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Abstract

In this paper; the authors are addressing the issue of family — work balance, as well
as the connection between this phenomenon and working from home. The basic, initial
point is that the desired balance can be achieved if the employees are provided with
more flexible work schemes, one of which is having the option to perform their work
from home. According to the forecasts regarding the work place of the future, employees
from almost all demographic, cultural and social groups decided that the trend of the
life being reduced to work only, the motto ,,live to work", is obsolete. The expression
., live towork” implies the full commitment of individuals to their work, which they deem
the ,,centre of their lives. Today, employees are not only employed in an organization,
they have several roles which should be brought to a mutual balance. The expression
,,work - life balance * which is the outline of this paper, means establishing a balance
between the professional and private (family) life. There are more and more employees
who do not want to feel the work pressure after work hours, especially those belonging
to younger generations. The goal of this paper is to present the main future challenges
of the managers worldwide, that is, motivation of employees. It is deemed that a person
will stop self-sacrificing or investing their efforts just for money, but will be prepared
to do so for other immaterial aspects (Gijic, Jovic, Reko, 2013). The basic methods
used in this paper were analysis, synthesis and comparative method. The analysis
and synthesis method, as the basic methodological means, is applied throughout the
whole paper, while the comparative method is applied in order to compare the results
obtained by the researchers up to this day.
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PAJ1 O KYRE KAO AJITEPHATHUBA 3A IIOCTU3AIBE
ITOCJIOBHO - TIOPOANYHOI" BAJIAHCA

Adcrpakr

Aymopu ce y pady 6age Oepunucarsem npoonemamuxe nopoOUyHoO - NOCIOBHO2
bananca, kao u nosesaHocmu 0602 henomena ca paoom 00 Kyhe. Ocnosna mesa 00
Koje ce nonasu jecme 0a ce dcesbeHu 6ananc modice ROCmuiu yYKoIUKo ce 3anoCieHuma
npyice rekcubunHuje paore uieme, a Kao jeOHa 0o X, u Mo2yiHocm 0a c80j nocao
obasmajy 00 kyhe. Ilpema npedsuljaruma gesanum 3a paowo mecmo Oyoyhnocmu,
3aNOCNEHU U3 20MOB0 CEUX 0eMOPAPCKUX, KVAMYPOIOUIKUX U COYUOTOWKUX SPYNA
onpedenuni cy ce 0a mpeHo no KoMe ce HCUBON C800U CAMO HA pad MOMO “JHcusu 0a ou
paouo” suuie nuje akmyenat. 1100 mepmurom ,, dcusu oa ou paouo *“ noopazymesa ce
nomnyHa noceehienocm nojedunya nociy Koju oH cMmampa ,, yeHmpom ** ce0e JHcusomd.
Jlanac 3anocnenu euuie HUCY camo 3anOCieHu y opeanuzayuju, onu “‘uepajy’’ euue
ynoea xoje je nompebro melycooro novupumu. Tepmurn “wopk aughe bananye *, koju
Jje okochuya 0602 pada, npedcmasba YCHOCmeabarse pasHomedice usmely nocioeHoe
u npusammnoe (nopoouunoz) scusoma. Cee je eehu bpoj sanocienux, nocebHo kaoa ce
paou o npunadHuUYUMAa Maahux eeHepayuja, Koju He dceie oa ocehiajy npumucax nocia
no 3aepuiemky paoHoe epemeHa.llun 06oe pada je oa npedcmasu 2iasHe u3a306e
pyKosoounaya wupom ceema y OyOyhHOCmU, a MO je MOmMueayuja 3anoCieHux.
Cmampa ce da ocoba euue nehe NOOHOCUMU JCPMBY UMY HANOP CAMO 3002 HOBYA
Konuko he na mo bumu cnpemna 3602 Opyaux Hemamepujarux momenama (1 ujuh, Josuh,
Pexo, 2013). Ocnosne memooe koje cy kopuwihene y 06om paoy cy aHanusa u cunmesd
U KoMnapamueHu memoo. Memoo ananuze u cunmese, Kao OCHOBHO MeMOOONOUKO
cpedcmeo, Kopucmu ce y yeiom paoy, 00K je KOMRApamueHy Memoo KopuuiheH y cepxy
nopeljiersa pe3ynmama 00 Kojux cy ucmpanxicuéail 00 0aHac OOULTU.

