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ABSTRACT. This period of mandated remote work has been challenging
the Romanian employees to adept to the new paradigm of telework for
most of them. While prior to COVID-19 pandemic employees were
accustom with the work environment and its variables, they were
suddenly replaced. The psychological place for restoration, called home,
got invaded and occupied by working life. In this time remote workers
were learning to adapt to the new way of working from home and
balancing it with everyday life. While employers are searching for new
and performing approach to accomplish their goals, employees are
addressing new conditions affecting their working performance and
personal or family life. The study presents and analyses data of two
surveys conducted by the “European Foundation for the Improvement
of Living and Working Conditions”. The impact and consequences of
telework on work-life balance and well-being of workers are discussed,
seeing that the working time and work intensity dimensions have a direct
influence. The search for sustainable telework requires customized
working conditions, adapted skills, tackling emerging risks and involving
all stakeholders in Romanian working environment.

Keywords: telework, work-life balance, well-being, work intensity,
working time, flextime, autonomy, right to disconnect, COVID-19

JEL Classification: M100, M540, M150

L Prof. dr., Faculty of Business, Babes-Bolyai University, Cluj-Napoca, Romania,
adina.negrusa@ubbcluj.ro

Z Assist. Prof. dr., Faculty of Business, Babes-Bolyai University, Cluj-Napoca, Romania,
elisabeta.butoi@ubbcluj.ro


http://creativecommons.org/licenses/by-nc-nd/4.0/

ADINA LETITIA NEGRUSA, ELISABETA BUTOI

Recommended citation: Negrusa, A.L.,, Butoi, E.,, The work-life balance and
well-being of Romanian teleworkers during pandemic, Studia UBB Negotia, vol. 67,
issue 1 (March) 2022, pp. 7-25, doi: 10.24193 /subbnegotia.2022.1.01

Introduction and literature review

Unexpectedly, the rising of COVID-19 pandemic changed the work
environment of many Romanian employees in an unpredicted way, having
to start working remote. Prior to the pandemic, in Romania, the percent
of employees practicing telework were around 10% in 2015 and mainly
happening in the information and communications technology (ICT) sector
(Eurofound, 2021). For most of the teleworkers the new way of approaching
work came with several challenges, first having to carry out their work
through the use of ICTs, as telework is define (European Commission, 1998).

Due to the restrictions imposed during the pandemic, the companies
in several industrial sectors strived to adept, digitalizing and developing
their ICTs, reorganizing activities and rethinking human capital management
(Grigorescu & Mocanu, 2020). A study of Romanian teleworkers reveled
some advantages of remote work: improved work-life balance, achievement
of new specific skills for telework, work flexibility and autonomy both
sustaining further self-development, so important for remote work.
Another essential effect of commuting work is the opportunity offered to
careers to combine their home responsibility with work ones, and to
those living in rural areas (Dima, Tuclea, Vranceanu, & Tigu, 2019). Among
teleworkers, there is a positive correlation between work-life balance,
well-being, job satisfaction, competences, and environment (Miron, Petcu,
David-Sobolevschi, & Cojocariu, 2021).

While in the western world, the telework or remote work was
heard of in 1970 (Messenger & Gschwind, 2016), in Romania telework is
atthe point of spreading among different economic sectors. The telework
is regulated by law in Romania just since April 2018 (Dima, Tuclea,
Vranceanu, & Tigu, 2019). Therefore, the research of teleworking activity
is in its time of developing and uprising with important results and
information for all parties.
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There are several benefits and challenges of telework revealed by
researchers. The ICTs empowers workers to perform their duties from
almost anywhere, either is home, hotel, office, train or a caffe (Wojcak,
Bajzikova, Sajgalikova, & Polakova, 2016), just using the necessary
technology to perform their tasks (Belzunegui-Eraso & Erro-Garces,
2020). Remote work facilitates more flexibility that boosts work-life
balance and results in increased job satisfaction, it decrease stress (Grant,
Wallace, & Spurgeon, 2013), supports single parents and persons with
special issues (Burrell, Barnard-Zaffino, & Ulomi, 2014), reduces commuting
time and enriches personal development (Tremblay & Thomsin, 2012),
offers time autonomy that enhances work-life balance and productivity
(Sostero, Milasi, Hurley, Fernandez-Macias, & Bisello, 2020). Likewise, the
challenges of remote work could lead to some negative consequences, like
work-life blurring, social isolation and increased worry due to lack of
colleagues support (Grant, Wallace, & Spurgeon, 2013), it can intensify
work-family conflicts (Song & Gao, 2019), lowing trust, self-discipline
issue, decreasing job performance due to lack of technological skills,
procrastination (Antonacopoulou & Georgiadou, 2020), (Contreras, Baykal,
& Abid, 2020), (Stankeviciuté & Savaneviciené, 2019), (Waizenegger,
McKenna, Cai, & Bendz, 2020), (Wang, Liu, Qian, & Parker, 2021), over-
working influencing negatively the well-being (Grant, Wallace, & Spurgeon,
2013), if work and life in the same place is not well managed it could lead
to social dilemmas, longer working hours, incapacity to switch work off
(Amichai-Hamburger, 2009), psychological costs and health problems
(Giménez-Nadal, Molina, & Velilla, 2020) caused by always-on status.

