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Abstract

In the era of knowledge economy, company’s competitive advantage is mostly
created by skills and knowledge of its employees, especially managers as the most
significant segment of companys human intellectual capital. The subject of this
paper is manager’s work/life balance and possibility of its measurement. Balanced
and satisfied managers represent a good foundation for achieving companys goals.
The paper will present certain subjective factors and company factors that can affect
manager s work/life balance. Within these factors, various practices and benefits for
establishing manager s worlk/life balance can be distinguished, depending on whether
they are created by companies and offered to their managers, or they are designed and
implemented by managers themselves outside the company. The purpose of this paper
is presenting the conceptual model of interdependence of manager s job satisfaction,
manager § private life satisfaction and manager s work/life balance satisfaction, which
includes dimensions of each of these types of manager s satisfaction that managers can
assess through a questionnaire. Based on this model and managers’ grades, the result
of this paper is reflected in the created index methodology for calculating the values of
indices of the mentioned types of manager s satisfaction, which can be applied at the
level of the individual manager as well as at the level of the company, and it can also
be used for comparing the values of determined satisfaction indices by managers, by
vears and between companies.
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KOHIEIITYAJIM3AIIUJA HHAEKCHE METOAOJIOT'NJE
3A MEPEIBE CATUC®AKIIUJE MEHAIIEPA ITOCJIOM,
IMPUBATHUM KUBOTOM U YCKJIIABEHOILIRY ITOCJIA 1
ITPUBATHOI ’KUBOTA

ArmncrpakT

YV epu exonomuje 3nara, konkypenmcky npeonocm npedyseha eehunom Kpeupajy
BEUIMUHE U 3HATBA He208UX 3ANOCIEHUX, HAPOYUMO MEHAUepa Kao HajsHavajHujes cee-
MeHma XymaHoe uHmenekmyaiHoe kanumana npeoyseha. [Ilpeomem ogoe paoa npeo-
cmaemsa yekaahenocm nocia u RPUSAMHO2 JHCUBOMA MeHauepa u Mo2yhHoCcm 3a eHo
Mmeperve. Yeknahenu u 3a0080/6HU MeHayuepu npedcmasbajy 000py 0CHO8Y 3d ROCHU-
3are yuwesa npedyseha. Y paoy he bumu npesenmosaru oopelenu cyojekmushu gpax-
mopu u pakmopu npedyseha Koju Mo2y ymuyamu Ha YCKAahenocm nocia u npueanmHoe
arcusoma menayepa. Y okeupy 08ux (haxmopa mozy ce u3080jumu paziusume npaxce u
NO200HOCMU 3 NOCMU3ATbE YCKIAANEHOCIU NOCILA U NPUBAMHOZ JHCUBOMA MEHAUEPA, V
3a8ucHocmu 00 moea 0a i cy Kpeupaue o0 cmpate npeoysehia u nonyhene ruxosum
MeHayepuma, wii Cy OCMUULbEHE U NPUMErbeHe 00 CIMPAne CAMUX MEHayuepd 6aH npe-
oysehia. Cepxa 0802 pada je npe3eHmosarse KOHYenmyaiHo2 mooena mely3asucHocmu
camucghakyuje meHayepa nociom, camucaxyuje MeHayepa RPUSAMHUM HCUBOMOM
u camucghaxyuje menayepa yckaahenowliy nocia u npusamHo2 JcUeoma, Koju yK/mwy-
yyje oumensuje ceaxe epcme camuchaxyuje MeHayepa Koje MeHauepu Mo2y 0d oyeHe
nymem anxkemuoz ynumuuka. Ha ocnogy o6oe mooena u oyena menayepa, pe3yimam
0802 paoa o2neod ce y Kpeupaoj UHOEeKCHOj Memooon02uju 3a Meperbe 8DeOHOCHIU UH-
0deKca HaBeOeHUX 8PCMa Camuchakyuje Menayepd, Koja ce Moxice nPUMEHUmU Kako Ha
HUBOY NOJEOUHANHUX MeHayepa MaKko u Ha HU8oy yeioz npedysekia, a maxohe ce mooice
Kopucmumu u 3a nopeherbe peonocmu ymsphenux unoexca camucghaxyuje no me-
Hayuepuma, 200UHAMA U KOMNAHUjamd.

