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ABSTRACT
Objective: The article aimed to identify the dimensions and trajectories of work-life balance (WLB) across the
Visegrad Group (V4) countries (Poland, the Czech Republic, Slovakia, and Hungary) during the period 2008-
2022. We posed two research questions: which factors are most responsible for WLB and how do the dimen-
sions of WLB evolve over time among the V4 countries?
Research Design & Methods: We employed a quantitative and interpretative approach. Based on statistical
data, we identified WLB dimensions in the multiple factor analysis (MFA). The estimated factor values
formed the basis for analysing the trajectories of changes in three indices (WORK, TIME, FAMILY) for each
of the V4 countries over the 2009-2022 period.
Findings: Among the three WLB dimensions, WORK was the most explanatory for WLB. The eigenvalue of the
first dimension explained 32% of the total variance, the second dimension eigenvalue contributed 26% of the
variance, and the third extracted dimension explained 15% of the total variance. We demonstrated the status
of three WLB dimensions over a period of 14 years across the V4 countries. We found the greatest stabilization
of WLB in the FAMILY dimension, while the WORK dimension distinctly differentiated the V4 countries. Alt-
hough all V4 countries showed an increasing trend in the WORK index alongside a decrease in the TIME index,
they clearly followed different paths in the development of WLB, including the pursuit of diversification
(WORK), similarity (FAMILY), and the maintenance of stationarity (TIME).
Implications & Recommendations: The findings may be valuable for planning future strategies aimed at en-
hancing the employees’ WLB. Further research should focus, among other aspects, on the observation of WLB
dimensions and the assessment of the trajectories identified in the article, including the impact of the V4
countries’ decisions on the development of work-life balance policies.
Contribution & Value Added: The number of studies on WLB has increased significantly over the past ten years,
revealing the complexity of the phenomena and presenting diverse research perspectives. The proposed study
approach based on multiple-factor analysis allowed us to capture the state of WLB in terms of its dimensions
(WORK, TIME, FAMILY) and its dynamics over a longer time frame (14 years) in countries originating from the
same political-economic system. The differences identified at this level have led to the conclusion that the state
of WLB of employees from the V4 countries is only partly determined by systemic-historical conditions. WLB in
the V4 countries reveals national-level differences and prompts further comparative research.
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INTRODUCTION

Despite a 40-year history of work-life balance (WLB) research, there is still a deficit in its operationali-
sation and effective systemic solutions. The political transformation (1990s) within the borders of the
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European continent has revealed different rates of development of labour markets and implementa-
tion of WLB-supportive solutions in post-communist countries.

The article distinguishes three groups of variables describing work-life balance issues: TIME (C), WORK
(P), and FAMILY (R). Using the example of the Visegrad Group, it is shown how the complexity of these
groups develops and what differences exist between countries in this respect. A dynamic analysis on an
annual basis (2008-2022) makes it possible to observe trends and changes in the dimensions over time.
We aimed to identify the trajectory of WLB across V4 countries, with two subsidiary objectives: to identify
the latent dimensions underlying WLB (1) and to assess the dynamics of WLB across countries (2).

At the foundation of the goals lies the necessity for a systematic approach to the analysis and evalu-
ation of WLB systems. Numerous studies demonstrate the complexity of these systems, primarily stem-
ming from the need to consider a multitude of variables that enable the understanding and assessment
of their effectiveness (Fernandez-Crehuet et al., 2016). The efficiency of the WLB system signifies both
the robust and diversified labour market resources (Ehrenberg & Smith, 2012), flexibility in time and work
organisation (Agota-Aliz, 2021; Marumpe et al., 2023; Ralston & Flanagan, 1985) as well as the welfare
of households in which both parents have the opportunity for professional development (Farré et al.,
2023; Goldin, 2015; Kurowska, 2020; Magda et al., 2024; Petrongolo & Ronchi, 2020). Consequent to this
foundation, we formulated the following research questions: (1) Which factors most significantly con-
tribute to WLB, and (2) how do the dimensions of WLB evolve over time among the V4 countries?

A crucial contribution to the research on the specificity of WLB is the applied dynamic approach,
which entails comparing the changing dimensions of WLB over time. This represents a valuable sup-
plement to previous studies that compared variables across a single year (Fernandez-Crehuet et al.,
2016; OECD, 2021). In turn, focusing on the evolution of dimensions allows for a deeper understanding
of the WLB trajectories within a specific geographical context (V4 countries), offering a more targeted
insight into policy interventions under similar conditions of transformation. In this manner, it will be
easier to comprehend how certain external factors (economic crisis, COVID-19) have impacted the
work-life balance systems and how policy decisions have regulated this system.

The conducted analysis encompassed two significant research stages. Initially, through MFA,
we identified variables that most characterise the WLB systems in the V4 countries. Based on this,
we determined trajectories of WLB dimensions, enabling a deeper understanding of WLB dynamics
and its impacts on the labour market.