Accordingly, the theoretical papers identify the importance of
boundary-management for teleworkers (Grant, Wallace, & Spurgeon,
2013). The strategy applied by each employee while managing time and
space, and the decision-making proceeding in regards with the work and
family roles are vital to balance work and life (Amichai-Hamburger,
2009). Most recent, the literature review highlights the significance of
work-life balance and the wellbeing of teleworkers. The major issues of
employees emphasize the need for improved technical and communication
skills, flexible working arrangements, customized leadership (Wojcak,
Bajzikova, Sajgalikova, & Polakova, 2016), health supporting environment,
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better time management, expectation of a sustainable organizational
culture enhancing individual development and diminishing inequities
and discriminations (Galvez, Tirado, & Martinez, 2020).

From the employers’ perspective, remote work determines some
cut in costs (Galvez, Tirado, & Martinez, 2020) improved productivity and
decrease absenteeism (Grant, Wallace, & Spurgeon, 2013). As workplace
and worktime flexibility maintains well-being, this upholding the work-
life balance, for organizations the result is lower health costs, greater
productivity, and commitment (Casey & Grzywacz, 2008). Nevertheless,
itis very important that organizations’ activities are projects or assignments
based for results evaluation. A formal clear policy guidance provided to
employees is mandatory in preparation for accomplishing expectations.
The employers must supply employees with adequate communication
technology and tools. Studies show that teleworkers are less likely to be
dissatisfied and to withdraw their job (Burrell, Barnard-Zaffino, & Ulomi,
2014). A side effect of telework is the reduction of organization structural
hierarchy (Belzunegui-Eraso & Erro-Garces, 2020) that increases workers’
empowerment and commitment.

Once the widespread of COVID-19 begun, there were several
studies lunched to analyse the pandemic impact. These recognised that
work-life balance, health and wellbeing were highly affected (Nangoy,
Mursitama, Setiadi, & Pradipto, 2020), the work from home were
recommended or imposed, the loss of job increased on the labor market
(Cetrulo, Guarasio, & Virgillito, 2020). Work-family conflict is a result of
inter-role conflict triggered by pressure between work and family roles.
Work-related stress occurs when work demands exceed individual
capacity to accomplish them. This influence personal performance affecting
organization performance, causing absenteeism, complaints, or conflicts
(Stankeviciité & Savaneviciené, 2019). The world seems to be at risk of
a mental health pandemic due to the life and work experience in 2020
when stress, anger, sadness, and worry reached record levels among
workers (Gallup, 2021).

The work-life balance is a widely used and abstract term. Different
definitions and measurements have been attributed to it in the academic
literature. While people struggle with balancing work and private life, the
EU and national governments put together work-life balance policies to
stimulate employment, productivity, healthy workplaces and to reduce
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inequalities. The concept work-life balance originates in the theory of
roles that differentiates the roles of individual at work and the roles in
the private sectors of life. In this regard, one perspective on balance is no
conflict. Even so, the allocated value or preference to each role could offer
a different perspective for the individual, achievement being considered
when roles involvement is in accordance with values. Individuals are
searching for fulfillment of their commitments and to experience success
and satisfaction in their work and life (Eurofound, 2018).

Human well-being gained attention over the years being a core
global issue today. Some international agencies publish annually reports
at country level measuring the well-being and related indicators
(McGillivray, 2007). Casey and Grzywacz (2008) researched underline
the positive influence of flexibility on well-being. The employees who can
decide when and where to work expressed a higher life satisfaction with
improvement on work-life balance. The employees associate greater
flexibility with better mental well-being, as flexibility enables them to
better coordination of work life and personal life, this also is reducing
stress. Addressing this issue could result in win-win satisfaction for
workers and organizations (Casey & Grzywacz, 2008).

The employees’ higher control over the where, how and timing of
work has valuable effect for their well-being (Amichai-Hamburger, 2009).
Wheatly (2012) identified the increase of available time of home-based
teleworkers for household activities, especially for women. Thus, in recent
years, the number of women employed in Europe has increased and the
percent of those who have started working from home is higher than
among men. The results show that due to time flexibility women have
managed better their work-life balance while working from home.
However, during non-working hours, the results show a percent of almost
30% of teleworkers working in their free time daily or several times weekly,
while the office workers doing it is less than 5%. (Eurofound, 2021).