Kwyune peuu: yckiahernocm nocia u npueamHoe H#cugomd, 3a0080/6CmMe0 NOCIOM,
3a0080/6CMB0 NPUBAMHUM HCUBOMOM, UHOEKC camucaryuje menayepa

Introduction

Managers with their specific skills, knowledge and experience are considered a key
resource and the most significant factor of gaining and maintaining competitive advantage of
contemporary companies, which can contribute to the achievement of the company’s results
both through their own commitment and through motivating their team members. On the
other hand, due to the nature of manager’s job, the modern way of manager’s work and life
is often characterized by overtime work, high stress level, and certain health problems such
as cardiovascular disorders, physical pain, sleep deprivation, anxiety or depression (Frone,
2000).

Manager’s work/life balance represents one of the three biggest challenges for the
human resources sector in contemporary companies (McCarthy, Darcy & Grady, 2010).
Therefore, companies within their branding strategies should tend to attract, develop and
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retain the best quality managers, while striving to contribute to establishing their work/
life balance by offering various practices and benefits to managers, thereby differentiating
themselves on the labor market and creating a reputation of an innovative and desirable
employer that follows modern trends (Ivanovi¢-bBuki¢ & DPordevi¢, 2005). Therefore,
work/life balance benefits can be considered a “win-win” solution for both managers and
companies (Mladenovi¢, 2020).

Research conducted by Fapohunda (2014) showed that 68% of bank managers in
Nigeria were under constant stress at work and that 74% of managers did not have enough time
for their families after work. Another survey conducted by Lockwood (2003) found that 70%
of over 1,500 employees felt that they had not established work/life balance. Furthermore,
research results by the IBM Institute for Business Value (2020) indicate a huge gap between
the perception of employers and employees - as many as 86% of employers and only 46% of
employees perceive their companies to really consider work/life balance of their employees.
Therefore, employees in the human resources sector of companies should put more emphasis
on listening and considering the needs of their managers and other employees.

The main objectives (goals) of this paper are to answer the following research
questions:

1. Which dimensions of manager’s satisfaction with their job, private life and work/

life balance can be defined?

2. How can the level of manager’s satisfaction with their job, private life and work/

life balance be measured?

3. How can the measured level of manager’s satisfaction with their job, private

life and work/life balance be compared by managers, by years and between
companies?

In order to answer these research questions, the authors will first explain certain
determinants of manager’s work/life balance, grouped into subjective factors and company
factors, including various work/life balance practices that managers can apply both at
home and at work. Afterwards, the authors will present the created conceptual model of
interdependence of manager’s job satisfaction, private life satisfaction and work/life balance
satisfaction based on previous literature research. Finally, the authors will explain the created
index methodology for calculating the values of indices of manager’s satisfaction, which can
be used for comparison between managers and companies, as well as comparison within
the same company by years. The illustrated examples of calculating manager’s satisfaction
indices in this paper are based on managers’ hypothetical grades of their satisfaction
dimensions through a questionnaire.

Concept and determinants of manager’s work/life balance

Work/life balance can be defined as achieving satisfaction with the state, situation
and experience in both spheres of life through investing a satisfactory level of commitment,
effort, energy and time in both work and private activities (Postolov et al., 2019). Friedman
& Greenhaus (2000) view work and private life as allies instead of enemies, claiming that
performing work tasks does not interfere with performing private activities and vice versa,
but rather that positive experience in one life sphere contributes to achieving success in the
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other one. Therefore, work/life balance can be established by placing enough “weight” on
work activities while maintaining a healthy “counterweight” in the form of personal interests
and quality relationships with friends and family members (Mladenovi¢, 2020). Determinants
(factors) that can affect manager’s work/life balance can be grouped into: 1) subjective factors
and 2) company factors (Gilbreath, 2004; Koekemoer & Mostert, 2010).

1) Subjective factors of manager’s work/life balance include: A) manager’s personal
characteristics, B) private support from manager’s family members and friends, as well as C)
private work/life balance practices that managers can apply outside the company (Koekemoer
& Mostert, 2010).

A) Manager’s personal characteristics that can affect their work/life balance include:
internal locus of control, workaholism, ability of working under stress, time management
ability, and positive outlook on life (Simard, 2011).

B) Manager’s private support consists of open and honest communication, empathy
and understanding by their family members and friends, as well as providing support and
help in taking care of children and performing household chores and other private duties
(Walsh, 2002).

C) The most important private work/life balance practices that managers can apply
outside the company include: privately attending workshops, training and education of
personal development, privately hiring a coach outside the company, and practicing fun,
relaxing and sports activities (Bird, 2006).

