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Introduction. Today work environment becomes stressful, with many tasks and problems to solve. It is overloaded,
imbalanced, complicated and often full of conflicts. In this climate, managing the boundary and balance between home and
work is becoming more challenging. There is a need for organizations and personnel alike to find flexible and innovative
solutions that maximize productivity without damaging personnel’ well-being, their personal life, family relationships.

Aim. To analyse the main categories, resources and limitations of work-life balance, results of empirical study,
main organizational and individual strategies for creating balance.

Results. Work-life balance is a category defined by researchers as a person’s subjective general assessment of the
interrelation between work and other life areas, family, as well as the ability to combine these spheres in a proper way. The
empirical study has shown, that the work-life balance has been generally assessed as average. It should be noted that they
have scored the load balance lower than other components. professional tasks complexity, work and content planning, and
social intercourse. According to the results of the empirical study and to the theoretical approaches, the basic strategies in
professional productivity increase programs in organizations may be the following: focus strategies, “resource/refusal”
strategies, adaptive strategies, every of which is manifested in a certain kind of an individual strategy. The use of the
adaptive individual strategies with the resource increase strategy perfectly contributes to the work-life balance
achievement.

Conclusion. Based on the results of theoretical and empirical research, we have identified organizational
conditions and individual strategies for achieving the work-life balance, and also the main personal skills and traits
contributing to the work-life balance achievement include the following ones.: personal flexibility, a high level of self-
discipline; trust-based relations; dynamic and independent work. These skills should be mature, and the work-life balance
achievement psychological teaching programs for personnel can increase their level.

Key words: work-life balance, social and psychological support, personnel, work-life enrichment, work-life
conflict, individual balance strategies.

Trkanuu Mapianna. Ilpocpamu éanancy «poboma — yncumms» K COUIAIbHA MA HCUXOI0ZIUHA RIOMPUMKA
nepconany 6 opzaunizayinx.

Bemyn. Coo200Hi poboue cepedosuiye cmae Hanpyicenum, 3Myuye supiuyeamu 6a2amo 3a80amns ma npoonem.
Bono nepesanmasiceno nezbanancosane, ckiaoue i Hacmo cnoeHene KOHQAIKmIs. Y ybomy Kiimami ynpasiiHHsI MeXCamu i
banarcom migic pisHumu cghepamu sxcumms i pobomor cmae éce ckaaoniwmum. IompibHo, wob opeanizayii ma nepconan
3HAXOOUIU SHYUKI ma IHHOBGAYIUHI pileHHs, AKI 6 30ibuLysaniu npoOyKmuHicms npayi ez wKoou Oas NCUXOI02IYHO20
b1a2ononyYUs NepcoHany, 1020 0COOUCMO20 HCUMML MA CIMEUHUX CIOCYHKIG.

Mema Ilpoananizysamu 0CHOGHI Kame2opii, pecypcu ma 0OMedCeHHs Oanaucy Midxc pobomow ma IHuuUMU
cpepamu  rcumms, pe3yrbmamu  eMRIPUYHO2O OOCHIONCeHHs, OCHOGHI OpeaHizayilini ma [HOUsioyanbHi cmpameii
CMBOpeHHs DANAHCY.

Pesynomamu. bananc mixc pobouum ma ocobucmum dHcummam — ye Kamezopis, GU3HAUEHA OOCTIOHUKAMU AK
cy0 ’eKmuBHa 3a2anbHA OYiHKA THOOUHOI0 83AEMO38 A3KY MIidC pobOmMoIo ma iHwumu cghepamu dxcumms, cim’€ro, a maxKoxic
30amMHICMb  HANEHCHUM YUHOM noeonamu yi cpepu. Emnipuune Oocnioscenns noxazano, wo 6baianc pobomu ma
0CoOUCMO20 JHeummst 8 YiOMY OYIHIOEMbCS 1K cepedHill. Pecnondenmu oyinuau 6aianc HABAHMANCEHHS HUNCHE, HINC THULL
CKAA008I: CKIAOHICMb NPOQPECiHUX 3A60aHb, NIAHYEAHH POOOMU MA 3MICMY, A MAKONC COYIANbHI CMOCYHKU. Bionosiono
00 pe3ynIbmamis emMniputHo20 OOCHIONCEHH Md MeoPeMmuyHUx nioxoo0is, OCHOBHUMU CMpPAMeZiAMU 6 NpPocpamax
nioguwyents npogeciinoi npoOyKmueHocmi 8 opeanizayiax moxcyms Oymu maxi: cmpameeii ghokycysanns, cmpamezii
«pecypcy/Biomosuy, adanmueHi cmpamezii, KOJ’CHA 3 SIKUX NPOSAGIAEMbCS Y THOUGIOYANIbHUX cmpameziax. Buxopucmanis
ao0anmueHux iHOUGIOYarbHUX cmpameziti 3i cmpameziclo 30ibUeHHs pecypcie 4y0080 CNPUSE O0CACHEHHIO DANAHCY MIdiC
PO6OMmMOI0 Mma 0cooUCUM HCUMMAM.