Furthermore, some studies focused on negative effects of telework
are presented by Song and Gao (2019). Their research identifies the
increase in stress for those bringing work at home after working hours
and when working from home on weekends. Also, they present the
effects of homework activities on parents’ workers and the problem of
blurring work and family life. The effects of remote work vary by the type
of telework, by parental status, by gender, and by the day of the week
(Song & Gao, 2019).

11
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It is critical to investigate how people feel when working from
home, the relationship between remote work and affective well-being.
Telework could boost well-being but it is conditioned to maintaining
social connections outside of the workplace. The affective well-being is
also subject to personality types as for example some are more open to
new experiences, others have a higher level of rumination (that combined
with low openness could decrease well-being), others seek new sensations
more or social connections (Anderson, Kaplan, & Vega, 2015). Baruch
and Nicholson (1997) developed a framework of homeworking identifying
the organizational and individual factors that affect both sides in positive
or negative ways. They classified these influences in four major factors:
individual including personality and situation, organization comprising
its strategy and culture, job involving nature and technology, and home &
family (Baruch & Nicholson, 1997). To these four factors of teleworking
was added later the environmental factor encompassing safety and legal
elements (Belzunegui-Eraso & Erro-Garces, 2020).

The perspective for 2030 of the European Union (EU), based on
the 2030 Agenda for Sustainable Development, is aiming at smart,
sustainable and inclusive development. The target addressing labor force is
to protect labor rights, advance safety, secure working environments and
support health and well-being for every worker (United Nations, 2015).
Thus, the European Foundation for the Improvement of Living and Working
Conditions (Eurofound) is observing the advancement of working conditions
and the quality of life since 1991 applying regular surveys. The impact of
telework on social, environmental, and economic levels were included in
their monitoring, as the behavioral responses to remote work are
exceptionally complex (Moos, Andrey, & Johnson, 2006).

The purpose of this research is to explore the impact of telework
over the work-life balance and well-being of teleworkers as these two are
overlap and inter-related to some degree and can be positively and
negatively impacted.

Research methodology
The research focuses on the attitudes and perceptions regarding

work-life balance and well-being of Romanian employees subsequently
experiencing telework activities during the pandemic context 2020-2021.
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Thus, a descriptive study was the appropriate method to be employed for
this objective. Also, a descriptive analysis could provide the opportunity to
study how the employees responded to the new working settings and
pandemic context influences on work-life balance. To understand what
are the employees’ perceptions and behaviors, a quantitative analysis
was carried out for a set of variables and items.

Since Eurofound provides through their reports knowledge to
assist in the development of better social, employment and work-related
policies since 1975, database was gathered from Eurofound’s investigations.
This European Union Agency collects comparable and reliable data on
working conditions across European countries starting from 2005.
Their most recent investigation related to the pandemic is the “Living,
Working and COVID-19 E-survey” (LW-COVID-19). The survey was
applied in several rounds in almost all EU members and for the research
purpose have been selected the databases associated with June-July
2020 and Feb-March 2021. The sample size of Romanian respondents
was 1,318 (out of 24,123 in total) in June-July 2020 (Sandor, Ahrendt, &
Eurofound, 2020).The second database used in this research is The
European Quality of Life Surveys (EQLS) from 2016. In this survey
participated 1,004 Romanian respondents out of 36.908 in total from 33
countries (Eurofound, 2016).

The framework for investigating the work-life balance in the case
of Romanian employees during pandemic context and analysing the
influences of working conditions in new settings upon the living ones, is
shaped around two dimensions of job quality: working time and work
intensity (Eurofound, 2021). To respond better to the research objectives
have been selected the following variables: working hours per week,
remote working hours per week and well-being index. Regarding the
work intensity 4 items were considered that illustrate the employees’
perceptions about the influence (positive or negative) of job tasks and
responsibilities on free time. Due to the fact that descriptive analysis
permit to conduct comparisons at different periods of times to see
whether the patterns are similar or dissimilar at different points of time,
have been selected three periods: before outbreak, results obtained for
2020 and for 2021.

13
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Results and discussions

According to the LW-COVID-19 survey results of 2020 teleworking
pattern in Romania was not a common practice before the outbreak.
Thus, an important feature during the pandemic crisis is that remote
work became the regular way of working for many Romanian employees
with no experience or very little in this system. Based on the results of
the LW-COVID-19 survey applied in July 2020 in the period of lockdown,
the percentage of Romanian employees working only from home was
around 31% and 52% in the hybrid system. Among the industry sectors,
the highest incidence of teleworking was registered in the service sectors:
education, financial services and public administration; and lower level was
characteristic for the frontline sectors such as health, transport and
agriculture, as well as in sectors that were subject to specific lockdown
restrictions, like commerce and hospitality.