Kwyune peuu: menaymenm myockux pecypea, pao oo Kyhe, banauc.

Introduction

In the modern business world, employees are finding it more difficult to adjust their work
and family duties. For that reason, they become more stressed and less motivated. They often
change workplace and do not come to work, which results in less productivity. It is completely
logical to expect that the consequences of such behavior will have an effect on the organizations
they work for and will reflect indeed on their performance. How to attract and how to keep
qualified personnel are, therefore, two key issues today. A person never will bring a great
sacrifice or effort for the money, but because of some other, intangible moments. Inspiration,
afflatus, a higher goal and purpose do not come from money (Giji¢, Jovi¢, Reko, 2013).

Modern organizations have become aware that they practically do not exist without
their employees. So, an increasing number of them are trying to find different ways of
making work hours more pleasant for their employees as well as they are trying to help their
employees overcome the inner conflicts that arise from their intertwined duties at work and at
home. One of the alternatives is to give employees an opportunity to work from home. This
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issue becomes especially significant if two undeniable facts are recognized: firstly, the time
of an employee within a traditionally structured organization is a matter of the past; secondly,
modern employees are increasingly opting for the motto “work in order to live”. It should be
mentioned also that there is no permanent psychological contract between an organization
and its employees any longer, in terms of guaranteed jobs. Therefore, employees change a
lot of jobs during their professional careers in search for the one that would provide them the
best prospective for achieving personal goals.

Accordingly, the authors will define and discuss the work-life balance and the issue of
working from home in this paper. Their thesis is that the desired balance can be achieved if
employees are offered some flexible work schemes and a possibility to work from their home.
The authors have provided an overview of contemporary references which can illustrate and
corroborate the above-mentioned issue.

Definig the term “work — life balance”

In our modern society, characterized by a huge gap between the professional and
private/family life, the issue of balance between these completely separate segments is turning
into a pressing matter. Trends such as aging of the workforce on the global level, an enormous
and ruthless competition, a decision made by the contemporary population to put work in
the second place, have made this problem even more relevant (Friedman, Greenhaus, 2000).

There is no doubt that the twenty-first century employees have a greater need to strike
a balance between their work and family life. According to some estimations related to a
workplace of the future, employees within almost all demographic, cultural and social groups
have reported that the motto “live in order to work™ is not popular any more. Surveys also
show that inability to achieve the desired balance is one of the main reasons why one leaves
the workplace, i.e. resigns (SHRM, 2008).

A propos the very term ‘work-life balance”, it can be defined as a state of equilibrium
between demands within an organization, on one hand, and those at home, on the other
(Friedman, Greenhaus, 2000).

‘Work-from-home’ is becoming an increasingly conventional way of employment.
According to SIPP the share of the population working from home has tripled in the period
of 3 decades and in the period 1997-2010 there is recorded an increase of over 4 Million in
home-based workers (Mateyka, Rapino, Landivar, 2012).

In such a situation, the most suitable solution to this challenge, which is not simple at
all, should be found - how to play the role of a professional and family woman/man in the
most successful way in terms of work and in the least harmful way in terms of family life.
A large number of employees complain most frequently that they experience so-called role
conflict, i.e. a situation when they do not fulfil their needs as individuals in either of segments
in the way they want and that would satisfy them.

Although this issue became more relevant in the last couple of decades, it is important
to mention that some programs existed even in the 1930s. In the 1970s, Kanter termed the
“myth of separate worlds”, trying to point out that work and private life are inseparable
aspects in one’s life (Kanter, 1977). However, regardless of numerous pioneer attempts,
companies started introducing actual and target programs on work-life balance at the end
of the 1980s and the beginning of 1990s. Many of them supported exclusively women

EXSIEKOHOMUKA 133



©JlpywtBo ekoHomucra “Exonomuka” Hun http://www.ekonomika.org.rs

with children at the beginning. But, these programs are less gender-orientated today. It is a
general attitude that all employees, regardless of their sex, should have a private life, family,
children and homes. In addition, it is equally important to everybody to possess a dose of
flexibility and control over these two separate aspects of their lives. Generally speaking,
the demands any individual should address are increasing. This leads to an elevated level
of stress, a decrease in productivity, physical and mental diseases and absence from work
et al. The above-mentioned undesired psycho-physical effects unfortunately have become
omnipresent among employees in the majority of modern organizations. Workforce under a
lot of pressure because of diverse obligations and demands starts getting ill, which results in
reduced productivity.