Bucnoexku. Ha ocHosi pe3ynbmamie meopemudHux ma eMnipudnux OOCHIONCeHb MU BUSHAYUIU OP2SAHI3AYIUHI
YMO8U ma iHOUGioyanbHi cmpamezii 00cAeHenHA 6anancy pooboma — Hummsl, ad MAKoHC OCHOBHI 0cobuUcmi HABUYKU ma
Ppucu, wo cnpusiioms OO0CIASHEHHIO OANaHCy poboma — JCUmmsi, GKIOUAIOMb HACMYRHI: 0COOUCIA 2HYUKICMb, GUCOKULL
PiBeHb camoOUCyuniiny, 8iOHOCUNU, 3ACHOBAHT HA 006IpI, JuHaAMiYHa ma He3anedcHa poboma. Li nasuuku maromes Oymu
3pIIUMU, A NPOZPAMU NCUXONOLTYHO20 HABYAHMSI NEePCOHANY Ol OOCSeHeHHs banamcy poboma - JHCUmmsi MOICYMb
niosuwumu ix pigems.
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Kntouogi cnosa: 6ananc «poboma — dcummsy, coyianbHutl ma NCUXOROSTUHULL CYNPOGI0, NePCoHan, 36a2ayenHs
npoghecilinoco ma npogheciinozo Hcumms, KOHGIKM MidC Npogeciinum ma 0coOUCMUM HCUMMAM, THOUBIOYATbHI
cmpamezii 6anaucy.

Txkanuu Mapuanna. Ilpozpammel 6ananca «padoma-icu3nby KaK COUUATLHAA U HCUXOI0ZUYECKAS NOOOEPIHCKA
NePCOHANa 6 OPeAHU3AUUAX.

Beeoenue. Ceco0nsi pabouas cpeda CMAaHOBUMCS HANPSJICEHHOU, 3ACMAGIsem pewams MHozue 3a0ayu U
npobnemvl. Ona nepecpysiceHnas, HecOANAHCUPOBAHHAS, CIOJCHAS U YACMO NOJOHA KOHGIUKMos. B smom kiumame
VIPAGIAMb 2PAHUYAMU U OATAHCOM MedHCOY Chepamu Hcu3HU U pabomoll cmanosumcs éce ciodicHee. Heobxooumo, umobwl
Opeanu3ayUul U NEPCOHAL HAXOOUNU 2UOKUE U UHHOBAYUOHHbIE DEUleHUs], KOMOpble VECIUHUBAIU NPOU3800UMENbHOCTIb
mpyoa 6e3 yujep6a 015k RCUXOIOSUUECK020 DIALONOLYYUSL NEPCOHANA, €20 TUUHOU HCUZHU U CEMEUHBIX OMHOULEHUL.

Lens. Ipoananuszuposamsv 2iasHvie KAme2opuu, pecypcvl U 02panudeHust 6ailanca mejc pabomou u opyeumu
chepamu JrcusHU, pe3YILMAMbL IMAUPULECKO20 UCCICO06AHUSL, 2AGHbIE OP2AHUSAYUOHHbIE U JUYHble CMpameuu
comeopenust banauca.