The European Quality of Life Surveys (EQLS) were carried out in
2003,2007, 2011 and 2016. The latest survey covers some topics relevant
to work-life balance and well-being. The results classified Romania below
the European Union average in terms of well-being and work-life balance.
The Romanian employees are less satisfied with their life, less happy,
they work more hours than average, they come from work too tired,
found it more difficult in fulfilling family responsibilities and due to these
responsibilities, it's more difficult to concentrate on work (Eurofound,
2016). A tool widely used in the psychological field is the 5-item Worlds
Health Organisation Well-Being Index (WHO-5). It consists of five questions
screening the mental well-being of the respondents (Topp, @stergaard,
Se@ndergaarda, & Bech, 2015). The scale is considered from 0 to 100 and
a score equal to or less than 50 shows a risk of depression. The WHO-5
was included in EQLS 2016 and LW-COVID-19 surveys in 2020 and 2021.
The results show a higher depreciation of employees’ well-being in
Romania than at EU level at the beginning of the pandemic compared
with the EQLS results in 2016 but followed by an increase above the EU
level in the first semester of 2021. The results indicate a better mental
well-being recovery of the Romanian employees after the lockdowns and
the pandemic implied risks.
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Table 1. The 5-item Worlds Health Organisation Well-Being Index

EQLS 2016 | LW-COVID-19 Survey LW-COVID-19 Survey
Jun-July 2020 Feb-March 2021
RO 66 47.2 49.3
EU 66 52.2 45.3

Source: Data selected from Eurofound EQLS 2016 and LW-COVID-19 surveys

Work-life balance and well-being of teleworkers are highly corelated
to working time. Therefore, since remote work primarily allows both
employees and employers to adapt work time and place to their needs
the first dimension analysed was the perception regarding change of
working hours in the remote system. The results indicate that the
working time used in the remote system has been growing in comparison
with the average hours/week resulting before the outbreak. Regarding
the working time have been selected two representative items: changing
of the working duration per week and the working time spent in a remote
system. To establish the point of comparison for changes in the working
time have been selected the average before the outbreak, based on
EWCS6 from 2015 (EWCS6, 2015), which resulted in 40.8 hours/week
for the Romanian employees. Based on Jun-July 2020 survey responses
to the question “Last month, how many hours per week did you work on
average? for the Romanian employees resulted in a value of 50.9
hours/week. So, the outbreak and the Covid-19 context which imposed
the implementation of the teleworking or hybrid system in many fields
of activity, determined a significant growth of 24.7% in the working time,
with a negative impact upon the work-life balance. Even if the average
decreased to 48.5 hours/week in the survey applied during February-
March 2021, still the gap remains important in the case of Romanian
employees, as well when it is compared with the European average of
40.1 hours/week (Eurofound, 2020).

However, it seems the Romanian employees did not perceive this
growth. Figure 1 displays these perceptions on a five levels scale. Based on
these data a weighted score was computed, using a rating system from -2
(decreased a lot) to 2 (increased a lot) to evaluate the overall perception.
Correspondingly an overall index of (- 0.24) indicates that even if the
amount of working time increased, the general employees’ perception is
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contrary. This result leads to the idea that remote working benefits like
flexibility, greater autonomy and higher productivity were appreciated
by Romanian employees strongly influence their perception. The issue
emerging here is the perception of “extra” work hours gain by teleworkers
not having to spend time on getting ready and commuting to the office,
therefore some additional working hours was not such a burden. However,
for long term this could get them unhappy as their working hours are more
compared with the office workers (Amichai-Hamburger, 2009).

Change in working hours
40.00 37.036.9
35.00
30.00
2500 202220
20.00 TION 14.815.3
15.00 9.7 10.7
10.00
5.00 I I
0.00
Decreased a lot Decreased a Stayed the Increased a Increased a lot
little same little
B Romania* ™ Total (EU27)

Figure 1. Perceptions about working hours in the remote system
Source: Author’s processing based on data provided by the Eurofound

For the second item related to working time have been selected
the responses to the question Out of the number of working hours/week,
how many did you work from home? and outcomes are presented in Table 2.