The article’s next chapter reviews the literature and develops hypotheses. The third chapter provides
a methodology description. Policy implications, research constraints, and future research possibilities are
indicated by empirical findings and discussion of results in the fourth chapter and the last section.

LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT

The origin of the work-life balance concept involves the conflict between work and family, first defined
by Kahn et al. (1964). Subsequent research by Pleck (1977) introduced the theme of gender, analysing
the work-family role system from the perspectives of men and women. Greenhaus and Beutell (1985)
developed the issue of work-life conflict focusing their attention on the role of the family and women.
It was not until the 1990s that a broader view of the issue emerged, encompassing both men and
women, with or without children. As a result, the discourse on the work-family axis and family-friendly
policies broadened towards everyone’s work-life balance (Lewis et al., 2007).

In the last decade, the number of studies on the topic of work-life balance has increased signifi-
cantly, revealing the complexity of the phenomenon and presenting different research perspectives:

1. Individual — research interests focus on the struggles of individuals in the area of reconciling profes-
sional and personal roles (Anxo et al., 2012; Brough & Timms, 2009; Darcy et al., 2012; Fedakova,
2017; Newman, 2016; Roberts, 2007; Timms et al., 2012). More recently, much research has also
focused on the blurring of the boundaries between work and personal life as a consequence of the
COVID-19 pandemic and technological transformation (Bencsik & Juhasz, 2023; Kusairi et al., 2022).

2. Organisational — research in the area of management, relating to flexibility of place and time at
work, the use of specific solutions to enhance efficiency and job satisfaction and quality of non-
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work life (Agota-Aliz, 2021; Alassaf et al., 2023; Haeger & Lingham, 2014; Karim et al., 2023; Van
Hugten et al., 2021).

3. Systemic — research is used to recognise how legal, political and cultural orders govern work-life
balance opportunities at both the individual and organisational levels (Albanesi et al., 2023). The
subject of gender equality in the workforce and the persistent disparities between men and
women in terms of work-life balance opportunities remain pertinent in this field of study (Farré et
al., 2023; Harman & BartUlskova, 2023; Petrongolo & Ronchi, 2020).

Work-life balance deficiencies in each of these areas lead to unfavourable outcomes. From a sys-
temic perspective, which is the focus of this article, this issue manifests in the diminishing labour market
resources, and deepening inequalities, particularly between women and men (Petrongolo & Ronchi,
2020). There is also an increase in the costs associated with sustaining individuals outside the labour
market and rising healthcare expenses. A long-term deficit can lead to households’ material deprivation
(Hansen & Stutzer, 2022; Vignoli et al., 2020). A particular group affected in this context are parents.
Research in the domain of WLB confirms the influence of parenthood on the ability to maintain a bal-
ance between work and caregiving responsibilities (Feldman et al., 2004; Gloor et al., 2018; Greenhaus
& Allen, 2011; Shanmugam, 2017). Becoming a parent leads to a reevaluation of life goals and priorities,
often resulting in work being subordinated to new duties (LaTronica-Herb & Karalis Noel, 2022; Polizzi
et al., 2022). Maintaining family and employment becomes a significantly greater challenge. Mothers
typically reduce their professional activity, whereas fathers (due to the necessity of securing income)
increase their work intensity (Magda et al., 2024; McMunn et al., 2015; Rahmgvist, 2006; Wood et al.,
2018). As a result, having a child profoundly influences the work dimension and tips the scales in favour
of a possible rise or fall in employment indicators (Hansen & Stutzer, 2022). Inadequate job security for
working parents may also have demographic consequences. The fear of job loss or the fact of being
unemployed influences the decision to delay parenthood, thereby reducing birth rates (Landaud, 2021;
Miettinen & Jalovaara, 2020; Studer et al., 2018). Therefore, we formulated the following hypothesis to
determine the work-life balance dimension associated with employment (WORK):

H1: The employment rate of individuals with children holds a greater contribution in defining the
WORK_WLB dimension, compared to the employment rate of individuals without children.

The second important dimension regulating Work-Life Balance is TIME, understood both as time
devoted to work and time outside the professional sphere. The average number of weekly working
hours directly affects the capacity to reconcile professional and personal life. The Visegrad coun-
tries deviate from the European Union average, which stood at 37.3 hours in 2022. In Poland, it was
40.4 hours, in the Czech Republic —39.8 hours, and in Hungary and Slovakia — 39.6 hours (Eurostat,
2023). The Better Life Index, which is the main metric comparing OECD countries in terms of work-
life balance, primarily bases its WLB assessment on data concerning long working hours, correlating
higher rankings with a smaller percentage of individuals working over 50 hours per week. Research
in Western European countries also supports the positive impact of shorter working hours (includ-
ing part-time work) on WLB (Dillenseger et al., 2023a; Hobson et al., 2011). Conversely, extended
working hours not only reduce the time employees can devote to rest and personal matters but
also increase the risk of sickness absence (Ropponen et al., 2019). Excessive absence diminishes
productivity, decreases work engagement, and can lead to employee turnover (Bainbridge &
Broady, 2017; Chadi & Goerke, 2018; Cucchiella et al., 2014). Therefore, variables depicting the
scale of workplace absence affect the assessment of the work-life balance system. However, given
their often secondary nature to long working hours, we hypothesised (H2):

H2: Employee absenteeism has a weaker effect on explaining and contributing to the
TIME_WLB dimension than working overtime.

