant antecedents
of work-life balance as self-reported after a pro-
longed period of teleworking. We believe that the
highlighted trends give robust insights that can be
successfully integrated into HR management in order
to instil more resilience and preparedness for con-
ceivable future challenges and living in crisis settings
as well as to enhance university teachers’ work-life
balance.

1.1. Literature review and hypotheses

The problem of conflict between work and per-
sonal life in modern society is extremely important,
but the satisfactory balance is influenced by a num-
ber of economic, social and occupational factors
[10]. The conclusion that work-life balance (WLB)
is inconsistently defined, despite the widespread
interest in the topic [11], is still relevant to some
extent. As both an individually and organization-
ally relevant issue, WLB is conceptualized from
different perspectives – the Role balance theory, the
Person-Environment fit theory and the Satisfaction
theory [12–14]. The dynamic changes and insights
lead to different approaches and even new formula-
tions of the research field itself– work-life balance,
work-family balance, job-family conflict, etc. In this
article we use “work-life balance” as a broader term,
which we consider to be more appropriate to our
research settings. Chronologically and most com-
monly, researchers consider WLB as the lack of
conflict between the two domains – work and per-
sonal life – on the one hand, and as the frequency and
intensity with which work interferes with family or,
on the other hand, family interferes with work. Work-
life balance/imbalance can positively or negatively
affect employees’ performance [15]. Also, research
indicates that a lack of work-life balance, typically
defined as increased work-family conflict, can nega-
tively impact both individual health and well-being
[16] and organizational performance [17]. During the
last decades the ability to balance work and personal
life is considered the major social challenge of our
age [18]. This issue became especially evident during
the period of the COVID-19 crisis, calling for focus
on the innovative strategies needed to manage and
support human capital [19, 20]. Apart from being a
key topic of interest, WLB also emerged as a primary
interest during the period of pandemic restrictions.
Both institutional and national, and international
reports, have discussed the effect of pandemic on
WLB. Subsequently, the post-Covid situation and its

implications have been the focus of many researchers
in the field.

Herein below, we have briefly commented on some
studies conducted prior and during the pandemic
and their findings which are relevant to our research
hypotheses.

Telework during pandemic was not a matter of per-
sonal choice, but forced upon people by the imposed
restrictions. Therefore, it would be quite natural to
expect differences in the reported advantages and dis-
advantages of remote work and home office-based
work before, during and after the pandemic times.
One survey conducted during the COVID-19 pan-
demic reports, on the one hand, on the negative
outcomes of raised work demands, long working
hours and on the other hand, on the positive outcomes
of job autonomy, supervisor support, and co-worker
help and support on WLB. However, the effect of fam-
ily demands and number of children living together
and learning remotely on adults’ WLB, has not been
verified [21]. The new arrangements, especially flex-
ible working patterns, have challenged traditional
relationships of workers and employers, as well as
their working hours, work-life balance and people’s
attitudes to work. Employers should find ways to
boost employee motivation and improve their WLB
[22].

Increased levels of stress and burnout are
accounted during the pandemic [23]. Work-life
disharmony increases psychological distress (emo-
tional exhaustion, emotional malaise, anxiety, irri-
tability and hostility, depression) and family stress,
as well as the manifestation of disease symptoms
[24]. Reported burnout rate among university teach-
ers prior to the pandemic was high in 8% of the
participants, more in women and respondents, aged
40–59, as well as in those who taught social and tech-
nical sciences [25]. Emotional exhaustion is viewed
upon not only as a consequence of excessive work-
load but also in relation to emotional burden, and
depersonalization as a coping strategy in crisis situa-
tions. The general uncertainty felt by many teachers
proved to be a predictor of their stress and burnout
levels. This uncertainty was largely due to the insuf-
ficient resources available to teachers to use when
they were expected to make a quick shift to tele-
working [26]. ‘The new normal’ was the new-coined
phrase, commonly used during the COVID-19 pan-
demic in numerous publications, including a special
report on the mental health risks of remote work-
ing [27]. Work-life studies conducted during the
pandemic consistently highlight the blurring of work-



696 M. Bakracheva et al. / Work-life balance of university teachers after two years of telework during the COVID-19 pandemic

life boundaries and the increased work-life conflicts
based on time and behaviour concerns, leading to
psychological distress, emotional exhaustion, and
burnout [28]. A good WLB is related to low levels
of emotional exhaustion and better health [29]. A
lot of studies confirm the experienced burnout and
perceived stress during the pandemic [30, 31]. Con-
sequently, our first research hypothesis is:

H1: We expect perceived stress and burnout to
be antecedents of WLB

There is evidence that just as job satisfaction can
affect employees’ personal lives, a lack of work-life
balance can affect their performance [32]. We can
assume that the challenges which a person faces in
relation to taking on different roles in life are also
related to these two main life domains, i.e. how to best
perform and behave at the workplace and at home. A
large body of research supports the significant rela-
tionship between job satisfaction and WLB [33, 34].
The role which organizations can play in supporting
the WLB of their employees in relation to their effi-
cient and fluent performance is also largely discussed
[35]. Accordingly, job satisfaction is sometimes posi-
tioned in-between burnout and commitment to the
company [36].

Surveys during COVID-19 pandemic confirmed
decreased job satisfaction, including consideration
of a career change among teachers [31]. Telework
setting and work from home during the pandemic
significantly increased job satisfaction for some
employees but the path is not straightforward and
univocal. Hence, the need of further research on the
relationship between WLB and job satisfaction in
telework settings has been discussed and accounted
for [37]. Employees with a favourable work-life
balance report low levels of emotional exhaustion
and feel satisfied at work [29]. Furthermore, the
workplace role for employees’ job satisfaction and
performance is well documented [38–40]. Accord-
ingly, our second research hypothesis is:

H2: We expect strong relation between job sat-
isfaction and WLB

WLB is generally seen as a characteristic feature of
the quality of life and is often related to key areas such
as health, family life, social relations, security and life
satisfaction [41]; and vice-versa, lack of balance in
ones’ work and private life can lead to a number of
negative effects, such as an increased level of expe-
rienced stress, insufficient commitment to the work
process or a reduced quality of life [42]. Research

studies, at the beginning and over the course of
pandemic adaptation, equally account for decreased
physical and mental health, fears and anxiety and
high decrease of psychosomatic symptoms. Overall,
the pandemic has been reported to affect the men-
tal health of people worldwide [43–46]; attention has
been drawn to health behaviours [47], psychological
health and performance [48], perceived stress, phys-
ical and mental health, eating and sleeping disorders,
and increased alcohol use [30, 31]. Accordingly, our
third research hypothesis is:

H3: We expect physical health, psychosomatic
symptoms, and experienced fears and anxi-
ety, typical for the COVID-19 pandemic, to be
related to the experienced WLB

The quality of communication and relationships
between employees and their supervisors is reported
to be critical to maintaining normal stress lev-
els [49]. The more emotional (caring, sharing, and
accessibility) and instrumental (frequency and qual-
ity of feedback) support employees receive from
their immediate supervisors, the fewer work-related
burnout episodes they will experience [50]. The
importance of carefully designed and implemented
human resource management strategies nowadays is
the key to the employees’ well-being, satisfaction,
productivity, motivation, and occupational safety
and health at the workplace [51]. Opportunities for
employees to talk to their managers and colleagues,
develop personal relationships and work skills, and
express their opinions also lead to increased engage-
ment and well-being [52]. Accordingly, our fourth
research hypothesis is:

H4: Relations with others will be associated
with perceived WLB of university teachers

During the pandemic, surveys on teleworking
account for advantages and disadvantages, resulting
from the remote work in respect to WLB. Some of
the reported advantages are: flexible organization,
absence of office distractions, autonomy, comfortable
environment, saving time and money. On the other
hand, the negatives, commonly accounted for, relate
to: distraction by family members and household
chores, uncomfortable environment, lack of control,
communication barriers, lack of social interaction,
lack of hardware support, blurred line between work
and personal life, and unhealthy lifestyle [53]. Thus,
one conclusion is that teleworking may not be ben-
eficial for everyone. A deeper understanding of how
teleworking may affect employees’ different personal
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and private spheres of life is needed [48]. Different
family circumstances, occupations and professional
settings should be accounted for. One survey of uni-
versity teachers describes four areas of discrepancies
between desired expectations and undesired realities
of telecommuting based on pre-pandemic conclu-
sions and pandemic reports. These areas are flexible
work hours versus work intensity, flexible space ver-
sus limited space, technologically convenient work
arrangements versus technostress and isolation, and
family-friendly work arrangements versus intensity
of household chores and caregiving. All this empha-
sizes the important role which HR management
professionals can play in helping employees achieve
congruence between their expectations and experi-
ences [54]. The survey summarizes further that 58%
of the university teachers reported that work-life bal-
ance had worsened since the start of the COVID-19
pandemic; 16% reported no change in work-life bal-
ance and 27% reported improved work-life balance
[54]. Forty per cent of the respondents during the pan-
demic have not used any tools, aimed at maintaining
work-life balance [55]. Worsened WLB of univer-
sity teachers is reported in respect to ICT resources,
preparation and curricula not adapted for online deliv-
ery, lack of skills and competences of teachers and
students to shift to online work [56–59] Accordingly,
our next research hypothesis is:

H5: We expect worsened WLB of university
teachers during the pandemic period of tele-
work

Gender and “care for small children” are two fac-
tors often studied in relation to WLB. Surveys from
different countries [55, 60–62] generally support that
women and respondents with underage children in the
household are more likely to have difficulty balanc-
ing work and personal life. Caregivers of dependants
aged 5–8 years reported a significantly greater neg-
ative impact on work-life balance [54]. Likewise, in
our survey, we focused on a number of factors, related
to university teachers’ WLB, which we consider
important, i.e. gender, age, university location, teach-
ers’ academic area of expertise and their involvement
in different types of classes. Accordingly, our last
research hypothesis is:

H6: Gender, age, location (country/capital),
academic area and involvement (in lectures /
seminars / practical exercises/) will have effect
on university teachers’ WLB

2. Methodology

2.1. Research design

Telework can have both positive and negative
effects on WLB, especially when it is not the result
of personal choice but of coercion. The aim of the
study is to outline the antecedents of WLB for uni-
versity teachers and their perceived stress, burnout,
psychosomatic symptoms, satisfaction with work and
relations with others, as well as their general fears
and anxiety. The individual variables of gender, age,
employment, academic field, length of experience
and location of the university are also included. The
model is described in Fig. 1.

2.2. Sample and data collection

To address the research aims, data were collected
by targeting a representative sample. A questionnaire
was designed and distributed online among all univer-
sities in the country with the support of the Bulgarian
Ministry of Education. Research data were collected
in the period between 7 February – 15 March, 2022
(after almost two years of teleworking). The cross-
sectional survey comprised a randomized convenient
sample of 708 university teachers (Table 1).

2.3. Measurement scales

The instrument comprises 85 items, grouped in
scales, adapted in our previous studies for Bulgaria
[2–4] and author scales, piloted for the university
teachers survey [6].

The Perceived Stress Scale [34] comprises 10
items with a 5-point response scale: from 1 - never
to 5 - very often. It is a classical stress measurement
instrument, with exemplary items: In the last month,
how often have you felt that things were going your
way? In the last month, how often have you felt dif-
ficulties were piling up so high that you could not
overcome them? In the last month, how often have
you been able to control irritations in your life?

Health Status Scale (PROMIS Global Health
Short) [64] is a 9-item scale for measuring subjective
assessment of different health components - physical
and mental health, fatigue and pain for the previous
period with a 5-point response scale: from 1 - poor
to 5 - excellent. It is intended to measure the over-
all physical and mental health, fatigue and perceived
pain. Exemplary items: In the past 7 days, how often
have you been bothered by emotional problems such
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Fig. 1. Model of the study – WLB antecedents.

as feeling anxious, depressed or irritable? In gen-
eral, how would you rate your satisfaction with your
social activities and relationships? In general, would
you say your quality of life is (poor to excellent).

Psychosomatic Symptoms Scale is a 6-item scale
created for the purpose of the university teachers sur-
vey [6] with a 5-point response scale: from 1 - never
to 5 - very often. Items: I could not sleep well, I was
experiencing anxiety, I had headaches, My appetite
changed, I was feeling irritable for no reason, I was
experiencing apathy.

The Professional Burnout Scale [65] is aimed
specifically at teachers and adapted to Bulgarian
conditions [6]. It contains 22 items that form three
subscales: emotional exhaustion, depersonalization
and personal accomplishment. The response scale is
7-point: from 1 - never to 7 - every day. Exemplary
items: I feel discouraged by my work; I put too much
effort into my work; I don’t care what happens to
some of the students; Working with people all day
really stresses me out; I easily create a relaxed atmo-
sphere for my students; I feel excited after working
with my students closely.