Table 2. Average weekly working time

Romania Europe
Average Working Average Working
working hours/week | working hours/week
hours/week | from home | hours/week | from home
Survey Jun-July 2020 50.9 10.6 41.5 14.2
Survey Feb-March 2021 48.5 11 40.1 14.5

Source: Data selected from Eurofound LW-COVID-19 surveys
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In the case of Romanian employees resulted that after 2020 when
the working hours from home represented 20% of the total average per
week, in 2021 not only that the trend remains the same but even more,
increased to 22%. In comparison to the mean at the European level, of
34-36% the working system in remote mode seems to be less utilized in
the case of the Romanian economy. According to the 2021 survey, in
countries like Belgium, Ireland, Finland, Netherlands the working hours
from home represented more than 50% of the weakly working time
(Eurofound, 2021). Itis important to emphasize that the positive experience
of employees and employers related to the implementation of the
teleworking system during the COVID 19 context determined them to
maintain it and even to embrace it more in 2021. Because of that, it is
important to investigate also how the work intensity was perceived in
this pandemic situation.

The second dimension investigated, work intensity has a higher
potential influence upon the work-life and well-being of Romanian
employees. For the analysis have been selected the following items:

e OQver the last 2 weeks, how often you have worked in your free time
to meet work demands?

e Found thatyour job prevented you from giving the time you wanted
to your family.

e Found that your family responsibilities prevented you from giving
the time you should to your job.

e Felt too tired after work to do some of the household jobs which
need to be done.

Quantitative demands can be measured by the extent to which
people have enough time to get their job done. Not always having enough
time to get the job done denotes high quantitative demands and it is part
of the work intensity with the potential to affect the work-life balance.
Consequently, analyzing the responses obtained in both surveys, Jun-July
2020 and Feb-March 2021, resulted that the frequency to work during
free time for accomplishing the job tasks increased in correlation with
the intensification of working time in remote mode (Table 3). Because
the incidence of these situations is not intense - higher percentages just
for Less often, Once or twice a week response - this leads to the conclusion
that the Romanian employees during Covid 19 context preferred to move
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toward teleworking system because this doesn’t diminish in an important
ponder the work-life balance, but even contrary have been perceived
having an insignificant effect upon the free time.

Table 3. Working during the free time

Over the last 2 weeks, how | Every | Every | Onceor | Less Never |Weighted

often you have worked in day other | twicea | often averages

your free time to meet day week

work demands?

Survey Jun-July 2020 8.9 6.1 12.1 19.4 53.4 1.97

Survey Feb-March 2021 8.2 4 16.9 24.3 46.7 2.02
@] () (+) (+) ()

Source: Author’s processing based on data provided by the
Eurofound LW-COVID-19 surveys

Even working time increased with the experience of remote work,
the most Romanian employees (75%) expressed their wish to continue
working from home at least occasionally after the pandemic (Eurofound,
2020). Consequently, work-life balance is currently a tough challenge for
employees and employers because telework will continue to intensify
after the pandemic.

Regarding the work-life balance, the following two items are
eloquent: job disallowed you from giving the time you wanted to your
family and second family responsibilities prevented you from giving the
time you should to your job. For 2021 in comparison with 2020 resulted,
based on the Romanian employees’ responses, a reduction of the situations
when job tasks banned from giving enough time to spend with families.
This comes in a strong connection with the minor reduction of working
hours in 2021 compared to 2020 and a slight growth of the remote
working time. The weighted average computed using a rating system
from -2 (always) to 2 (never) increased from the overall 0.22 for the survey
2020 responses to 0.28 for 2021 survey responses. This result designates a
small improvement of the work-life balance perceived by Romanian
employees during the pandemic context and new working settings. On
the other hand, in the case of Romanian employees, it turned out that the
intensity of work is very rarely altered by family responsibilities, even if
they are novices in experimenting with the remote work system.
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Therefore, the percentages of responses with Never or Rarely to
the question: Found that your family responsibilities prevented you from
giving the time you should to your job, prevailed reaching a total of 80%
(Figure 2). Making a comparison of the percentages obtained for both
questions results that there is a lower incidence of the situations when
the family responsibilities altered the working time in contrast with the
situations when job tasks accomplishment waisted the free time spent
with family. In the same idea, the computed Pearson coefficient between
the responses of these two questions is -0.55, revealing an indirect
correlation between the predominance of working time upon family time
and the prevalence of family time upon working time. In conclusion, this
evidence characterized an unbalanced work-life equilibrium for Romanian
employees, especially for those working from home, there is often no
physical separation between work and living spaces. This raises issues of
unclear boundaries between work and non-work life, while the process
of going out to work helps to delimit work and family.