Pesynomamut. banranc medsxcdy paboueti u TUYHOU HCUSHBIO — IO KAME20pUs, OnpeoeieHHas Ucciedo8amenimu
KaKk cyovexmuenas oowas OyeHKa 4el08eKoM 63aUMOCEA3U Mexcdy pabomou u opysumu chepamu dicuzuu, cemvell, a
makace CnoCOOGHOCMb OONNCHBIM 0OPA30M COCOUHUMb dMU Chepbl. DIMNUPULECKoe UCCIEO08aHUe NOKA3AN0, YMO DANANC
«paboma — JHCU3HLY 8 YENOM OYEeHUBAemcs: Kak cpedHuti. Pecnondenmvl oyenunu 6anranc Hazcpysku Huodice Opyaux
COCMABNAIOWUX: CONCHOCHb NPOPECCUOHATLHBIX 3a0a, NAAHUPOBAHUe PAbOMbL U COOEPAHCAHUS, d MAKICE COYUATbHbIE
omuowenusi. Co2NACHO pe3ybmamam dMAUPUYECKO20 UCCIe008AHUSL U  MeOPEemUYEecKUX Nnoox0008, OCHOBHbIMU
cmpame2usiMu 8 NPOSPAMMAX NOGbIUEHUS. NPOPECCUOHATLHOU NPOUZEOOUMENLHOCIIU 6 OP2AHU3AYUSIX MO2Ym Oblmb.
cmpame2u POKYCUPOSKU, CMPAMe2Uull «pecypca/omKasay, a0anmughble CIMpame2uit, Kaxcods u3 KOmopslx nposeisiemcs
6 UHOUBUOYATbHBIX cmpame2usix. Mcnonb3o6anue adanmueHbix UHOUSUOYAIbHBIX CHIPAMe2Uull CO Cmpamecueil yeeaudeHus.
Pecypcos omaudHo cnocooCcmsyem 00CMUNCeHUI0 0ANAHCA MeXcOy pabomoll u TUYHOU HCUZHBIO.

Bobi6oovl. Ha ocnose pe3yiomamos meopemuyeckux U IMAUPUHECKUX UCCIe008aHULL Mbl ONpeOenuiu
Op2anU3ayUOHHble YVCI0GUL U UHOUBUOYAIbHLIE Ccmpame2uu OOCMUCEeHUs. bananca «poboma — JCU3HbY, A MAKdiCce
OCHOGHbLE UYHbIE HABLIKU U YEPmbl, CNOCOOCMEYIowUe 00CMUdICEHUI0 OANanca poboma — HCU3Hb, BKIIOYAIOM: JTUYHYIO
2UOKOCMYb, BbICOKUIL YPOBEHb CAMOOUCYUNIUHBL, OMHOWLEHUsl, OCHOBAHHbIE HA 008epUU, OUHAMUYECKAsS. U He3A8UCUMAS
paboma. Imu HABbIKU OOIAHCHBL ObIMb 3PENLIMU, d NPOSPAMMbL NCUXOIOSUYECKO20 00YYeHUst NepPCOHana Ot O0CIUIICEHUS
bananca paboma — HCu3Hb MO2YM NOBLICUMD UX YPOBEHD.

Knrwouesvle cnosa: bananc «paboma — JHCU3HbY, COYUATbHOE U NCUXOTOLUYECKOE CONPOBOICOeHUE, NEPCOHAI,
obozauenue npopheccuoHaIbHOU U NPOPECCUOHANLHOU HCUSHU, KOHGIUKI MeHCOY NPOPDeCCUOHANLHOU U TUYHOU JHCUHBIO,
UHOUBUOYATIbHbIE cCIpame2uu OAIaHca.

Introduction. Nowadays, people’s lives as well as their professional and personal development are
being affected by a lot of various factors, events, information flows, and tasks, which they face every day.
Professional development and productivity increase are associated not only with staff’s abilities and skills as
well as their career goals and motivation, but also with the ability for time and energy management (the ability
to divide one’s time and energy between work and leisure). The efficiency and productivity, the ability to
achieve strong performance, and, along with it, the satisfaction with life and harmonious development are of
great significance.

Over the past three decades, the issues of work-life balance have drawn researchers’ attention all over
the world, but not in Ukraine. Today, work environment becomes stressful, with many tasks and problems to
solve. It is overloaded, imbalanced, complicated and often full of conflicts. In this climate, managing the
boundary and balance between home and work is becoming more challenging. There is a need for organizations
and personnel alike to find flexible and innovative solutions that maximize productivity without damaging
personnel’ well-being, their personal life, family relationships.