The Job Satisfaction Scale is an adaptation from
the Burnout Self-Test [66], Measurement of human
service staff satisfaction [67], Job Satisfaction Survey
[68] and Teacher Job Satisfaction Scale, Eighth Grade
[69] and covers 15 items with a 5-point response
scale: from 1 - never to 5 - very often. There are
three subscales on the job satisfaction scale, which

comprise assessments of overall satisfaction with pay
and relationships with colleagues and management,
work load, and job satisfaction in respect to occupa-
tion. Exemplary items: I worry about the expectation
of others that I should succeed in everything in my
job; I feel I am not getting what I want out of my job;
I feel that I am in the wrong institution or profession;
I feel that there are not enough career development
opportunities; I feel that my work is meaningful and
has a clear purpose.

Fears and anxiety scale [6] comprises 6 items,
measuring health and financially related fears and
concerns and general insecurity with a 5-point
response scale: from 1 - never to 5 - very often. Items:
How often in a pandemic have you experienced fear
about your financial situation / fear about your job /
general uncertainty and anxiety / fear about the future
/ fear about your health / fear about the health of your
loved ones?

Work-Life balance scale [6] comprises 7 items
with a 5-point response scale: from 1 - never to 5 - very
often. Items: Please indicate how working in an elec-
tronic environment affects your personal life (never
- rarely - sometimes - often - very often). Exemplary
items: I have difficulty balancing family responsibil-
ities / I have difficulty organizing personal space / I
feel more relaxed at home.

Relations scale [6] measures the evaluation of
relations with supervisors, colleagues, and personal
relations; it is a 4 item scale with 5-point response
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Table 1

Profile of the survey respondents

Response categories N %

Gender male 269 38

female 420 59

prefer not to answer 19 3

Age under 30 17 2

30 to 40 168 24

40 to 50 240 35

50 to 60 195 28

over 60 88 13

Area social sciences 175 25

humanities 182 26

biological sciences 13 2

mathematical and computer sciences 56 8

medical sciences 68 10

earth sciences 20 3

agricultural sciences 23 2

technical sciences 139 29

physical sciences 14 2

chemical sciences 18 2

Work up to 5 years 88 12

experience from 5 to 10 years 124 17

from 10 years to 15 years 116 17

from 15 years to 20 years 92 13

from 20 years to 25 years 81 11

from 25 years to 30 years 85 12

. more than 30 years 122 18

Occupation lectures only 79 11

seminars only 92 13

conduct both lectures and seminars 512 72

practical trainings only 25 4

Location sofia 233 33

countryside 452 64

did not responded 21 3

Total 708 100

scale: from 1 – severely deteriorated to 5 – signif-
icantly improved (Please, specify in the context of
pandemic and teleworking what your relationship has
been (severely deteriorated - somewhat deteriorated
- stayed the same - improved - significantly improved)
with: colleagues / management / students / personal
relations).

Data processing was done using SPSS v.25 for the
reliability analysis, component analysis, correlation
analysis, regression analyses, ANOVA and T-test.

3. Results

Component analyses confirms good construct
validity [6]. The reliability value for each construct
was calculated using Cronbach’s alpha. Accord-
ingly, Cronbach’s alpha for WLB was � = 0.854; for
Perceived Stress Scale � = 0.901; for Health Sta-
tus Scale � = 0.902 for Psychosomatic Symptoms
Scale � = 0.881; for Professional Burnout Scale sub-
scales: Emotional exhaustion � = 0.918; Personal
accomplishment � = 0.811 and Depersonalization
� = 0.776; for Job Satisfaction Scale subscales: Sat-
isfaction with environment � = 0.871, Satisfaction
with time management � = 0.838 and Satisfaction
with profession � = 0.595; for Fears and anxiety
scale � = 0.887 and for relations scale � = 0.669.
As all Cronbach’s alpha coefficients exceed 0.70,
all measures were considered acceptable for the
analysis.