60
49.2
50 46.9
o
40.3
40 33
33
o)
30
21.2
8 173
20 ®
=0
10 6 3.4
56 2.8
0.3 ==0
0 o=
Always Most of the time Sometimes Rarely Never
e=@==|ob>family 2020 ==@==)ob>family 2021 fam>job 2020 ==@==fam>job 2021

Figure 2. Job and family responsibilities comparison
Source: Author’s processing based on data provided by the
Eurofound LW-COVID-19 surveys
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Felt too tired after work to do some of the household jobs
which need to be done

12.3
Never

19.4
Rarely

39.6
Sometimes

2]

3 |
23.7
Most of the time

4]
5

s

0 5 10 15 20 25 30 35 40 45 50

Always

Total (EU27)
Romania

# Felt too tired after work to do some of the household jobs which need to be done

Figure 3. Work intensity and household responsibilities
Source: Author’s processing based on data provided by the
Eurofound LW-COVID-19 surveys

For a more comprehensive understanding of the work-life balance
situation it was added the analysis of the responses to the question: Felt too
tired after work to do some of the household jobs which need to be done
(Figure 3). Respondents with children under 17 who worked only from
home during the COVID-19 crisis reported a greater degree of work-life
imbalance - both in comparison to those with children but working at
the employer’s premises or other locations and to those without children. It
can be concluded that the work intensity, for Romanian employees during
the pandemic context of 2020-2021, negatively influenced the non-work
life, even if the spread of the remote system increased and carried the
regular benefits like flexibility, job satisfaction and higher work productivity.
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Conclusions

The increase of working time in remote system issue requires for
different approach of Romanian teleworkers and organizational systems.
There is a need for clearly defined work tasks and expectations, and
family boundaries, teleworking training programs, like training to improve
communication skills, self-time management or self-boundaries managing.
It is very important that telework is design in a form of projects or
assignments to facilitate effective results evaluation and a goal-oriented
work achievement of employees. A formal clear policy guidance provided to
teleworkers is mandatory in preparation for accomplishing expectations
(Burrell, Barnard-Zaffino, & Ulomi, 2014). Furthermore, employers have
the responsibility to facilitate a more sustainable working system offering
adequate communication technology and tools with improving possibilities
of digital skills and communication, establishing ways to connect and
disconnect from work, also providing time management and self-boundary
management trainings. These could enhance employees to reduce work-
life blurring and the work intensity, being better prepared and having
the necessary skills tailored to remote work.

In addition, the European Commission started earlier in 2017 to
issue policies addressing employees’ work-life balance. The latest rules
concerning work-life balance asks for more adaptable working conditions
with specific requests for parents and careers, and most important the
flexible working arrangements. The rules were approved on 4 April 2019
and EU countries have three years to comply with the new rules
(European Parliament, 2018). Also, the problematic subject of always-on
status forced the police makers to consider and approve the law allowing
employees to disconnect from work. This law was adopted by European
Commission in January 2021 (European Parliament, 2021) and the right
to disconnect follows to be integrated and embraced by teleworkers and
their employers. The European social partners agreed, in order to
overcome the challenges of telework, that it is necessary to train the
employees and develop their digital skills, to provide ways to connect and
disconnect form work, and to respect human dignity and surveillance
(ETUC, BUSINESSEUROPE, CEEP, SMEunited, 2020). Such programs and
policies will benefit employees, their families, and organizations.
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This study highlights the work-life balance and well-being topics
concerning Romanian teleworkers based and limited to the used data,
still the respondents willing to continue working remote asks for further
awareness and consideration. As home is psychologically the place for
restoration the mixed of home activities and work activities impact the
well-being, therefore further study on well-being of teleworkers from
different remote locations needs more research. Work-life balance analysis
in accordance with personality types should benefit of an in-depth
relevant analysis. The work-life balance and well-being require specific
attention to individuals, organizations, jobs, culture and environment in
a comprehensive and sustainable way.

REFERENCES

Amichai-Hamburger, Y. (2009). Technology and Psychological well-being.
Cambridge University Press. doi:10.1017/CB09780511635373.007

Anderson, A. |, Kaplan, S. A., & Vega, R. P. (2015). The impact of telework on
emotional experience: When, and for whom, does telework improve daily
affective well-being? FEuropean Journal of Work and Organizational
Psychology. doi:10.1080/1359432X.2014.966086

Antonacopoulou, E. P., & Georgiadou, A. (2020, September). Leading through
social distancing; The future of work, corporations and leadership from
home. Gender Work Organisation, 1-19. doi:10.1111/gwao.12533

Baruch, Y., & Nicholson, N. (1997). Home, Sweet Work: Requirements for
Effective Home Working. Journal of General Management, 23, 15-30.
doi:10.1177/030630709702300202

Belzunegui-Eraso, A., & Erro-Garces, A. (2020, May). Teleworking in the Context of
the Covid-19 Crisis. Sustainability, 12(9), 1-18. d0i:10.3390/su12093662