As previously highlighted, a deficient WLB system can lead to reduced professional engagement
or exclusion from the labour market, and consequently, to families’ material deprivation (Hansen &
Stutzer, 2022; Vignoli et al., 2020). Therefore, in the analysis of the WLB issue, it is also essential to
include variables that illustrate key aspects of life outside the professional sphere (referred to as the
FAMILY dimension). For families with children, these include the availability and standard of public
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daycare. The low percentage of children covered by the public care system, along with the accom-
panying high percentage of parents caring for children at home, indicates an insufficient fulfilment
of WLB needs (Albanesi et al., 2022; Greenhaus & Beutell, 1985). In the event of a work-family con-
flict, it is typically women who resign from professional activity in favour of childcare. This stems
from culturally assigned roles to women and men, as well as existing inequalities in the labour mar-
ket. One manifestation of these disparities is the gender pay gap, that is, the difference between
men’s and women’s earnings. It is simply more economically feasible for a woman to leave her job
if her income is lower for the family (Harman & Bartlskova, 2023; Petrongolo & Ronchi, 2020). In
European Union countries, there has been a gradual narrowing of the gender pay gap (Cukrowska-
Torzewska & Matysiak, 2020; Leythienne & Pérez-Julian, 2021; Newell & Reilly, 2001), which may
imply that its importance in determining the dimensions of WLB will no longer be as significant as
an effectively functioning childcare system. As a result, we hypothesised (H3):

H3: Institutional support for parental care contributed to the FAMILY_WLB dimension more
than the reduction of the gender pay gap.

The subject of the analysis is the Visegrad countries, which, due to macroeconomic, historical and
institutional similarities, present a similar level of economic development and are characterised by a
similar employment structure. They also joined the European Union and made the switch from a
planned to a free market economy at the same time (Bieszk-Stolorz & Dmytréw, 2020).

The agreement between the Visegrad Triangle countries was concluded in 1991 at the Hungarian
castle in the town of Visegrad. After the break-up of Czechoslovakia in 1993, the formation became
the Visegrad Group V4 and has since consisted of four countries, i.e., Poland, Hungary, the Czech Re-
public, and Slovakia. The founding of the partnership was based not only on converging foreign policy
objectives but also on similar implementation tools (Fedakova, 2017).

From the perspective of the WLB system study, it is significant to highlight the comparable socio-
economic conditions that characterized these countries at the time of integration with the EU. The
differences between the situation of women and men in the labour market largely determined the
basis of the system supporting WLB during the integration of the V4 countries into the European Union.
Women in the former communist bloc countries spent, on average, more time at work than their West-
ern counterparts. The top-down wage and price-setting system created a situation in which both men
and women had to work to maintain a basic standard of living for the family. Women were granted a
wide range of rights and privileges at work. There was also a very extensive and accessible childcare
system (Newell & Reilly, 2001). At the same time, women performed a very large proportion of do-
mestic duties, which entailed a double burden and limited career development to a similar extent to
men. Moreover, the Western revolution in the implementation of gender equality in the labour mar-
ket, which brought a slow but fundamental change in the distribution of unpaid non-work labour, did
not take place in communist countries (Harman & Bartlskova, 2023).

The high participation of women in the labour market began to decline sharply after 1989 as a
result of the free market transition. The scale of the collapse of women’s labour market participation
varied across the V4 countries. The most affected country was Poland, where between 1989 and
1994 approximately one and a half million jobs previously held by women disappeared (Newell &
Reilly, 2001). Declining employment in the Visegrad Group was compensated by higher average
working hours (Szymanska, 2017), which negatively affected the ability to reconcile professional and
personal responsibilities among the employed.

The democratization of the V4 countries varied the central approach in establishing conditions
that allow for reconciling professional and personal life. Over the span of two decades, changing
governments across the V4 countries — left-wing, centrist, and right-wing — differed in their emphasis
on particular elements of the system supporting the balance between work and non-work life. De-
spite these differences in the development of WLB systems, V4 countries are characterized by some
of the longest working hours in Europe, a sizable gender pay gap, insufficient female participation in
the labour market, and a childcare system less developed than that of Western Europe. Therefore,
determining the dynamics of WLB trajectories, we hypothesized (H4):
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H4: The dynamics of WLB dimensions across V4 countries express parallel developmental tra-
jectories.