2) Company factors of manager’s work/life balance include: A) characteristics of
manager’s job, B) characteristics of company’s organizational culture, communication and
support from manager’s superiors and colleagues, as well as C) work/life balance practices
and benefits that companies can offer managers (Gilbreath, 2004).

A) Characteristics of manager s job include: management of activities and people,
challenging work tasks, flexibility and autonomy in decision-making, number of working
hours, and stress at work (Ford & Collinson, 2011).

B) Organizational culture represents a common system of values, beliefs, attitudes and
behavior norms, as well as way of communication and support from superiors and colleagues,
that are adopted and shared by managers and other employees in the company, providing
them with a sense of belonging (Burke, 2010).

C) Work/life balance practices and benefits that companies can offer managers include:
flexible work arrangements (flexible working hours, part-time work, compressed work week,
and working from home), days off and annual leave, maternity leave, childcare and elderly
care, workshops and education of professional and personal development, mentoring and
coaching programs, as well as fun, sports and relaxing activities (Mladenovi¢ & Krstic,
2021b).

Conceptual model of interdependence of manager’s job satisfaction, manager’s
private life satisfaction and manager’s work/life balance satisfaction

For the purpose of researching the interdependence of manager’s job satisfaction,
manager’s private life satisfaction and manager’s work/life balance satisfaction, a specific
conceptual model was created based on previous empirical research from various countries
(Crozier-Durham, 2007; Herlin, 2010; Mukhtar, 2012; Riley, 2012; Stepanova, 2012;
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Mladenovi¢, 2022). This conceptual model includes the following variables (Figure 1):

Figure 1:

characteristics (nature) of manager’s job, as a dimension of manager’s job
satisfaction,

characteristics of organizational culture, communication and manager’s support
at work, as a dimension of manager’s job satisfaction,

company practices for establishing manager’s work/life balance, as a dimension
of manager’s job satisfaction,

manager’s job satisfaction, as a dimension of manager’s work/life balance
satisfaction,

manager’s personal characteristics, as a dimension of manager’s private life
satisfaction,

manager’s support at home, as a dimension of manager’s private life satisfaction,
private practices for establishing manager’s work/life balance, as a dimension of
manager’s private life satisfaction,

manager’s private life satisfaction, as a dimension of manager’s work/life balance
satisfaction,

manager’s work/life balance satisfaction.

Conceptual model of interdependence of manager s job satisfaction, manager s
private life satisfaction and manager s worlk/life balance satisfaction

CHARACTERISTICS (SATURE) OF

MANMAGERS JOH

CHARACTERIETICS OF GRCANIEATHINAL
CULTURE, COMMUNH ATION AN
BAR NG

MANAGERS IO

ER'S SUPPORT AT WORK SATISFACTHEY

COMPANY PRACTICES FOR ESTABLISHING
MANAGERS WORK/LIFE BALANCE

MANAGER'S WORK/LIFE

BALANCE 5,

MANAGERS PERSONAL CHARACTERISTICR

MANAGER'S SUPFMEET AT HOME

MANAGER™S PRIVATE
LIFE SATISFACUTIHEY

FRIVATE PRACTICES FOR ESTARLISHING
MANAGER'S WOIRK/LIFE BALANCE

Source: Adapted from: Mladenovié¢, M. (2022). Uskladenost posla i privatnog Zivota
kao determinanta produktivnosti menadzera i preduzeca u Republici Srbiji. Doktorska

disertacija.

Within the conceptual model of interdependence of manager’s job satisfaction,
manager’s private life satisfaction and manager’s work/life balance satisfaction, an index
methodology for measuring this interdependence was created, both at the level of the
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individual manager and at the level of the company. This methodology, based on the
methodology developed by Krsti¢ & Jankovi¢-Mili¢ (2002) and adapted by Mladenovi¢
(2022) with regard to managers as research subjects, includes the following indices:

*  manager’s job satisfaction index,

*  manager’s private life satisfaction index,

*  manager’s work/life balance satisfaction index.

The created index methodology enables measuring:

» satisfaction of each manager with each dimension of satisfaction separately,
» satisfaction of each manager with all dimensions of satisfaction in total,

» satisfaction of all managers with each dimension of satisfaction separately,
» satisfaction of all managers with all dimensions of satisfaction in total.