Meaning of the term ‘work-life’ balance surely cannot be defined in one way. For
the purpose of better understanding it, one should take its aspects into consideration (Swift,
2002): conflicts experienced by an individual because she/he is trying to strike a balance
between her/his duties at work and at home; ‘work-life balance’ from the viewpoint of the
employer, i.e. the employer considers that the individual must fulfill her/his obligations at
work first, regardless of the fact that the organisation, on the other hand, respects to a great
extent its employee as an individual who has her/his personal life; the programs implemented
by the employer in order to help the individual to harmonize her/his professional and private
duties (so-called giving flexibility); the organizational culture of a company which can
respect responsibilities and duties of an employee to a larger or smaller extent when het/his
private life is at issue.

However, the problem of achieving balance between work and family becomes even
more complex when one realizes the fact that a large number of organizations are structured
today in a way to solely suite management and to achieve organizational goals. No matter
that a workplace has changed a number of its characteristics in comparison to its equivalent
from the previous century (including new and modern organizational forms, a possibility to
work from home, etc.), it seems that employers still do not fully understand that demanding
interaction between work and family. Today’s academic literature shows that more than 200
articles on this subject-matter have been published, and all of them study the same problem
- how to separate work and family/private life and how to reduce tension which, due to their
unbreakable bond, individuals feel (MacDermid, 2005).

As already mentioned, the conflict between work and family life is associated with a
number of adverse outcomes, both for an individual and an organization. Given that different,
incompatible demands cause it, an individual goes through a state of high tension when trying
to fulfil all that is expected. Therefore, it is logical to argue that the work-life balance cannot
be achieved until the very notion of this conflict is fully understood and explained. Only
then will both organizations and individuals know what they are dealing with, and suitable
solutions will be applied accordingly (Stroh, 2005). Another fact that speaks in favour of
the above-mentioned claims is that most of the researchers on this issue are focused on the
organization to a larger extent and less on the individual. Likewise, the studies so far have
not yet provided a critical amount of sufficient information that would assist organizations
to create an effective set of measures that would help both sides (Cummings, Jones, 2003).
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Modern organisation and balancing work and family life

Modern business realities shows that the traditional workplace is a matter of the past.
There are virtually no more employees who think in the “Weberian” mode. The situation in
their environment has changed the way people approach their work and earn their livelihood.
Firstly, technology is developing faster now - individuals have the most sophisticated
softwares at their disposal; they become members of social networks et al. Then, there is
an increasing number of households with several sources of income - the traditional role
of women as family members exclusively in charge of household has changed completely.
Diverse needs of the employees belonging to different age groups become more manifest;
for example, employees who are less than 35 years old prefer flexible work hours. Also, more
and more employees make a conscious decision, even at the expense of their income, to take
care of their children, elderly family members and household a greater part of the day. Trends
suggest that the number of single-member and single-parent families is constantly on the rise.
Of course, all these changes have affected the organizations that now are not considered to
be sufficiently competitive if they do not care about the quality of their employees’ life and
wider community in general.

Ergo, organisations are forced in this new situation to find ways to reduce that feeling
of pressure their employees are feeling more and more. In order to ensure a higher level of
the work-life balance, most organizations adopt some of the following measures (Kersley
et al., 2005): flexible work hours that allow the employee to begin working when it would
be the most appropriate and to finish work day when the employee decides, of course,
provided that the required number of hours as well as all tasks are completed; working from
home; the possibility to share the entire amount of work with a colleague; programs of paid
leave (maternity leave, sick leave due to illness/death of a family member, absences after
a strenuous period of work, stress, etc.); financial participation of the organisation in their
employees’ childcare or care of elderly family members.

Which of these approaches will be adopted by the organization depends upon many
factors. However, the organization will implement, as the most appropriate approach, the one
that enables it to attract new candidates without any difficulty in any period of time, and that
reduces at the same time, even in case of people who are already employees, the conflict that
arises between work and family.