The need for work-life balance programs in psychological and organizational support of personnel is
due to the following changes in the social, economic and psychological conditions of organization activities:

» demographic and social changes that led to an increasing number of women in the professional sphere,
to the appearance of working mothers with infants, who have become the norm and not the exception, to rising
of the average age of employees;

* development of technologies (mobile telephones, Internet, email) that ensure reconciliation of work
and personal and family life, can help to organize the work away from the workplace;

* modern challenges, that have increased requirements for flexibility of employees and organizations to
increase their capacity to respond to changes;

* the increasing number of employees with more than one job;

* the increasing of working hours, leading to personnel overload and therefore the working environment
becomes more stressful and requires a "discharge."
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When a company does not take work-life balance into account, some symptoms could turn up: women
might not come back to the workplace after maternity leave; high stress levels might occur among the
personnel; employees might demand flexible strategies; women might not be willing to occupy senior roles.

So, organizations today are challenged to offer to their staff flexible and innovative solutions that
increase the productivity of their professional activities without detriment to the well-being, physical and
psychological health, family, personal relationships and other aspects of their lives and improve organizational
interaction and interpersonal relations of personnel in organizations.

The aim of the article is to analyse the main categories, resources and limitations of work-life balance,
results of empirical study, main organizational and individual strategies for creating balance. So, we are going to
discuss three tasks: 1) theoretical background of the work-life balance concept; 2) empirical measurement of
work-life balance; 3) the basic strategies of work-life balance programs.

The first task was to analyse the theoretical background of the work-life balance concept. Work-life
balance is a category defined by researchers as a person’s subjective general assessment of the interrelation
between work and other life areas, family, as well as the ability to combine these spheres in a proper way
(Tkalych, 2015). In some modern research studies, a “work-life integration” term is also used. It reflects a
fulfilled, healthy, and productive life, which combines work, relationship, entertainment; integrates a number of
activity types focused on oneself, one’s personal and spiritual development (Allen, 2013; Jones et al., 2008;
Lockwood, 2003).

There are several terms, which describe work-life interface and interaction. For example, “work-life
balance”, “work-family balance”, “work-life integration”. All these terms are corresponded to each other, but
the term “work-life integration” is more general and includes “work-life balance”. And the term “work-life
balance” includes “work-family balance”.

The negative aspects of this interaction have been defined as work-family / work-life conflict T.D. Allen
et al. (2013), B. Beham et al. (2014), U Kinnunen et al. (2014), V.K. Lim et al. (2014), M. Roche et al. (2010)
and the positive as work-family / work-life enrichment T.D. Allen et al. (2013), M. Roche et al. (2010).

Work-life integration is a satisfying, healthy and productive life, that includes work, play, and love; that
integrates a range of life activities with attention to self and to personal and spiritual development; and that
expresses a person’s unique wishes, interests and values. It contrasts with the imbalance of a life dominated by
work, focused on satisfying external requirements at the expense of inner development, and in conflict with a
person's true desires.

Among the components that determine this balance, the researchers distinguish the following: time
balance (equal distribution of time between work and life), the balance of the environment (the equivalent
psychological force), the balance of pleasure (the same satisfaction from the professional and family roles). In
our research we have been also singled out the following: load balance; job planning; complexity of the job;
social contacts.

The main work-life balance components include the load balance (optimal number of business hours,
possibility to distinguish between work and leisure, take a leave, not to think about work all day long); time
balance (equal distribution of time spent for work and other life spheres); work time and content planning (the
possibility to change the content of one’s own work and to schedule business hours); the complexity of tasks
(attractiveness, complexity, optimal number of tasks or challenges to be addressed); environment balance (equal
psychological efforts aimed to solve occupational, family, or personal tasks); social intercourse (friendly
relations with colleagues, director’s support, absence of the sense of loneliness, satisfaction of the need for
socializing at work); satisfaction balance (equal occupational and family life satisfaction) (Tkalych, 2015). The
analysis and summary of the researches of T.D. Allen et al. (2013), B. Beham et al. (2014), T.K. Billing et al.
(2014), R. Burke (1999), Y .-P. Chen et al. (2014), W.C. Marcinkus et al. (2007), , P. Rayman et al. (1999), M.
Roche et al. (2010), B. Wille et al. (2013), which were devoted to the study of work-life balance / work-family
conflict, enrichment of work-life interface, the determinants and consequences of unbalancing, allowed us to
create a model of work-life balance.