The mentioned indices can be determined by conducting a survey on managers
through a questionnaire, where managers can evaluate with grades 1-5 the degree of
agreement with various statements grouped by previously mentioned variables. The
5-point Likert scale used in the created index methodology includes the following
grades for assessing the degree of agreement with different statements in the survey:
1 - I completely disagree, 2 - I disagree, 3 - I neither agree nor disagree, 4 - I agree and
5 - T completely agree. Given that the chosen evaluation scale has the grades within
the range of 1-5, the index value will also range 1-5. In the following parts of the
paper, tables will be presented that illustrate the method of determining the presented
satisfaction indices on the example of a hypothetical company which has a total of 5
managers.

Manager’s job satisfaction index - conceptualization
and methodology of index determination

Manager’s job satisfaction can be measured through a questionnaire with questions
most often including the following topics: working conditions, availability of resources for
performing work tasks, job content (types of work activities), decision-making freedom,
communication with superiors and team members, compensation package, awards and
recognition for excellent results, opportunities for learning, development and career
advancement, as well as practices and benefits for balancing work and private life offered by
the company (Warier, 2014, p. 230).

The mentioned topics can be grouped into dimensions of manager’s job satisfaction.
Based on the aforementioned research, the previously presented dimensions of manager’s job
satisfaction which are defined within the created conceptual model are (Figure 1):

»  characteristics (nature) of manager’s job,

*  organizational culture, communication and manager’s support at work,

*  company practices for establishing manager’s work/life balance.

Managers evaluate the specified dimensions of their job satisfaction with grades
1-5 in the questionnaire, whereby the dimensions of job satisfaction themselves or
various individual pre-defined statements related to each dimension of job satisfaction
can be evaluated, depending on the needs of the company for research. Based on the
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manager’s grades, manager’s job satisfaction index can be determined at the individual
level (MJSI) and at the company level (CJSI).

Managers job satisfaction index at the individual level (MJSI) can be calculated
through average grades of each individual manager for all dimensions of manager’s job
satisfaction, based on the methodology provided by Krsti¢ & Jankovi¢-Mili¢ (2002) and
adapted by Mladenovi¢ (2022):

Sy + JSa; + o+ ]S4
ﬂ’r_lirsflz-lir 1 .|ir &l .|ir al

o
JS - grade of manager’s job satisfaction
i=1,2,..,n
n - number of managers
a - number of dimensions of manager’s job satisfaction or number of statements in the
questionnaire related to each dimension of manager’s job satisfaction

Managers job satisfaction index at the company level (CJSI) can be determined
through average grades of all managers in the company for all dimensions of manager’s job
satisfaction, based on the methodology given by Krsti¢ & Jankovi¢-Mili¢ (2002) and adapted
by Mladenovi¢ (2022):

J5, +]5, + = +]5_

o

CJsI =

JT_.S' _ EF:L.IF‘SEI'

& 1
I average grade of manager’s job satisfaction

Table 1 shows the method of determining manager’s job satisfaction index at the
individual level (MJSI) and at the company level (CJSI) on the example of a hypothetical
company with 5 managers in total.

In the columns in Table 1, hypothetical grades 1-5 of each of the 5 managers
individually for each dimension of manager’s job satisfaction are given. First, manager’s
job satisfaction indices of each of the 5 managers at the individual level (MJSI -MJSI,) are
calculated as the average of the grades of each individual manager for all dimensions of
manager’s job satisfaction. Afterwards, manager’s job satisfaction index at the company level
(CJSI) is determined as the average of the grades of all 5 managers in the company for all
dimensions of manager’s job satisfaction (JS-IS).

EXEIEKOHOMUKA 7



http://www.ekonomika.org.rs

Table 1: Example of calculating manager s job satisfaction index at the individual level
(MJSI) and at the company level (CJSI)

DMJS | Ml M2 M3 M4 M5 J5a

1-JC | IS, =3 | IS, =4 | IS =4 | JS,=5 | JS,=3 | T5;—19/5-338

II-0C | JS, =4 | JS,,=5 | IS, =3 | JS,,=5 | IS;=5 E:22/5:4,4

MI-CP | IS, =4 | IS,=4 | JS,=3 | JS,=4 | JS,=4 | JSm-19/5-338

MJSI, = | MJSL, = | MJSL, = | MJSI, =
MJISI | 11/3= | 13/3=| 10/3= | 14/3=
3,67 433 3,33 4,67

MJSIL, = | CJSI=(3.8 +4.4+
12/3=4|38)/3=12/3=4

M1 - M5 - manager | - manager 5

MISI - manager's job satisfaction index at the individual level

CIJSI - manager's job satisfaction index at the company level

DMIS - dimensions of manager's job satisfaction:

I - JC - characteristics (nature) of manager's job

II - OC - organizational culture, communication and manager's support at work
111 - CP - company practices for establishing manager's work/life balance

Source: Adapted from: Mladenovié, M. (2022). Uskladenost posla i privatnog Zivota
kao determinanta produktivnosti menadzera i preduzeéa u Republici Srbiji. Doktorska
disertacija.