Burke, R. ]., & El-Kot, G. (2009). Work intensity, work hours, satisfactions, and
psychological wellbeing among Egyptian managers. Education, Business
and Society: Contemporary Middle Eastern Issues, 2(3), 218-231.
doi:10.1108/17537980910981787

Burrell, D. N., Barnard-Zaffino, M. E., & Ulomi, S. (2014). An applied research
analysis of telework programmes as an environmentally friendly policy
and a viable sustainability development leadership practice. International
Journal of Environmental Policy and Decision Making, 1(2), 123-143.
doi:10.1504/IJEPDM.2014.067577

22



THE WORK-LIFE BALANCE AND WELL-BEING OF ROMANIAN TELEWORKERS DURING PANDEMIC

Casey, P.R,, & Grzywacz, |. G. (2008). Employee Health and Well-Being: The Role
of Flexibility and Work-Family Balance. The Psychologist-Manager Journal,
11,31-47.d0oi:10.1080/10887150801963885

Cetrulo, A., Guarasio, D., & Virgillito, E. (2020). The Privilege of Working From
Home at the Time of Social Distancing. Intereconomics, 55(3), 142-147.
doi:10.1007/s10272-020-0891-3

Contreras, F., Baykal, E., & Abid, G. (2020, December 11). E-Leadership and
Teleworking in Times of COVID-19 and Beyond: What We Know and Where
Do We Go. Frontiers in Psychology, 11. doi:10.3389/fpsyg.2020.590271

Dima, A.-M., Tuclea, C.-E., Vranceanu, D.-M., & Tigu, G. (2019, June 26).
Sustainable Social and Individual Implications of Telework: A new
Insight into Romanian Labor Market. Sustenability, 11(13).
doi:10.3390/su11133506

ETUC, BUSINESSEUROPE, CEEP, SMEunited. (2020, June 26). European Social
Partners Framework Agreement on Digitalisation. Retrieved April 29,
2021, from https://www.uni-europa.org/2020/06/european-social-
partner-framework-agreement-on-digitalisation/

Eurofound. (2016, May 5). European Quality of Life Survey - Data visualisation.
Retrieved 2021, from European Foundation for the Improvement of Living
and Working Conditions: https://www.eurofound.europa.eu/data/
european-quality-of-life-survey

Eurofound. (2018). Striking a balance: Reconciling work and life in the EU.
Luxembourg: Publications Office of the European Union.
doi:10.2806/560184

Eurofound. (2020). Living, working and COVID-19. Luxembourg: Publications
Office of the European Union.

Eurofound. (2021). Working conditions and sustainable work: An analysis using
the job quality framework, Challenger and prospects in the EU series.
Publications Office of the European Union, Luxemburg.

European Commission. (1998). Telework: tomorrow's form of work. ADAPT and
EMPLOYMENT Community Initiatives. Bruxelles: European Communities.

European Parliament. (2018, 07 12). Work-life balance: new leave rules for
family care. Retrieved 04 29, 2021, from European Parliament:
https://www.europarl.europa.eu/news/en/headlines/priorities/social /2
0180706ST0O07413/parents-work-life-balance-new-leave-rules-for-
family-care

European Parliament. (2021, 01 21). Right to disconnect’ should be an EU-wide
fundamental right, MEPs say. Retrieved 05 10, 2021, from European Parliament:
https://www.europarl.europa.eu/news/en/press-room/202101141PR95618/
right-to-disconnect-should-be-an-eu-wide-fundamental-right-meps-say

23



ADINA LETITIA NEGRUSA, ELISABETA BUTOI

EWCS6. (2015). 6th European Working Conditions Survey. Technical report.
Ipsos NV, Belgium.

Gallup. (2021). State of the Global Workplace: 2021 Report. Washington: Gallup Inc.

Galvez, A, Tirado, F.,, & Martinez, J. (2020, April). Work-Life Balance, Organizations
and Social Sustainability: Analyzing Female Telework in Spain. Sustainability,
MDPI, Open Access Journal, 12(9), 1-21. doi:10.3390/su12093567

Giménez-Nadal, J. I, Molina, J. A., & Velilla, ]. (2020). Work time and well-being
for workers at home: evidence from the American Time Use Survey.
International Journal of Manpower, 41(2), 184-206. doi:10.1108/1JM-04-
2018-0134

Grant, C. A, Wallace, L. M., & Spurgeon, P. C. (2013). An exploration of the
psychological factors affecting remote e-worker's job effectiveness, well-
being and work-life balance. Employee Relations, 35(5), 527-546.
doi:10.1108/ER-08-2012-0059