Work-life conflict is a form of inter-role conflict whereby role pressures from the work and family
domains are incompatible. Hence participation in one role is made more difficult by participation in other roles,
such as work and family.

M. Roche et al. (2010) noted that the imbalance between work and family roles and the resultant
conflict requires greater attention by researchers. Authors also found, that work-family and family — work
conflict was negatively related to autonomy, while family — work conflict was also negatively related to
competence and relatedness.

T.D. Allen et al. (2013), M.J. Grawitch et al. (2010), U. Kinnunen et al. (2014), A.M. Konrad et al.
(2012), M. Roche et al. (2010), K.L. Scott et al. (2015) distinguished a number of causes of work-life conflict.
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Among them are role stressors, role-playing environment, social support, work and family characteristics,
personal characteristics. Most causes of both types of conflicts are much more related to the work and its
content than to the family or personal life.

Generalization and systematization of the causes of work-life conflict enabled us to make the key
groups: 1) work-life conflict (Stressors of professional roles: role overload (lots of job tasks), role conflict, the
amount of time, which devoted to work (working time requirements). Social support: lack of support from the
organization (care for the welfare of employees), management and colleagues. Personality characteristics:
neuroticism, external locus of control, destructive coping strategies, gender, the number of children. 2) Life —
work conflict (Stressors of personal and family roles: role overload ( lots of family responsibilities and tasks);
role conflict (performing of conflicting multiple roles). Social support: low level of support from the partner or
husband / wife, other family members. Personality characteristics (the same).

Work-life / life — work conflicts have many important negative outcomes for individuals, their personal
life, families and organizations. T.D. Allen et al. (2013) distinguished among three different types of outcomes:
1) work-related outcomes (work dissatisfaction); 2) non-work-related outcomes (life dissatisfaction); 3) stress-
related outcomes (health problems, burnout, tiredness).

In addition, the other negative consequences of these types of conflicts include: absenteeism, staff
turnover, low labour discipline, low motivation, lack of satisfaction in relationships, strives, stress, exhaustion,
emotional burnout, depression, role conflicts, deterioration of physical health, increased job-injury rate among
personnel.

Let’s now talk about resources (work-life enrichment) of the work-life balance, which increase the level
of balance between work and other spheres of employees’ life: personal life, family, social activities, interests,
hobbies. So, work-life enrichment includes such organizational resources: work autonomy; a variety of job
tasks; investigation of opportunities and resources; social, organizational, leader and colleagues support;
professional skills; direct and long-term results. Other physical, psychological, social and material resources of
working environment.

Life-work enrichment includes such family, other areas of life resources: family, partner and friends
support; relationship satisfaction; social activity, other physical, psychological, social and material resources of
the personal life. Personality characteristics: extraversion, low level of neuroticism, personal flexibility.

Enriching work-life interaction (work-life outcomes) positively affects various areas of life, including
job satisfaction, involvement in professional interaction, marital, family and personal relationships, productivity
as well as psychological and physical health of the individual. Professional achievements lead to a sense of
satisfaction that «transferred» to family and personal life, and enhance the pleasure of leisure activity.
Performing multiple roles is a personal resource that enriches various spheres of life of the individual.

Satisfaction with work and family roles have been found to have additive effects on happiness, life
satisfaction, and perceived quality of life. Empirical findings also suggest that involvement in multiple roles can
improve psychological and mental health by buffering negative effects such as reduced.

There is a number of mechanisms of multiple roles that allow them to be a resource: the accumulation
of role privileges; different roles may act as «buffer» to each other or offset each other; getting additional
resources and improving performance of different roles; personal development and personal satisfaction through
psychological experience gained from multiple roles.

P. Rayman et al. (1999) distinguished the enrichment of work-life balance: a positive impact on the
achievements of the organization and the quality of life of employees; effective communication in the
workplace, teamwork is necessary to change to be effective; employees work on their «real» work (real job
tasks); employee engagement in cooperation enhances accountability and provides energy. It creates an efficient
workflow and there are positive changes in organizational culture. Work on distance (phone, internet
connection) enables better manage ones own time, family responsibilities.