Based on the presented calculation in Table 1, it can be concluded that manager 4 has
the highest manager’s job satisfaction index (MJSI, = 4,67), followed by manager 2 (MJSIL,
= 4,33), manager 5 (MJSI, = 4) and manager 1 (MJSI, = 3,67), while manager 3 has the
lowest manager’s job satisfaction index (MJSI, = 3,33). Manager’s job satisfaction index at
the company level (CJSI) is 4 and it represents the overall average grade of manager’s job
satisfaction of all 5 managers in the company.

Manager’s private life satisfaction index - conceptualization
and methodology of index determination

Manager’s private life satisfaction can be measured through a questionnaire, the
questions of which usually include the following aspects: living conditions, communication
with family members and friends, feeling of fulfillment, stress, time available for private life,
conscious presence (mindfulness), as well as activities for balancing work and private life
privately practiced by managers (Nosak & Zubanov, 2013).

The mentioned aspects can be grouped into dimensions of manager’s private life
satisfaction. Within the created conceptual model, based on the aforementioned research, the
previously presented dimensions of manager’s private life satisfaction are (Figure 1):

e manager’s personal characteristics,

e manager’s support at home,

e private practices for establishing manager’s work/life balance.
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In a similar way to determining manager’s job satisfaction index, with grades 1-5 in
the questionnaire, managers evaluate the defined dimensions of their private life satisfaction,
whereby they can evaluate the dimensions of private life satisfaction or individual pre-defined
statements related to each dimension of private life satisfaction, depending on the company’s
needs for research. After obtaining the manager’s grades, manager’s private life satisfaction
index can be calculated at the individual level (MLSI) and at the company level (CLSI).

Manager s private life satisfaction index at the individual level (MLSI) can be calculated
through average grades of each individual manager for all dimensions of manager’s private
life satisfaction, based on the methodology provided by Krsti¢ & Jankovi¢-Mili¢ (2002) and
adapted by Mladenovi¢ (2022):

L5y + L5 + o + L3y
b
LS - grade of manager’s private life satisfaction
i=1,2,..,n
n - number of managers
b - number of dimensions of manager’s private life satisfaction or number of statements
in the questionnaire related to each dimension of manager’s private life satisfaction

MLSI; =

Manager s private life satisfaction index at the company level (CLSI) can be determined
through average grades of all managers in the company for all dimensions of manager’s
private life satisfaction, based on the methodology given by Krsti¢ & Jankovi¢-Mili¢ (2002)
and adapted by Mladenovi¢ (2022):

L5, + LS, + -+ L5,

CLST
b

Eb — EF:LI'SE'I'
mn

Ls. average grade of manager’s private life satisfaction

Table 2 shows the method of determining manager’s private life satisfaction index at
the individual level (MLSI) and at the company level (CLSI) on the example of a hypothetical
company with a total of 5 managers.

In Table 2, the columns show hypothetical grades 1-5 of each of the 5 managers
individually for each dimension of manager’s private life satisfaction. First, manager’s private
life satisfaction indices of each of the 5 managers at the individual level (MLSI -MLSI,) are
calculated as the average of the grades of each individual manager for all dimensions of
manager’s private life satisfaction. Afterwards, manager’s private life satisfaction index at
the company level (CLSI) is determined as the average of the grades of all 5 managers in the
company for all dimensions of manager’s private life satisfaction (LS,-LS,).
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Table 2: Example of calculating manager s private life satisfaction index at the individual
level (MLSI) and at the company level (CLSI)

DMLS M1 M2 M3 M4 M5 L5h

[-MC | LS =5 | LS, =4 | LS,;=3 | LS,=4 | LS ;=5 | L§-21/5=42
I-MS | LS, =5 | LS,=4 | LS, =4 | LS, =5 | LS,;=4 | L§;-20/5=44

m-MP | LS, =5 | LS,=2 | LS, ;=4 | LS,,=4 | LS =3 | L5;— 18/5=3,6

MLSIZ_= MLSI3_= MLSI +~ | MLSL = CLSI= (i,z +4.4
10/3= | 11/3= | 13/3= 12/3>4 +3,0)/3=12,2/3

3,33 3,67 4,33 =4,07

M1 - M5 - manager | - manager 5

MLSI - manager's private life satisfaction index at the individual level

CLSI - manager's private life satisfaction index at the company level

DMLS - dimensions of manager's private life satisfaction:

I - MC - manager's personal characteristics

IT - MS - manager's support at home

I1I - MP - private practices for establishing manager's work/life balance

MLSI, =

MLSI 15/3=5

Source: Adapted from: Mladenovié, M. (2022). Uskladenost posla i privatnog Zivota
kao determinanta produktivnosti menadzera i preduzeéa u Republici Srbiji. Doktorska
disertacija.