With Hypothesis 4, we intended to confirm the assumption that historical and social factors deter-
mine the development directions of WLB systems. Furthermore, previous comparative WLB studies
lack a dynamic perspective as the scholars based the evaluations on a single year (Anxo et al., 2012;
Fernandez-Crehuet et al., 2016; McGinnity & Whelan, 2009; Rollnik-Sadowska & Dabrowska, 2018).
Designating the trajectories of WLB dimensions in the Visegrad Group countries over a 20-year period
will enable the identification of WLB systems development’s main phases. It will also be possible to
ascertain how differently the WLB systems in the studied countries have developed.

In conclusion, our research’s hypotheses aimed to enable the verification of the adopted clas-
sification of WLB dimensions: P, C, and R, as well as the identification of the most significant varia-
bles contributing to the creation of effective WLB systems. In turn, determining the trajectories of
dimensions will support a better understanding of how the WLB systems are shaped in countries
with similar socio-economic conditions.

RESEARCH METHODOLOGY

Scope of the Study and Selected Variables
We used databases from Eurostat (Eurostat, 2023). The data covered all V4 countries from 2008 to
2022, which ensured continuity and comparability of the analysed variables. We chose the year
2008 as the beginning of the period under consideration, as data in all the analysed variables were
available for that time. The end of the study period was 2022, the last year for which a full set of
statistical data was available.

To analyse work-life balance systems in the group of V4 countries, we selected a number of var-
iables and attributed them to three dimensions: WORK, TIME, and FAMILY. The selection of variables
allows for a comprehensive identification of the relationship between the factors describing the
work-life balance issue and the identification of those variables that regulate the work-life balance
system to the greatest extent. The comparative analyses conducted so far in this research area use
variable selection to develop work-life balance assessment indices.

One indicator for comparing countries is the OECD’s proposed Better Life Index, consisting of
eleven areas! assessing the quality of life in member countries. The OECD defines the area of work-life
balance based on the following variables: the percentage of the workforce that works very long hours
(more than 50 hours per week) and time spent on ‘leisure and personal care.” Fernandez-Crehuet et
al. (2016) extend this relatively narrow range of variables by proposing the National Work-Life Balance
Index. The index includes five dimensions (time, work, family, health, politics) that rank the countries
studied according to WLB conditions. Comparative studies based on secondary variables provided by
public databases also use the results of the cyclical European Social Survey (McGinnity & Whelan,
2009). The survey concerns a subjective evaluation of different areas related to work-life balance is-
sues. Other proposed measures for assessing work-family relationships are Work-Family Strains and
Gains (Marshall & Barnett, 1993), the Work-Family Balance Scale (Wooden, 2003; Zhang et al., 2012),
and the overall well-being of working families (Kapteyn et al., 2010).

We propose a set of variables that consider longitudinal data characterising the three dimensions
of work-life balance: TIME, WORK, and FAMILY. In this way, it is possible to identify differences be-
tween V4 countries and capture the dynamics of change over time.

The first dimension proposed was TIME, which included four variables (C1-C4):

1. The average number of working hours per week (symbol — C1 in the MFA analysis results) is a key
element influencing the possibilities of reconciling work and family life. The V4 countries deviate

1 Housing and related expenses (1), household income and financial health (2), earnings (3), job security and unemployment
(5), quality of social support (6), education and skills (7), quality of the environment (8), civic engagement (9), health care
(10), life satisfaction, personal security, work-life balance (11).
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in this respect from the EU average, which was 37.3 hours in 2022. It was 40.4 hours in Poland,
39.8 hours in the Czech Republic, and 39.6 hours in Hungary and Slovakia (Eurostat, 2023).

2. Part-time employment (C2) — research in Western European countries shows that part-time employ-
ment promotes WLB (Dillenseger et al., 2023; Hobson et al., 2011), but in V4 countries it is infrequent
and associated with reduced income, and labour market inequalities (Harman & Bartuskova, 2023).

3. Employed persons absent from work on a medium-quarterly basis (C3) — we may attribute work
absences to sick leave, childcare needs, or annual leave, allowing for recognition of employees’
need for non-work responsibilities.

4. The percentage of employed people working more than 50 hours per week (C4) — the variable used
in the OECD indicator, shows the scale of the problem associated with excessive hours spent at
work. It is lower than the OECD average in all the V4 countries. In 2022, it stood at 3% in Poland
and Slovakia, 1.4% in Hungary, and 4.2% in the Czech Republic (OECD, 2023).

The next dimension, WORK, included five variables (P1-P5):

1. The employment rate for the whole population (P1) —the problem of WLB directly affects working
people. High rates may be indicative of a system in place to support WLB opportunities but also of
greater responsibility on the part of employers and governments, in particular, to promote and
maintain gender equality (Petrongolo & Ronchi, 2020).