According to T.D. Allen et al. (2013), C. Emslie C et al. (2009), M.R. Frone (2003), M.J. Grawitch et
al. (2010), N.R. Lockwood (2003), L. Muse et al. (2008) work-life balance provides the following benefits for
employees: time to focus on life outside of work; control of working life; employees feel that their life is in
balance, their work is easier and more manageable; employees can manage their tasks better; they will be more
motivated to work; stress levels among employees — employees, who have found the right balance between
work and life, haven’t worry about stress; employees would like to have more power because they feel better
and feel, that they can handle it.

We also defined the benefits of work-life balance for the organization, which include: increasing of
employees’ motivation; balance helps employees feel valuable to the organization and improving productivity
and loyalty; less stressful work environment; increasing competitiveness in the labour market, increasing the
number of potential employees, reducing the number of absenteeism etc.; good reputation of the employer; the
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possibility of retraining employees, that also help to expand knowledge, to increase flexibility, to improve
teamwork, to increase personal interaction, motivation, and communication.

Work-life balance programs have the potential to significantly improve employee morale, reduce
absenteeism, and retain organizational knowledge, particularly during difficult economic times. In today’s
global marketplace, as companies aim to reduce costs, it falls to the human resource professional to understand
the critical issues of work -life balance and champion work/life programs. Be it employees whose family
members and/or friends are called to serve their country, single mothers who are trying to raise their children
and make a living, Generation X and Y employees who value their personal time, couples struggling to manage
dual-career marriages, or companies losing critical knowledge when employees leave for other opportunities,
work-life balance programs offer a win-win situation for employers and employees.

The second task was to analyse the empirical measurement of work-life balance.

Methods and sample. In order to examine the level of work-life balance, we have designed an
inventory based on 16 statements divided into the following 4 groups (which are the work-life balance
components) by means of the factor analysis: 1) absence of the load balance; 2) work time and content
planning; 3) professional tasks complexity; 4) social intercourse (Tkalych, 2015). The study has involved
professionals from different fields of activity (n=1138). The number of women and men as well as their age
distribution have been representative to the general number of participants.

Results. The work-life balance has been generally assessed as average (M=4.19). It should be noted that
they have scored the load balance lower (M = 3.15) than other components: professional tasks complexity (M =
4.18), work and content planning (M = 4.46), and social intercourse (M = 4.98). It is the social intercourse
component (friendly relations with coworkers (M = 4.65), the support of a manager (M = 4.91), the absence of
the sense of loneliness (M = 5.36), satisfaction with socializing (M = 4.99)) which has got the highest scores.
Therefore, the social and communication components, interaction with a manager and colleagues are the most
balanced ones and have been most positively assessed by the participants.

The research results have shown that there is a statistically significant relationship between the
participant’s age and their social intercourse scores (p<0.03): it becomes more positively assessed with aging,
while other balance components have no significant age differences. Age correlates with such work-life balance
characteristics as work time planning (p<0.01), attractiveness and complexity or work and tasks (p<0.01), a
number of tasks to be completed (p<0.01), the absence of the sense of loneliness (p<0.01), perception of
colleagues as friends (p<0.01): these indicators increase with aging.

The third task was to analyse the basic strategies of work-life balance programs. According to the
results of the empirical study and to the theoretical approaches, the basic strategies in professional productivity
increase programs in organizations may be the following: focus strategies, “resource/refusal” strategies,
adaptive strategies, every of which is manifested in a certain kind of an individual strategy (Emslie et al., 2009;
Frone, 2003; Grandey et al., 2010; Lyness, 2014; Muse et al., 2008, Straub, 2007; Tombari et al., 1999).

Focus strategies are the ones which demonstrate a direction or a way of solving problematic or stressful
situations by co-workers.

«Resource / rejectiony strategies: coping strategies are directly related to the “work-family” interaction:
demands decrease and resource increase strategies.

. Demands decrease strategy works in the form of decreasing a number of business hours,
refusing some occupational or family duties, defining the priorities, limiting social life, decreasing role
expectations (for example, being “good enough” for business or family relations).

. Resources increase strategy provides searching for support both at home and work (authority
delegation, allocation of home duties, communication, positive interaction, satisfaction with relationships),
efforts of finding benefits, learning through complex situations, using proactive future-focused strategies (work
week scheduling, interfamily resources search, proactive dialoguing with a partner or a director).

Adaptive strategies are the ones helping to adapt to problems arising at work or / and at home.

o Compensatory strategy — negative things or thoughts are compensated with positive energy at
home and vice versa;
o Segmentation strategy — negative thoughts caused by work issues do not affect family relations.