Based on the presented calculation in Table 2, it can be concluded that manager
1 has the highest (and at the same time the maximum possible) manager’s private life
satisfaction index (MLSI, = 5), followed by manager 4 (MLSI, = 4,33), manager 5
(MLSI, = 4) and manager 3 (MLSI, = 3,67), while manager 2 has the lowest manager’s
private life satisfaction index (MLSI, = 3,33). Manager’s private life satisfaction index at
the company level (CLSI) is 4,07 and it represents the overall average grade of manager’s
private life satisfaction of all 5 managers in the company.

Manager’s work/life balance satisfaction index - conceptualization
and methodology of index determination

Manager’s job satisfaction and manager’s private life satisfaction represent
dimensions of manager’s work/life balance satisfaction. Therefore, after calculating
manager’s job satisfaction index at the individual level (MJSI) and at the company
level (CJSI), as well as manager’s private life satisfaction index at the individual level
(MLSI) and at the company level (CLSI), manager’s work/life balance satisfaction
index can be determined at the individual level (MWLBSI) and at the company level
(CWLBSI).

Manager s work/life balance satisfaction index at the individual level (MWLBSI) can
be calculated by weighting manager’s job satisfaction index at the individual level (MJSI)
and manager’s private life satisfaction index at the individual level (MLSI). The weight
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of 0,5 i.e. 50% is used considering that balance represents establishing alignment between
manager’s work and private life:

MWLBSL = MJSI; = 0,5 + MLSL; = 0.5

i=1,2,..,n
n - number of managers

Manager s work/life balance satisfaction index at the company level (CWLBSI) can be
determined by weighting manager’s job satisfaction index at the company level (CJSI) and
manager’s private life satisfaction index at the company level (CLSI). The weight of 0,5 i.e.
50% is also used considering that balance represents establishing alignment between work
and private life of all managers in the company:

CWLESI = CJSI = 0,53 + CLSI = 0,5

Based on the presented Tables 1 and 2 with calculated manager’s job satisfaction index
and manager’s private life satisfaction index at the individual level and at the company level,
it is possible to determine manager’s work/life balance satisfaction indices at the individual
level (MWLBSI -MWLBSI,) by weighting manager’s job satisfaction index at the individual
level (MJSI) and manager’s private life satisfaction index at the individual level (MLSI) by
0,5 i.e. 50% each, for each individual manager (Table 3).

Table 3: Example of calculating manager s work/life balance satisfaction index at the
individual level (MWLBSI)

MSI M1 M2 M3 M4 M5
MJSI | MJSI =3,67 | MISL=4,33 | MISL =333 | MISI,=4,67 | MJSI. =4
MLSI | MLSI, =5 | MLSL =333 | MLSI,=3,67 | MLSI, =433 | MLSI. =4
MWLBSI | MWLBSI, = IZI?;I;%S;Z +: MWLBSI, = MWLBSI, = MWLBSI,
=MISL | 367%0.5+5% | 330, 3. [333%05+3,67 (46705433 | =4%05+
05+ [05=184+25| SvFT 07 | *05=166+ | *05=234+ [4%05=2+
MLSI*0,5| =434 e 1,84=35 2,16=45 2-4

M1 - MS - manager 1 - manager 5

MSI - manager's satisfaction indices at the individual level:

MISI - manager's job satisfaction index at the individual level

MLSI - manager's private life satisfaction index at the individual level
MWLBSI - manager's work/life balance satisfaction index at the individual level

Source: Adapted from: Mladenovic¢, M. (2022). Uskladenost posla i privatnog Zivota
kao determinanta produktivnosti menadzera i preduzeca u Republici Srbiji. Doktorska
disertacija.

Based on the presented calculation in Table 3, it can be concluded that manager 4 has
the highest work/life balance satisfaction index (MWLBSI, = 4,5), followed by manager 1
(MWLBSI, = 4,34), manager 5 (MWLBSI, = 4) and manager 2 (MWLBSI, = 3,82), while
manager 3 has the lowest work/life balance satisfaction index (MWLBSI, = 3,5).