The organization must not remain focused solely on family obligations and
responsibilities. Human beings are “social animals”. Therefore, the time that the employee
spends socializing with friends or on favorite hobbies and sports activities should not be
neglected as well. (Tausig, Fenwick, 2001).

There is no doubt that every measure taken by the organization for the purpose of
reducing the discussed conflict and increasing the balance would reflect on the growth of
performance, productivity and effectiveness. The previous experiences have shown that
employees have a higher level of commitment to their organization and to their work in
situations where they have an opportunity to choose flexible work hours, to work from home,
to decide on their own when their work hours will be day by day during their workweek
(Halpern, 2005). A similar situation is with business managers: by making deliberate choices
about which opportunities they’ll pursue and which they’ll decline, rather than simply
reacting to emergencies, leaders can and do engage meaningfully with work, family, and
community (Groysberg and Abraham, 2014).
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When organizations have established some practices that will help their employees to
achieve the necessary balance, the benefit to the entire organization will become visible. Their
employees will become committed to their work in the right way and they will make more
efforts. This contributes to the growth of performance on all organizational levels. It is certain
that the employees who feel that they have control over their time, life and obligations will be
indeed happier and will not look for another organization where they can achieve the desired
balance. The stated claims can be easily explained by the theory of social exchange (Blau,
1964). When an employee in an organization feels good and respected, it is reciprocated
with the need to express gratitude and respect in return. If this quid pro quo is understood as
part of social exchange, it is quite logical that those organizations who recognize that their
employees have their private/ family lives as well will get significant benefits in return - a
higher level of commitment, satisfaction, motivation, a lower level of abstention et al.

However, the behavior of employees, as far as various programs implemented by the
organizations they work for are concerned, is not always as expected. It has been confirmed
that there is a large number of employees who do not feel the need to show their appreciation
to the organization for the perks they get from it. Instead, they treat everything that the
organization provides them with as “given”, something they automatically deserve. Some
researchers also report that a large number of employees are not aware or informed of the
benefits they are entitled to. Then, there are employees who are not willing to use the benefits
of these programs designed for balancing work and family life; male part of the population,
especially those men who may be labelled as “career men” and /or are positioned higher in
the hierarchy, very rarely take leaves when a child birth, education of their children or solving
family problems are involved. In their opinion, such behavior indicates a lack of commitment
to the job, leaving colleagues in the lurch, an impediment on their way up the ladder etc. The
situation is quite different when it comes to working women (Lewis, Smithson, 2001).

It should not be forgotten that, in spite of all these trends, a lot of organizations
are still well-known for their culture of overtime work. Their employees know from the
very moment they start working for them that they cannot count on the aforementioned
benefits at all; these organizations themselves discourages their employees in advance.
As though the business culture of these organizations does not recognize that their
employees have their own family and private lives beside their work. Some completely
different qualities are highly valued - permanent presence at work, willingness to work
overtime. The employees who fit into this environment without any opposition are
considered to be loyal, competitive and to have more requirements for advancing.

However, what the experience indisputably shows is that the organizations that offer to
their employees the work-life balance programs win over employees extremely easier and the
one already working for them do not leave them hastily. Most employees today favor more
those organizations that provide them with an opportunity to build their careers in a flexible
way than the traditional ones where one’s career path has been traced in advance.

Working from home as an alternative in achieving
a desirable balance

World Economic Forum (WEF) defines competitiveness as ““set of institutions, policies
and factors that determinate the level of productivity of a country”. Thos suggests that the
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nation is competitive if its population can on a sustainable basis revel in high and rising
standard of living with high levels of employment (EC, 2012)

Working from home is gradually becoming everyday life for the majority of occupations
and professions in the twenty-first century. Of course, this somewhat abstract way of doing
business is getting more and more importance in the era when the work-life balance is being
promoted extensively. As it is well known (and it has already been mentioned it), the motto of
“live in order to work™ has been almost completely modified over the years into its opposite
-"work in order to live”. Therefore, the governments of many European countries had to
consider this matter very seriously; the pressure to work from home, especially by those
employees with families, was becoming stronger. On the other hand, working from home
definitely seems to be a better solution in the situation when an individual “play”” more than
one role on a daily basis.

Working from home is constantly on the rise both in Europe and the United States.
However, an amount of skepticism is still present - whether working from home is really
effective or does it represent some kind of “shirking” far away from the manager’s control.
But, what can be argued with certainty is this domain give a lot of space for researching.