The means, standard deviations, and correlation
matrix are provided in Table 2. Correlations are with
controlled gender, age, work experience, location of
the university, academic field and profile. There are
significant moderate to high correlations as expected.
Burnout – emotional exhaustion, depersonalization
as coping and personal accomplishment, perceived
stress, worsened physical and mental health, wors-
ened quality of relations, experienced fears and
anxiety and dissatisfaction with profession, exter-
nal factors and time management are all related to
worsened WLB. At the same time, a positive general
picture is observed – the levels of burnout, stress, and
dissatisfaction are below the theoretical mean of the
scale, but relations are evaluated above the mean –
improved, but not worsened during the teleworking
mode. The only burnout subscale with higher levels
is emotional exhaustion and worsened general health
status is registred with scores just above the mean of
the scale.

Effects of the individual variables of gender, age,
length of service, academic area, academic pro-
file and location of the university are insignificant
both as individual and aggregate effect, thus not
supporting H6. There are just partial differences
in some of the subscales. The partial effects are
as follows: The WLB of women is lower com-
pared to that of men, however with low effect
size (men M = 2.91; women M = 3.16; t = 3.413;
p = 0.001; Cohen’s d = 0.265999). Thirty-to-forty-
year-old teachers have lower WLB compared to
teachers aged 40–50 and 50–60 (mean difference
–0.26446 and 0.25557; p < 0.05), however there is no
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difference compared to teachers below 30 and above
60 years of age. Regarding academic field, the only
difference exhibited is that of teachers in medical sci-
ences, who have lower WLB compared to teachers
in social sciences (0.47766, p = 0.000), humani-
ties (0.37725; p = 0.005), mathematics and ICT
(0.42062; p = 0.014), physical (0.61194; p = 0.028)
and technical sciences (0.36051; p = 0.010). Those
who work in the country have lower WLB com-
pared to teachers from the capital city of Sofia,
with small effect size (M = 3.15 and 2.90 respec-
tively; t = 3.301; p = 0.001; Cohen’s d = 0.262359).
Individual effect has just partial contribution
to WLB.

Further, to test the study hypotheses, multiple
regression analyses have been conducted (Table 3).
It can be seen (Tables 2 and 3) that all our other
hypotheses have been confirmed. WLB mean of
university teachers is registered to be above the the-
oretical mean of the scale. Emotional exhaustion
as a component of the burnout is also high. Per-
ceived stress, fears, and anxiety, depersonalization
and personal accomplishment are moderate. Posi-
tively, the relations with superiors and colleagues and
personal relations are evaluated as improved during
the pandemic. Women have worse WLB compared
to men, with small effect size. Our results sup-
port findings of other researchers – about challenged
WLB during COVID-19 pandemic of academic staff
[54, 56, 57].

Job satisfaction is moderate, depersonalization and
personal accomplishment as components of burnout
are also moderate, and so are the perceived stress
and psychosomatic symptoms. University teachers,
however, report challenged work-life balance, high
emotional exhaustion and worsened physical and
psychic health.

Table 4 reveals the explanatory power of WLB
antecedents. Depersonalization, personal accom-
plishment, satisfaction with profession and satisfac-
tion with external job-related factors do not explain
a large percent of WLB variation.

Most predictive for the WLB are: the emotional
exhaustion (explaining 31% of the variation in WLB),
psychosomatic symptoms (explaining 27% of the
variation in WLB), perceived stress (explaining 24%
of the variation in WLB), satisfaction with time man-
agement (explaining 21% of the variation in WLB),
general health (explaining 20% of the variation in
WLB), relations with others (explaining 15% of the
variation in WLB), and perceived fears and anxiety
(explaining 11% of the variation in WLB).
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Table 3

Regression analysis

Dependent Variable: (Standardised �)

WLB WLB WLB WLB WLB WLB WLB WLB WLB WLB WLB

H1a H1b H1c H1d H2a H2b H2c H3a H3b H3c H4

Constructs

Perceived stress 0.495∗∗∗

Emotional exhaustion 0.558∗∗∗

Depersonalization 0.266∗∗∗

Personal accomplishment 0.139∗∗∗

Satisfaction with profession 0.267∗∗∗

Satisfaction with time 0.455∗∗∗

Satisfaction with external factors 0.275∗∗∗

General health –0.440∗∗∗

Fears and anxiety 0.340∗∗∗

Psychosomatic symptoms 0.519∗∗∗

Relations with others 0.384∗∗∗

R2 0,495 0.558 0.266 0.139 0.267 0.455 0.275 0.440 0.340 0.519 0.348

Total F 229.530 318.455 53.580 13.971 54.346 184.061 57.660 169.282 92.016 260.919 122.178

Adjusted R2 0,244 0.310 0.069 0.018 0.070 0.206 0.074 0.192 0.114 0.269 0.149

∗∗∗p < 0.01. ∗∗p < 0.05. ∗p < 0.1.