2. The employment rate of people with children (P2); the employment rate of people who have at
least one child under 6 (P3); and the employment rate of people without children (P4) — having
children reinforces work-life balance issues (Czerniak-Swedziot & Kumor-Jezierska, 2021).

3. The unemployment rate (P5) — a variable indicating potential WLB constraints that prevent people
from becoming economically active (Hansen & Stutzer, 2022). The variable serves to create indica-
tors for assessing WLB (Fernandez-Crehuet et al., 2016).

The last dimension, FAMILY, included the largest number (9) of variables (P1-P9):

1. Average annual income (R1) — higher incomes offer more resources for work-life balance goals like
healthcare and leisure, while lower incomes may require more intensive work, reducing personal
time and increasing stress. Individuals often face trade-offs between time and money when as-
sessing work-life balance opportunities. Therefore, this variable is often considered when assessing
work-life balance opportunities (Fernandez-Crehuet et al., 2016; OECD, 2007).

2. Pay gap (R2); Adjusted pay gap (R3) — the difference between men and women earnings. It
illustrates inequalities in the labour market and their impact on WLB (Harman & Bartliskov3,
2023; Petrongolo & Ronchi, 2020).

3. The percentage of children under three in public care (R4); the percentage of children aged
three attending school in public care (R5); the percentage of children under three cared for
solely by their parents (R6); and the percentage of children aged three to school age cared for
solely by their parents (R7) — insufficient effective childcare system affects limited WLB oppor-
tunities. The low percentage of children in the public childcare system and the high percentage
of parents caring for their children at home are indicative of low satisfaction with WLB needs
(Albanesi et al., 2022; Greenhaus & Beutell, 1985).

4. Birth rate (R8) and fertility rate (R9) — WLB systems correlate with birth/fertility rates, but factors
like social policy, childcare access, and financial support vary across V4 countries. Poland recorded
the lowest birth rate (8.3) in 2022, while the Czech Republic had a higher fertility rate (1.33). The
declining rate may be a signal to take measures to better protect young parents (Dlugosz & Razniak,
2014; Matei et al., 2014; Vignoli et al., 2020).

A review of the differences between countries along the proposed dimensions will allow individual
countries to better focus their public policy efforts on improving the WLB.

Multiple Factor Analysis Characterization and Trajectory Analysis

We identified the latent dimension of WLB based on multiple-factor analysis (MFA). It is a statistical
technique that extends the principles of factor and correspondence analysis to the analysis of multiple
data sets (block of variables) simultaneously (Escofier & Pages, 1994). The method aims to identify and
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interpret patterns and relationships within complex data structures, underlying patterns of variables,
and insights into the data’s multidimensional nature.

As a rule, scholars perform MFA in three steps (Abdi & Valentin, 2007). In the first stage, one per-
forms the separate principal component analysis on each data table.

T data sets consist of

Xy = Ix]y (1)
rectangular matrices including quantitative or categorical data.
After that, one obtains the normalized data:

Z[l] = 1)\1 XXi (2)
in which: A; — the first singular value of data table.
Secondly, on concatenates the merged and normalized tables into | x T global data matrix Z:

Then, we must factorise the global data matrix using PCA and singular value decomposition:
Z = UAVT (4)

in which U and V is the left and right eigenvectors and A is an eigenvalue.

In the last step, the individual data sets are projected onto the multidimensional component space:

F =M~%/20A ()

in which: F — factor scores and M — importance weights of each observation (masses) as an inverse
of the first eigenvalue.

Additionally in partial analysis, researchers can superimpose the groups of variables onto the
sub-space created by PCA of global analysis.

We will present the trajectories of WORK, TIME, and FAMILY indices generated by principal com-
ponent analysis (as weighted sumscores) across time points for analyzed countries using the lineplots.

RESULTS AND DISCUSSION
MFA results

In the first step, we used an MFA to reduce the data dimensionality and identify key factors describing
the WLB issue. In this way, we identified the most differentiating aspects of the V4 countries in this area.

We analysed the explained variance by the next 10 principal components to assess the number
of dimensions.

Percentage of explained varances
X e}

Dimensions

Figure 1. The proportion of variance of data explained by successive components (principal axes)
Source: own elaboration based on analysis results.
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We identified three dimensions based on the extent of the explained variance, explaining a total
of more than 72% of the variance in the variables structure. We then ranked these dimensions in de-
scending order by the amount of variance explained, which means that the first dimension explained
the most variance in the data, the second less, and so on.

Figure 2 shows the contribution of each quantitative variable to dimension 1:

Groups
-
____________ - ‘III.- p
B
25-
00-
' ' . ' ' ' ' ' ' ' ' ' ' ' ' ' '
B . T R - - . - D - T - T AN

Contributions (%)

Figure 2. Contribution of quantitative variables to Dimension 1
Source: own elaboration based on analysis results.