Technological changes have almost completely erased and changed the relationship
between the time spent at work and the time spent at home. In the period before the Industrial
Revolution, a great part of the population in Europe and the United States worked from home.
Those were season jobs. Then, family members worked as a team and the periods of intense
work ended with distinctive, ceremonial celebrations and a longer rest (Gutman 1988).

Industrialization brought a new trend — working at home was replaced by working
in an office (or in a factory), so the male part of the population and single women started
going to work every day. Since no type of change goes smoothly, this trend was accompanied
by certain problems as well. Workers /employees were complaining mostly about the same
things as their twenty-first century counterparts. It was difficult for them to accept that they
were separated from their families all day and that they had to worked fixed hours (Cowan
1997).

Today’s technological changes have generated two categories of employees
working from home (Fredriksen-Goldsen, Scharlach 2001). Firstly, there are employees
who sell different types of services (i.e. Telemarketers). Their work is under the constant
supervision of their management and they work the same shifts at home as they would work
in an organization. Other categories of employees are independent and highly educated
professionals. Their type of work gives them greater flexibility and autonomy in their work.
These employees usually undergo a number of extensive training sessions, which makes them
psychologically more focused on their work. They also have higher incomes in comparison
to their counterparts from the first category. In order to work, they need peace and privacy
since their work involves planning and analyzing; therefore, they have no fixed work hours.
Also, some trends suggest that the employees in the domain of information technology are
the best candidates for working from home.

Individuals choose to work from their home for various reasons. The most common
categories of employees that are willing to work from home are as follows (Hakim, 2000):
individuals who begin to work from home after they have finished raising children (forty
years old); young people who have just finished college, but have always wanted to start their
own business; people who are about to retire and who believe that working from home will
give them more in every sense of the word than finding a new job, which is quite difficult
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at their age. A lot of people have decided to work from home because they did not like the
atmosphere in their office. In their opinion, they often stayed in their offices and did nothing
after they had finished their job, while such a thing rarely happens at home.

Naturally, we should not forget changes in the very environment which have forced
many individuals to choose working from home. Re-structuring and re-organising of jobs and
the entire organisation have become trends nowadays.

According to Laura Shin, Forbes contributor, the top industries offering remote
work opportunities include healthcare, information technology, education, non-profit and
philanthropy, and sales and marketing. A wide spectrum of jobs is available for home-
based workers, ranging from job titles such as sales representative, senior analyst, nurse
case manager, accountant, account executive, to the Web or software developer, and virtual
teacher (Shin, 2014).

Advanatages and disadvantages of working from home

Since obligations at home and at work are intertwined, three types of conflict arise in
the twenty-first century employees: a conflict related to time, a conflict related to a high level
of stress and a conflict related to behaviour (Grover, Crooker, 1995).

The educated employees who choose to work from home indeed reduce the potential
for the outbreak of the first type of conflict given that their working from home, as already
mentioned, allows greater flexibility when it comes to the way of doing job. However, in this
case, there are some disadvantages. If they add some new obligations at home to the existing
responsibilities (it usually happens when working woman are concerned), excessive stress is
unavoidable again. The same phenomenon occurs in cases when the work is too demanding,
when working from home means longer hours and so on.

Therefore, in order to manage their time successfully, the employees working from
home need to set some clear boundaries between family and business commitments. The
aforementioned issues are gaining more and more importance, so some authors have even
defined and elaborated theso-called theory of setting boundaries (Ashforth, Kreiner, Fugate
2000). In their opinion, the individuals working from home must constantly balance in order
not to provoke the disagreeable role conflict.

The employees who work from home must maintain contact with the outside world,
their employers, co-workers and clients. The opposite, as well as not setting the clear
boundaries, can lead them to professional and social isolation (Felstead, Jewson, 2000).

The employees engaged in some kind of highly professional expert work can face
a particular problem related to the role conflict. They are expected to work with more
dedication, and their work hours are often very long and flexible. This profile of employees
is also distinctive because they are very committed to their work which prevents them, on
the other hand, from dedicating themselves to their home and family and even if they are
physically present.