Based on the determined manager’s satisfaction indices in Tables 1, 2 and 3, the
ranking of managers according to the value of their job satisfaction index (MJSI), private
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life satisfaction index (MLSI) and work/life balance satisfaction index (MWLBSI) at
the individual level is presented in Table 4, starting from the highest to the lowest index
value.

Table 4: Example of ranking managers by the value of their job satisfaction index (MJSI),
private life satisfaction index (MLSI) and work/life balance satisfaction index (MWLBSI) at
the individual level

RANK MJSI MLSI MWLBSI
1. M4 (MJSI, = 4,67) M1 (MLSI, = 5) M4 (MWLBSI, = 4,5)
2. M2 (MISL = 4,33) M4 (MLSL, =4,33) | M1 (MWLBSI =4,34)
3. M5 (MISI, = 4) MS5 (MLSI, = 4) M5 (MWLBSI_ = 4)
4. M1 (MJSI, = 3,67) M3 (MLSL =3,67) | M2(MWLBSL =3,82)
5. M3 (MJSI, = 3,33) M2 (MLSL = 3,33) M3 (MWLBSI, = 3,5)

MI - M5 - manager 1 - manager 5

MIJSI - manager's job satisfaction index at the individual level

MLSI - manager's private life satisfaction index at the individual level
MWLBSI - manager's work/life balance satisfaction index at the individual level

Source: Adapted from: Mladenovié, M. (2022). Uskladenost posla i privatnog Zivota
kao determinanta produktivnosti menadzera i preduzeéa u Republici Srbiji. Doktorska
disertacija.

By comparing the presented satisfaction indices by managers in Table 4, it can be
observed that manager 4 has very high values of all indices, with slightly higher value of
job satisfaction index (MJSI, = 4,67) compared to private life satisfaction index (MLSI,
= 4,33). Manager 5 has very high both job satisfaction index (MJSI, = 4) and private
life satisfaction index (MLSI, = 4). Manager 1 has a very high private life satisfaction
index (MLSI, = 5) and a medium job satisfaction index (MJSI, = 3,67). In contrast,
manager 2 has a very high job satisfaction index (MJSI, = 4,33) and a medium private life
satisfaction index (MLSIL, = 3,33). Finally, manager 3 has medium values of all indices,
with slightly higher value of private life satisfaction index (MLSI, = 3,67) compared to
job satisfaction index (MJSI, = 3,33).

It is also possible to calculate manager’s work/life balance satisfaction index at the
company level (CWLBSI) by weighting manager’s job satisfaction index at the company
level (CJSI) and manager’s private life satisfaction index at the company level (CLSI) by
0,5 i.e. 50% each. Table 5 shows manager’s satisfaction indices at the company level on
the example of a hypothetical company which has a total of 5 managers.
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Table 5: Example of calculating manager s work/life balance satisfaction index at the

company level (CWLBSI)
CJSI CJSI=4
CLSI CLSI=4,07
CWLBSI=CIJSI * 0,5+ CLSI*0,5| CWLBSI=4*0,5+4,07*0,5=2+2,04=4,04

CJSI - manager's job satisfaction index at the company level
CLSI - manager's private life satisfaction index at the company level
CWLBSI - manager's work/life balance satisfaction index at the company level

Source: Adapted from: Mladenovié, M. (2022). Uskladenost posla i privatnog Zivota
kao determinanta produktivnosti menadzera i preduzeéa u Republici Srbiji. Doktorska
disertacija.

In the example presented in Table 5, all indices determined at the company level have
very high values, with slightly higher value of manager’s private life satisfaction index at the
company level (CLSI = 4,07) compared to manager’s job satisfaction index at the company
level (CJSI =4). Manager’s work/life balance satisfaction index at the company level is also
very high (CWLBSI =4,04).

The above mentioned manager’s satisfaction indices should be measured periodically,
at least once a year, both at the individual level and at the company level. It can also be
very significant to compare the values of these indices by years and by managers in order
to determine which dimensions of work or private life have had an increase or decrease in
satisfaction, so that eventual corrective actions can be taken. This comparison can be made by
creating the previously presented Tables 1-5 and by comparing them by years.

Discussion of the effects of manager’s work/life balance

Managers can implement various work/life balance practices and benefits, both
privately and organized by their companies. Thereby, from the offered practices and benefits
by the company, each individual manager should choose the ones that are most significant to
them, depending on their current career position, living conditions, life circumstances, as well
as personal values, needs, goals and priorities (Mladenovi¢ & Krsti¢, 2021c).