The WORK (P4, P1, P2) and FAMILY (R8, R6, R1; Figure 2) indicators contribute the most to the
explanation of the first dimension.

Figure 3 illustrates how each variable contributed to the explanation of the second dimension (TIME).

2
1

Contributiors (%)

P B

Figure 3. Contribution of quantitative variables to dimension 2
Source: own elaboration based on analysis results.

The greatest contribution to explaining dimension 2 comes from the TIME factor indicators (C4,
C1, C3) followed by FAMILY (R3, R7, R1).
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Figure 4 shows dimension 3:

20-
15-
Groups
M -
P
10- ;-
s -
o- I II. | -— —_—
P e 0 o o o -~ B -

E= & k = = = 4 = =

Contributions (%)

e & £

Figure 4. Contribution of quantitative variables to dimension 3
Source: own elaboration based on analysis results.

The indicators of the FAMILY factor (R2, R5) and WORK (P3) make the greatest contribution to
explaining dimension 3.

In summary, dimension 1 most strongly related to the WORK, the second to the TIME factors and the
third to the FAMILY factors. The MFA allowed three main dimensions to be distinguished, explaining more
than 72% of the variance in the data, related to groups of variables: Time, Work and Family (Figure 1).

This finding confirmed the notion that the assessment of WLB systems should be conducted
comprehensively, considering at least three dimensions of WLB. This conclusion is consistent with
the trend of cross-countries comparative analyses, which demonstrate that satisfaction with WLB is
a result of individual capabilities, needs, and the regulatory framework governing the labour market,
working hours, and social policy (Agota-Aliz, 2021; Boghirnea, 2023; Fernandez-Crehuet et al., 2016;
Hobson et al., 2011; Kohara & Maity, 2021). Simultaneously, this result does not support the indi-
vidualistic approach that posits achieving a balance between professional and private life is a matter
solely of personal endeavour and minimally (or not at all) dependent on socio-demographic factors
or other external circumstances (Newman, 2016).

Moreover, the extracted components that explain the largest part of the variance allowed us to
indicate which primary variables (WLB indicators) contribute most to the variance of each principal
axis and, thus, which WLB indicators are most strongly associated (correlated) with each dimension.
The variables that explain the largest part of Dimension 1 include three variables from the WORK
group: P4 Employment rate of people without children (the strongest input), P1 Employment rate,
P2 Employment rate of people with children.

Thus, the outcome of this part of the analysis contradicted hypothesis 1, which assumed that the
employment rate of individuals with children (P2) plays a more significant role in defining the WORK
dimension than the employment rate of individuals without children (P4). The analysis results indi-
cated that the greatest contribution to explaining this dimension is indeed the employment level of
childless individuals. Nonetheless, this does not imply that the employment of parents will be irrel-
evant in explaining the WLB system. MFA still qualifies this variable as highly descriptive of the WORK
dimension, while also noting that the individuals without children are similarly affected by the WLB
issue. This conclusion validates the development of WLB systems based not only on improving family
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policies but also on implementing solutions that favour childless individuals (Darcy et al., 2012). Re-
search indeed confirms that unemployment can cause the postponement of decisions to have chil-
dren, which has a detrimental effect on addressing demographic challenges (Landaud, 2021; Miet-
tinen & Jalovaara, 2020; Studer et al., 2018).

With a smaller but still significant contribution to explaining variance, dimension 2 consists of three
variables from the TIME group: C4 Percentage of employed persons working more than 50h per week,
C1 Average number of working hours per week, C3 Employed persons absent from work on average
quarterly. Further variables from the FAMILY group were less important for this dimension (Figure 3).

Thus, the most significant variables in describing the second dimension were those associated with
the amount of time spent working. The impact was highest if these hours surpassed 50 in a week. This
supports hypothesis 2: overtime shapes the WORK_TIME_WLB dimension more strongly than employee
absenteeism. This result also validates the rationale for including in comparisons of WLB systems a vari-
able associated with working hours (OECD, 2004; 2021), which is crucial in evaluating the effectiveness
of WLB systems and their quality in regulating time allocated to work and rest (Pullinger, 2014;
Strzeminska et al., 2014). The research also emphasizes the importance of workplace absenteeism in
addition to the factors that are most descriptive of the TIME dimension. Even if working hours are a more
significant aspect, this one should still be considered for assessment purposes. Monitoring absences con-
nected to health leaves is crucial, as these may point to overwork, physical, and emotional stress, and
hence suggest disturbances in the work-leisure balance (Ninaus et al., 2021; Robichau et al., 2023).

With the smallest contribution to the characteristics of the data structure, dimension 3 consists
of two variables from the FAMILY group: R2 Pay gap, R5 Percentage of children from 3 years to
school age in public care and one variable from the WORK group: P3 Employment rate of people
who have at least one child under 6 years of age (Figure 4).