Grigorescu, A., & Mocanu, A. (2020). Teleworking Perspectives for Romanian
SMEs after the COVID-19 Pandemic. Management Dynamics in the
Knowledge Economy, 8(4), 383-399. do0i:10.2478/mdke-2020-0025

McGillivray, M. (2007). Human Well-Being (1 ed.). London: Palgrave Macmillan.
doi:10.1057/9780230625600

Messenger, J. C., & Gschwind, L. (2016). Three generations of Telework: New ICTs
and the (R)evolution from Home Office to Virtual Office. New Technology,
Work and Employment, 31(3), 195-208. d0i:10.1111/ntwe.12073

Miron, D., Petcu, A. David-Sobolevschi, M. 1., & Cojocariu, R. C. (2021). A
Muldimensional Approach of the Relationship Between Teleworking and
Employees Well-Being - Romania During the Pandemic Generated by the
Sars-Cov-2 Virus. Amfiteatru Economic, 23(58), 586-600.
doi:10.24818/EA/2021/58/586

Moos, M., Andrey, J., & Johnson, L. C. (2006). The sustainability of telework: an
ecological-footprinting approach. Sustainability: Science, Practice and
Policy, 2(1), 3-14. d0i:10.1080/15487733.2006.11907973

Nangoy, R., Mursitama, T. N., Setiadi, N. ]., & Pradipto, o. D. (2020). Creating
sustainable performance in the fourth industrial revolution era: The effect
of employee’s work well-being on job performance. Management Science
Letters, 10,1037-1042. d0i:10.5267/j.ms1.2019.11.006

Sandor, E., Ahrendt, D., & Eurofound. (2020, September 28). Living, working and
COVID-19: Methodological Annex to Round 2. Retrieved April 26,2021, from
Eurofound: https://www.eurofound.europa.eu/sites/default/files/wpef20023.pdf

Song, Y., & Gao, ]. (2019). Does Telework Stress Employees Out? A Study on
Working at Home and Subjective Well-Being for Wage/Salary Workers.
Journal of Happiness Studies. doi:10.1007/s10902-019-00196-6

24



THE WORK-LIFE BALANCE AND WELL-BEING OF ROMANIAN TELEWORKERS DURING PANDEMIC

Sostero, M., Milasi, S., Hurley, ]., Fernandez-Macias, E., & Bisello, M. (2020,
September 28). Teleworkability and the COVID-19 crisis: a new digital
divide? Labour market change. Retrieved March 28, 2021, from
https://ec.europa.eu/jrc/en/publication/eur-scientific-and-technical-
research-reports/teleworkability-and-covid-19-crisis-new-digital-divide

Stankeviciite, Z., & Savaneviciené, A. (2019). Can Sustainable HRM Reduce
Work-Related Stress, Work-Family Conflict, and Burnout? International
Studies of, 1-20. doi:10.1080/00208825.2019.1565095

Topp, C. W., @stergaard, S. D., Sgndergaarda, S., & Bech, P. (2015). The WHO-5
Well-Being Index: A Systematic Review of the Literature. Psychother
Psychosom, 84,167-176. d0i:10.1159/000376585

Tremblay, D.-G., & Thomsin, L. (2012). Telework and mobile working: analysis
of its benefits and drawbacks. International Journal of Work Innovation,
1(1),100-113. d0i:10.1504/ijwi.2012.047995

United Nations. (2015, October 21). Transforming our world: the 2030 Agenda
for Sustainable. Retrieved April 26, 2021, from United Nations:
http://www.un.org/ga/search/view_doc.asp?symbol=A/RES/70/1&Lang=E

Waizenegger, L., McKenna, B.,, Cai, W.,, & Bendz, T. (2020). An affordance
perspective of team collaboration and enforced working from home during
COVID-19. European Journal of Information Systems, 29(4), 429-442.
doi:10.1080/0960085X.2020.1800417

Wang, B, Liu, Y, Qian, ]., & Parker, S. K. (2021). Achieving Effective Remote
Working During the COVID-19 Pandemic: A Work Design Perspective.
APPLIED PSYCHOLOGY: AN INTERNATIONAL REVIEW, 70(1), 16-59.
doi:10.1111/apps.12290

Wheatly, D. (2012). Good to be home? Time use and satisfaction levels among
home-based teleworkers. New Technology, Work & Employment, 27(3),
224-241.d0i:10.1111/j.1468-005X.2012.00289 .x

Wojcak, E., Bajzikova, L., Sajgalikova, H., & Polakova, M. (2016). How to Achieve
Sustainable Efficiency with Teleworkers: Leadership Model in Telework.
Procedia - Social and Behavioral Sciences, 229, 33-41.
d0i:10.1016/j.sbspro.2016.07.111

25






	Blank Page