It is extremely important that managers’ superiors work on increasing managers’
awareness of the benefits of these practices, and on encouraging their practical implementation
by managers both at home and at work by emphasizing their contribution to both personal
development and professional progress of managers (Blair-Loy & Wharton, 2002). At the same
time, it is also important to create such a work environment in the company that the manager
feels free to ask superiors or colleagues for help in a certain work or private situation, where
crucial is managers’ perception of respect for their private obligations through congruence
of their superiors who show in their behavior that they really understand managers’ private
obligations, representing a role model of behavior for managers (Allen, 2001).

In the application of managers’ work/life balance practices and benefits inside and
outside the company, there may be certain obstacles, such as lack of finances, time, motivation
or prioritization of work/life balance by managers (Mladenovi¢ & Krsti¢, 2021a). On the
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other hand, managers who achieve work/life balance can experience positive effects at work,
such as better communication, a higher level of commitment, motivation and productivity,
and lower level of stress, absenteeism and turnover (Haar & Roche, 2010), as well as positive
effects in their private life, such as more time spent with family members, better physical and
mental health, and a higher level of happiness, satisfaction and quality of life (Cinamon &
Rich, 2010).

Conclusion

Stress at work is considered a disease of the 21st century, taking into account that
circumstances in private life can also be very stressful, especially for managers. Research
shows that adequate communication with superiors, colleagues and subordinates in the
company can significantly increase manager’s job satisfaction (Petkovi¢ & Rapaji¢, 2021).
Manager’s private life satisfaction can be significantly contributed by setting boundaries
with people and separating manager’s work and leisure time by not answering work e-mails
outside of working hours, but rather spending quality time with family members at home
(Trenbeth & Drewe, 2002).

Concern for establishing work/life balance of managers and other employees can
be considered an element of social responsibility of contemporary companies (Stojanovic-
Aleksi¢ & Boskovi¢, 2017). Therefore, companies can differentiate themselves from the
competition by investing in improving knowledge, abilities, skills, motivation, commitment,
well-being, and quality of life of their managers and other employees (Ansari, 2011). The
paper presented certain subjective factors and company factors as determinants of manager’s
work/life balance, within which were also presented different work/life balance practices that
managers can apply outside the company, as well as benefits that companies can offer their
managers.

Research questions in the paper related to the definition of dimensions and the
possibility of measuring manager’s satisfaction are answered by creating the conceptual
model of interdependence of manager’s job satisfaction, private life satisfaction and work/life
balance satisfaction. The presented model emphasizes the defined dimensions of manager’s
job satisfaction (characteristics of manager’s job, organizational culture, communication
and manager’s support at work, and company practices for manager’s work/life balance),
as well as the defined dimensions of manager’s private life satisfaction (manager’s personal
characteristics, manager’s support at home, and private practices for manager’s work/life
balance). Managers can assess the mentioned satisfaction dimensions through a questionnaire
by conducting empirical research, and based on managers’ grades, manager’s job satisfaction
index and manager’s private life satisfaction index can be calculated. The paper also
presents the conceptualization and methodology of determining manager’s work/life balance
satisfaction index by weighting previously calculated manager’s job satisfaction index and
manager’s private life satisfaction index (as dimensions of manager’s work/life balance
satisfaction).

Limitations of the paper are reflected in the information for determining manager’s
satisfaction indices, which is obtained through a questionnaire and therefore represents the
grades of manager’s satisfaction at the moment of completing the survey. These limitations
can be overcome by repeating the research i.e. by re-completing the survey questionnaire by
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the same managers in different time periods (e.g. by years) and comparing the values of the
determined satisfaction indices. In this way, as well as by conducting the identical research
and implementing the identical index methodology in different companies, research question
in the paper related to the possibility of comparing the measured satisfaction by managers, by
years and between companies is also answered.

Practical recommendations for managers and companies include measuring manager’s
satisfaction indices periodically, at least once a year, both at the individual level and at the
company level. Moreover, it is extremely useful to compare the values of these satisfaction
indices by managers and by years in order to determine in which dimensions of work or
private life there has been a positive or negative change, so that corrective measures can
be implemented if necessary. Finally, it can be very significant to measure and compare
manager’s work/life balance before and after using certain practices both at work and at
home in order to determine and quantify their benefits, which could be the subject of future
research.
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