4. Discussion

The aim of the present research was to outline
and study some of the main antecedents of univer-
sity teachers’ work-life balance. Generally, it will
be fair to conclude that the research findings sup-
port our suppositions and replicate reported results
of other studies. Primarily, it should be noted that
the satisfactory balance is influenced by a num-
ber of economic, social and occupational factors
[10]. Furthermore, WLB is related to emotional
exhaustion and satisfaction at work [29] as well as
to job satisfaction in general [38–40]. The role of
interpersonal relation quality has also been verified
[50]. Finally, WLB has been affected by the long
period of telework during the COVID-19 pandemic
[54].

We acknowledge the limitations of the study in
terms of the number of respondents and cross-
sectional design but we view the results, related to this
particular occupational group of teachers, as indica-
tive and contributing to literature in several aspects,
discussed herein below.

There are two most note-worthy findings of the
present research. The first one is the confirmed sig-
nificance of the positive relations with managers and
colleagues for maintaining a satisfying WLB. The
study results show that university teachers view their
interpersonal relations – both in the academic and in

the personal domains - as vital during the pandemic.
The second important finding, which indicates the rel-
evance of occupational factors, pinpoints emotional
exhaustion and externalized psychosomatic factors
as specific antecedents of university teachers’ WLB.
This can be attributed to the pressure for working in
remote mode for two years without having previous
experience in teleworking. These two findings are of
practical value in terms of providing future support to
academic staff, as well as of outlining areas of more
detailed future research.

Furthermore, the specific dynamics of university
teachers’ WLB is highlighted by other findings of this
study. Teachers engaged in lectures, seminars, or stu-
dents’ practice exhibited quite similar WLB. Thus,
the particular type of academic engagements itself
does not impact the respondents’ WLB. The length
of service has had no effect on WLB, either, which
shows that when there is a completely new situation,
length of service can neither facilitate, nor impede
employees’ adaptation. Similar to other studies, our
survey confirmed that job satisfaction, time manage-
ment, overwork, technical support and guidelines,
quality of communications, and perceived stress are
among the antecedents of teachers’ WLB. More gen-
eral issues, like pay and professional reputation, that
are not dependant on personal and organizational
efforts, seem to have less effect on WLB in the case
of university teachers.
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Fig. 2. Suggested WLB model integrating organizational culture, strategic HR management and personal variables.

We hope that this initial summary is the first step
towards research and insights for a more flexible
and effective management of the work processes
not only in a particular instance but in a continu-
ous development at the level of HR administration.
In summary, the results show that flexibility and
accounting for universal needs of employees could
allow the development of general frameworks with
distinct indicators, which can be easily adapted by
HR professionals in stable conditions and in crisis.
Preparedness and stability of employees when they
are facing external challenges and enduring changes
are the foundations of their security and a prerequisite
for maintaining work-life balance.

In conclusion, global crises and the related health,
financial and general uncertainty, fast technological
development, AI deployment in all professional and
life domains put increasing pressure on professional
and personal performance and reveal even more the
importance of a good WLB. Digital acceleration and
digitisation characterise the post-pandemic environ-
ment and further highlight the need for a more robust
ICT infrastructure and continuous digital literacy
upskilling. Last but not least, programmes for per-
sonal support are viewed as important for promotion
of the WLB.

WLB is a complex construct, predicated by var-
ious factors. Future research can be based on the

outlined explained variance in search for exhaus-
tive groups of antecedents and their integration in
a viable WLB model. The proposed WLB model,
which integrates organizational culture, strategic HR
management and personal variables, is outlined in
Fig. 2. The acquis in the field of WLB research,
apart from its vital importance for personal and orga-
nizational well-being, clearly indicates the place of
organizational culture and HR management efforts in
supporting employees and reveals the key role of the
working environment. The inclusion of respondents
from heterogeneous professions can validate this and
contribute to the promotion of WLB, focusing on
what organizations can provide and monitor.
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[44] González-Sanguino C, Ausı́n B, Castellanos MÁ, Saiz
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