The conclusions from this part of the analysis did not support hypothesis 3, which posited that
public childcare holds greater significance in describing the WLB system than the gender pay gap. This
is a crucial finding, indicating the need for further action towards equalizing the situation of women
and men in the labour market. It is also consistent with the direction of research showing that a more
in-depth and detailed examination of the differences in wages between women and men still reveals
significant disparities in certain industries or at high managerial positions (Keller et al., 2023; Ley-
thienne & Pérez-Julian, 2021; Petrongolo & Ronchi, 2020; Redmond & McGuinness, 2017).

In summary, work-related variables explained dimension 1 the most and contributed the most
variation in the set of eighteen WLB variables. This may indicate that differences in employment
policies or other work-related factors are what most differentiate the countries studied in the data
set selected for WLB.

Analysis of WLB profiles over time: Changes in work, time and family indices across years and
countries. Calculation of P, C and R indices

We calculated the indices for the P, C, and R dimensions as weighted linear combinations of the
standardised indicators of P1, P2, P4 for WORK, C1, C3, C4 for TIME and R2, R4, R5 for FAMILY. We
estimated the weights using the partial least squares analysis. Table 1 shows the structure of the
weights of the individual variables.
These allowed for the estimation of factor scores for the WORK, TIME, and FAMILY dimensions.
Notation of the equations of the three dimensions of WLB (WORK, TIME, FAMILY):

Work = 0.337-P1+0.340- P2+ 0.335- P4 (6)
Time = 0.505-C1+ 0.057-C3 + 0.505 C4 (7)
Family = 0.543-R2+ 0.479-R4 + 0.260 - R5 (8)

The estimated factor scores formed the basis for the analysis of the trajectories of changes in
the index values for individual countries in the analysed years 2009-2022 (the actual time series was
2008-2022 but we shortened it by one year in the analyses due to data shortages). Note the low
weight of the C3 variable (0.057) in the formation of the TIME index and the high weight of the R2
variable (0.543) in the FAMILY index. This provides more support for H2 and once more highlights
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the necessity of including the pay gap factor in the evaluation of WLB systems (H3). The variables in
the WORK index had the most equal importance (from 0.335 to 0.340), the variables in the TIME
index showed the highest average importance (from 0.057 to 0.505), while the variables in the FAM-
ILY index varied the most in importance (from 0.260 to 0.543).

Table 1. Factor weights of the three WLB dimensions PCA Weights

Latent Indicator Weight estimate
P1 0.337
Work P2 0.340
P4 0.335
C1 0.505
Time C3 0.057
Cca 0.505
R2 0.543
Family R4 0.479
R5 0.260

Source: own study based on analysis results.
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Figure 5. The TIME dimension index 2009-2022*
Note: *Periods from 2009 (1) to 2022(14)
Source: own elaboration based on analysis results.

In the case of the TIME index, we observed declining index values for all countries surveyed
(especially the Czech Republic), alongside an increase in homogeneity in the final period (the pro-
files of the V4 countries are converging). Poland had the highest level (except for 2009-2012), and
Hungary had the lowest level.

Regarding the WORK index, all countries (particularly Hungary) have increasing index values.
The Czech Republic has the highest level and Poland the lowest level (except for the years 2009 -
2013).

Increasing work-related variables imply strong dynamics in the area of WLB. The increase in
employment, also among those with children, suggests the existence of favourable conditions for
combining work and non-work responsibilities. On the other hand, work activity increases the risk
of work-life conflict. This poses major challenges for the state but also for employers, who are re-
sponsible for shaping favourable conditions for work-life balance.
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Figure 7. The FAMILY dimension index 2009-2022
Source: own elaboration based on analysis results.

With the exception of Poland, all countries’ FAMILY index values were steady until the halfway
point of the study period, at which point there was an increase in heterogeneity until the last year
of analysis. The Czech Republic, Slovakia, and Hungary are characterized by the highest levels, while
Poland significantly had the lowest level.

The trajectory of the V4 countries was similar across every Work-Life Balance dimension (WORK,
TIME, FAMILY), with only three types of changes occurring. In the TIME dimension, the trajectories are
marked by homogeneity in index increments; in the WORK dimension, differences were stable. Mean-
while, in the FAMILY dimension, the trajectories tended towards heterogeneity (in the final stage). The
trajectory for the FAMILY dimension for Poland significantly diverged from the rest of the V4 countries,
showing indices below the average by 1-2 standard deviations (Figure 7).