Further, working from home can be slowed down by a number of distractions, which
would not happen in an organization. In this case, there is no secretary, office or business
privacy. Therefore, these employees are forced to eliminate different kinds of diversion while
working. It has been established that the lack of understanding comes mostly from home -
children, family members, neighbors, relatives, as well as others who are under the same roof.
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They often do not realize that working from home requires peace and quiet, both physically
and mentally.

Knowing the problems, the practitioners have written a lot of books that provide
instructions for self-help and suggest specific strategies. Many of them argue that employees
should maintain a strict division between the time for work and the time for family. Also, it
is advised that one should thoroughly explain responsibilities to family members and inform
them about a schedule everybody should stick to in the course of work hours at home. Phone
calls during the “home work hours” should be limited. Sometimes it is even advisable to set
imaginary deadlines. One of the recommended strategies is to convene a family meeting.
The employee should explain professional commitments to family members in order to
shield her/himself and her/his work hours (when they should be “left alone”) (Edwards,
Edwards1994).

The employees working from home are tempted to resort to many bad habits -
disturbed sleeping patterns, taking larger quantities of meals more frequently, watching
television, reading all the daily newspapers, too long telephone conversations. As far as this,
it is even suggested to mark the beginning of working hours in a distinctive way - physical
activity, dressing, breakfast and then the beginning of one’s workday. So, the whole ritual
is essentially very similar to the one the employee would go through if she/he worked in an
office (Edwards, Edwards, 1994).

Then there is the issue of isolation. The employees working in the office are not
confronted with it at all. Constant interaction with other people in the organization, and even
making friends with co-workers, often create a sense of belonging to a group and a sense
of loyalty. However, the employees working from home do not have such opportunities.
They often suffer from a lack of social contacts. Generally, they are short of opportunities to
learn from their co-workers. Of course, depending upon the type of personality and/or work,
many will not feel isolated and bad. Some employees have even stated that they work more
efficiently and faster at home just because nothing interferes with their work - specific stories
told by colleagues, office hubbub, etc. (Nippert-Eng, 1996).

To conclude Work-from-Home represent statistically important factor that affects the
level of income satisfaction in two ways. Factor 1 values in the sample range from -2.2 up to
+2.0 and they can have both positive and negative impact as long as current ability to work
from home has a positive impact. (Krasulja, Radojevic, Zubovic, 2014) For example Bloom
etal. (2013) have conducted an experiment in China showing that there is a highly significant
13% increase in performance from home-working persons as compared to control group.

Conclusion

In view of all this, it can be concluded that the modern workforce no longer wants
to be a “slave to” obligations as imposed by the employer, and this is particularly evident if
the above- mentioned features are observed in the generation Y. The employees are not just
employees of an organization. They now play multiple roles between which they should
strike a balance.

It is completely certain that working from home can represent a great perspective
when it comes to solving the issue of the work-life balance. As it has been mentioned, the
positive sides are undeniable - flexibility of organizing time during the day, a possibility
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to take care of children and family, a higher degree of casualness. What might be pointed
out as a distinct advantage is that this kind of work gives a chance to the employees from
the category of professionals to express their creativity better. It is safe to say that there
are numerous employees who feel under pressure in an office environment and because of
work schemes. Therefore, they achieve worse results within an organization than at home.
In this case, the thesis that only satisfied employees contribute to productivity growth of an
organization is fully substantiated.

Given that working from home has not become a generally accepted practice yet,
the organizations that decide to enable their employees to “take their work home” should
establish together with them a system of work, a method of monitoring results, as well as
other categories that will ensure that this mode will bring the maximum benefit to both sides.
In addition, the employees who are not familiar with the concept should go through the
process of training.

Naturally, it should be also mentioned that some professions are not suitable for this
type of work (medical doctors, policemen, workers in public administration and the like.).
However, they should be given an opportunity to have flexible work hours, which would
contribute to their achieving a higher degree of the work-life balance as well.

There is no doubt that organizations may save a lot by allowing their employees to
work from their home. Many expenses, particularly those related to the lease of their premises,
electric energy consumption, meal allowances and other, can be reduced to a minimum.

The authors are planning to conduct a research in their future work. This research should
provide some clear parameters of how many employees (and employers) on the territory of Serbia
are at all familiar with the concept of working from home, how many of them have already done
that and whether they think that this concept can contribute to a better quality of life.
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