Both strategies are adaptive in achieving the balance between work and life.

At the personal level, it is necessary to improve the decision-making process and communication within
a family for professional roles optimization and role conflict harm elimination as well as elimination of stressors
affecting other family members. A person must be sure his or her work does not harm his/her physical health
allowing to devote enough attention to other life spheres.

Billing et al. (2014), Kinnunen et al. (2014), Scott et al. (2015) suggest the following interrelated levels
of “work-life” integration disbalance:
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. time, energy, and duties: a person spends more time and energy for work rather than other life
spheres, and has too many work duties;

o attitudes and behavior increase demands for professional skills and achievements, and eliminate
intimacy;

o significance and criteria for self-assessment — a person has an image of the ideal self (the one he

or she thinks he/she must be) and others’ expectations, though as a rule, the achievement of such an image in
real life is too exhausting for an individual.

In order to reach the work-life integration, a feeling of life fullness, some changes should cover the
following three stages: the first one is balancing time, efforts, and duties; the second one is integration of
occupational mastery and intimacy with others; and the third one is self-focus, which means being focused on
one’s own self-esteem, aspirations, and self-image.

These changes are possible upon condition of psychological support programs, sports psychologists’
work who help to form the corresponding abilities and skills, as well as significant personal traits of
professionals: motivation, self-confidence, persistence, psychological flexibility, lability, a low neuroticism
level.

Besides, according to research, active engagement into the interaction with family and entertainment
after a business day contribute to a better recovery as compared to passive activities (Jones, 2008).

One more important task regarding individual strategies of the balance achievement is the resources
personal allocation. Resources personal allocation is a strategy according to which all desirable or necessary
requirements are considered to stimulate a person to make a choice of where, when and how he or she spends
resources in life (Grawitch et al., 2009). The efficient resources personal allocation not only decreases negative
consequences but also contributes to positive results in the work-life balance achievement. It includes the
following four stages: 1) defining available personal resources, 2) laying down requirements for work and
private / family life, 3) using efficient strategies of resources allocation; 4) results review.

This task is often ignored in one’s work and private life in cases when work requires performing
professional duties which contradict the family ones, ignoring other requirements for personal resources (e. g.
social or private life, other activities, religious requirements, sports, rest, etc.). Individual differences, external
resources, human-environment interaction have a great impact on the resources personal allocation. Despite the
fact external resources are diverse, in general they can be divided into two basic spheres: support as well as
teaching and development of a personality.

We have also identified the following conditions for the implementation of work-life balance programs
and strategies:

* involving personnel at all levels — from management to employees (including diagnosis of the current
situation of gender interaction, gender discrimination, the work-life balance);

* team approach that involves interrelated processes at all organizational levels;

» clear indicators of job performance and quality of life of the personnel;

» warranty for the personnel: increase productivity and improve interactions will not limit the
professional and personal achievements and income; eliminating gender discrimination against one group does
not provide its appearance on another;

 remuneration: all participants are recognized and rewarded for the risk and creativity that enable the
creation and implementation of programs;

* communication: clear mechanism, positive, harmonious way of interaction, information transmission,
view on the problems;

* the inclusion of the work-life balance concept, training of gender interaction for the personnel into the
HR strategy of the organization.

Conclusions. Using work-life interface benefits as a result of work-life balance programs for personnel
is not a career-limiting move. In fact, work-life interface benefits replenish employee resources in the form of
time, energy, and motivation, and users of these benefits receive more promotions than their non-using
counterparts. The support for sustained job commitment and performance over time provided by flexibility
benefits appears to be more important to career outcomes than any initial negative stigma that might be attached
to employees who request a work-life accommodation.

The basic possible individual work-life balance achievement strategies are as follows: focus strategies,
“resource-refusal” strategies, adaptive strategies, every of which is manifested in a certain kind of an individual
strategy. The use of the adaptive individual strategies with the resource increase strategy perfectly contributes to
the work-life balance achievement. We believe that the main personal skills and traits contributing to the work-
life balance achievement include the following ones: personal flexibility, a high level of self-discipline; trust-
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based relations; dynamic and independent work. These skills should be mature, and the work-life balance
achievement psychological teaching programs for personnel can increase their level.

Further steps in the study of work life balance are to analyze this phenomenon in the context of the
psychological well-being of personnel.
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