Thus, we confirmed hypothesis 4, which postulates that the WLB systems of the V4 nations will
develop similarly in several dimensions. This finding aligns with previous studies that emphasize the
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similarities in WLB systems characteristic of countries with similar socio-cultural backgrounds (Fernan-
dez-Crehuet et al., 2016; Thévenon, 2011). We compared culturally similar countries that entered the
European Union under nearly identical economic and social conditions. They also chose similar paths
in the development of their WLB systems. The foundation of these choices were political and legal
decisions that introduced various systemic solutions supporting employment flexibility, working time,
and family support. Comparing the consequences of these decisions, which illustrate the variables of
work, time, and family in the V4 countries, sheds additional light on the significance of the governing
political options in shaping work-life balance.

CONCLUSIONS

The research allowed us to identify the dimensions underlying WLB and assess their dynamics. On this
basis, we identified the trajectories of WLB in a cross-section of V4 countries between 2008 and 2022.

The most notable distinctions between V4 countries in the data set for their WLB related to
employment policy or other work-related factors. This result also constitutes an important recom-
mendation for the development of WLB systems, which should be based on labour market indica-
tors as benchmarks for their evaluation.

We identified similarities in the trajectories of each dimension of WLB. The decline in the TIME
index indicates a general trend towards fewer working hours, which we may see as a positive signal in
the context of WLB. Nonetheless, in comparison with other EU countries, the V4 countries still record
some of the highest weekly working hours (verification of hypothesis 2).

Rising WORK index values across the V4 countries underscore a significant dynamism within the
domain of WLB, particularly suggesting favourable conditions for work-life integration, especially for
those with children. This is evident as the Czech Republic showcased the most dynamic labour market
development, indicated by the largest increase in the WORK index, whereas Poland experienced the
least dynamic changes, reflecting varying degrees of labour force participation among these countries.
However, this increased participation, while beneficial, also introduces potential work-life conflicts,
challenging both nations and employers to create optimal WLB conditions. Despite these differences
in labour market dynamism, we observed contrasting stability in the FAMILY index across all V4 coun-
tries. This stability signifies a slow pace of change in critical areas such as the gender pay gap and
childcare provision underscoring a consistent approach towards family support across these nations
despite the varying economic activities (verification of hypothesis 3).

The comparison of the analysed WORK and TIME indices yielded valuable insights as well. The
increase in work indicators, coupled with a decrease in time-related indicators, is potentially ben-
eficial for assessing the WLB system. It implies that more individuals are actively participating in
the labour market, which positively affects the households’ financial condition. Conversely, shorter
working hours mean more time for personal life, translating into a higher sense of well-being. All
V4 countries showed a trend of increasing WORK index while experiencing a decrease in working
hours, revealing a similarity towards improving WLB through reduced working hours and increased
employment (verification of hypotheses 1 and 2).

Prior comparative studies in the field of WLB have emphasized that efforts towards better balancing
professional and private life in countries with relatively low outcomes should focus on family and health
issues (Fernandez-Crehuet et al., 2016). Proposals include increasing average earnings for individuals,
reducing the gender pay gap, or expanding the reach of formal education that is free or subsidized for
young children. While our research confirms the significance of the gender pay gap and public childcare
up to the third year of life (verification of hypothesis 3), it also specifies that employment rates and
working hours significantly determine WLB systems (verification of hypotheses 1 and 2). This is sup-
ported by additional studies showing that employment uncertainty is a crucial factor affecting the ability
to balance work and personal life (Hobson et al., 2011) and that this ability (also understood as satisfac-
tion with WLB) is negatively correlated with weekly working hours (Fedakova, 2017).
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Policy Implications

The results will be useful for developing future WLB improvement initiatives and for additional trend
research. Such a long-term strategy can reduce gender inequality and increase the labour market's ac-
cessibility and flexibility (OECD, 2001). The intensity and directions of policy are largely regulated by the
political option that governs a given country. It has an impact on the regulation of the labour market,
including, among others, the number of working hours, the right to annual leave, the availability of flex-
ible forms of employment, and also on the family support system —the right to family leave and benefits,
support in the area of childcare, or finally, the general system of tax benefits (McGinnity & Whelan, 2009).

Liminations and Further Research

The conducted research has limitations that may encourage further exploration. Firstly, we based the
study on aggregated data, not direct outcomes from respondent surveys. Secondly, a limitation could
be the comparative analysis between the V4 countries and highly developed (European) countries.
Thirdly, the absence of exploratory (regression) models with additional parameters (predictors) could
broaden the interpretation of the WLB dimensions’ trajectories.

There are multiple options for integrating variables into WLB dimensions. Hence, future research
should focus on observing WLB dimensions and evaluate the trajectories outlined in the article, includ-
ing the impact of decisions by V4 countries on the formulation of WLB policies. Research interest in
WLB should continue to be sparked by the consequences of unemployment, and the situation of indi-
viduals (both women and men) in the labour market, regardless of whether they have children, includ-
ing younger generations as well as seniors and migrants.

Moreover, an analysis of the relationship between governmental decisions (legislative acts, gov-
ernment programs) and the development of the labour market in the aspect of supporting work-life
balance would be of particular interest.
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