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Psychosocial hazards and
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!Institute of Occupational Safety and Environmental Health, Riga Strading University, Riga, Latvia,
2Department of Health Psychology and Pedagogy, Riga Stradin$ University, Riga, Latvia, *School of
Health and Society, University of Salford, Salford, United Kingdom

Background: Even though the link between the psychosocial work environment
and work-life balance (WLB) has been thoroughly researched, there is limited
evidence evaluating the impact of workplace violence, sexual harassment,
conflicts, and rivalry on WLB.

Methods: A cross-sectional study was conducted among 2,471 respondents
in Latvia from December 20, 2021, to July 14, 2022. WLB was measured
through a survey question assessing the frequency of work-life imbalance, with
responses categorized into dichotomous variables. The study evaluated the
association between the selected workplace psychosocial hazards (conflicts,
rivalry, psychological abuse, physical abuse, and sexual harassment), work
characteristics, socio-demographic factors, and WLB by using binomial logistic
regression.

Results: Our study reveals a significant lack of WLB among Latvian employees. A
striking one-third of the respondents (30.9%, n = 762) reported experiencing this
imbalance. The odds of WLB decrease with age, with the youngest age group
having twice the odds compared to the oldest age group. Lower education
levels and lower income groups also show significantly lower odds of WLB.
Notably, those who have experienced selected workplace psychosocial hazards,
such as sexual harassment or psychological abuse, have five- and three-times
higher odds of work-life imbalance (aOR = 4.90 with 95% CI 2.06-11.67 and
aOR = 3.47 with 95% CI 2.75-4.35, respectively). All types of conflicts at work
significantly increase the odds of a lack of WLB. Our findings also indicate that
WLB varies depending on various work characteristics, such as job position,
work sector, company size, length of service, and remote or on-site work.

Conclusion: Our study highlights the importance of addressing WLB in the
context of workplace conflicts, rivalry, violence, and harassment. It provides
indirect evidence favoring leadership quality and manager training instead of
employee training in diminishing psychosocial hazards. Practical implications
include prioritizing leadership development programs focusing on conflict
resolution and fostering a supportive organizational culture to improve
employee WLB.
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1 Introduction

WLB or work-life integration is a concept that emerged in the
1960s with the arrival of Generation X, who was the first to favor it as
a boomerang effect to the work-accentuated previous generation;
WLB speaks to creating the most compatible work and life for
employees (Brough et al, 2020; Kalliath & Brough, 2008;
Ramachandran, 2020). The reason for focusing attention on employees
is the intensifying competitive pressure through the twenty-first
century (Hitt et al., 1998). It makes employees the only sustainable
source of competitive advantage and the return on investment in
organizations (Wong et al., 2020; Luthans & Youssef, 2004). On the
other hand, employees are increasingly and consistently trying to put
their WLB first (Drnovéek et al., 2024). They do so despite being
connected and engaged in their current roles, and such a choice is
even more pronounced within the younger generation of employees
(Picton, 2021). The employee preference of WLB is reflected in the
priorities regulatory agencies set globally (European Commission,
2021; The European Parliament and the Council of the European
Union, 2019; Kelliher et al., 2019). Also, organizations that put
employee WLB first have better business results, including higher
profits (Naylor, 2004). Thus, achieving a win-win status for employees
and organizations means investing in employees as the primary asset
of organizations (Kelliher et al., 2019).

Furthermore, such investment should help employees perceive a
positive WLB, i.e., that their work and non-work activities are compatible
and promote growth according to an individual’s life priorities
(Gragnano et al,, 2020). It is a preferred definition of WLB in a field

riddled with disagreements on how to define WLB (European Agency
for Safety and Health at Work, 2012). Even though WLB is a concept
central to organizational productivity, return on investment, employee
retention, and employee happiness, WLB is one of the least studied
phenomena academically (Haar et al., 2014; Guest, 2002). Consequently,
WLB has become “a concept whose popular usage has outplaced its
theoretical development” despite WLB being entered into the European
Pillars of Social Rights (Brough et al., 2020; Haar et al., 2014; Beauregard
& Henry, 2009; European Agency for Safety and Health at Work, 2019).

Moreover, the existing academic literature on WLB is unbalanced,
as it often takes work-family balance as a proxy for WLB in most studies
(Fan & Smith, 2017; Lingard & Francis, 2009). For example, 74% of
qualitative and 91% of quantitative studies on WLB from 1987 to 2006
focused on work-family balance (Kelliher et al., 2019; Guest, 2002;
Chang etal., 2010). Over the past 15 years, research has further explored
the cross-pollination of work and family life within the context of WLB
(Keeney et al., 2013; Sirgy & Lee, 2018; Casper et al., 2017; Verma et al.,
2024). However, emerging evidence suggests that employees (irrespective
of their age) increasingly prioritize the work-health component of WLB
over the work-family balance (Gragnano et al., 2020).

This shift in focus aligns with the growing recognition of
workplace psychosocial hazards as critical determinants of employee
health and well-being. Since the 1970s, such hazards—including
workplace conflicts, violence, and harassment—have been identified
as pivotal to the psychosocial work environment (Kalimo et al., 1987;
Guerrero-Barona et al, 2020; Rugulies, 2019). Consequently,
regulators have prioritized the prevention and management of these
hazards to support both individual well-being and organizational

GENDER

MALE aOR =128 (1.07-1.54)**

CONFLICTS

AGE 18- 24 (YOUNGEST)  QOR = 271 (1.89-3.88)*

EDUCATION

PRIMARY SCHOOL OR ELEMENTARY aOR = 0.5 (0.09-0.25)*

LENGTH OF SERVICE

LESS THAN 1 YEAR aOR = 0.50 (0.37-0.69)*
JOB CATEGORY

HEAD OF THE COMPANY aOR = 4.21 (1.93-9.18)*
SALARY

1ST QUARTILE (LOWEST) QOR = 0.46 (0.34-0.62)*

*p < 0.00%; ** p<0.01
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BALANCE4LV

QOR = 3.40 (2.82-410)* INDIVIDUAL BETWEEN CO-WORKERS

l QOR = 3.35 (274-412)*  BETWEEN WORKER GROUPS

| aOR =323 (266-3.91)* WITH MANAGERS

| QOR=258(213-312)*  WITHCLIENTS

RIVALRY BETWEEN CO-WORKERS aOR = 310 (2.56-3.75)*

SEXUAL HARASSMENT QOR = 4.90 (2.06-1167)*

ABUSE OR PSYCHOLOGICAL aOR = 3.47 (2.82-4.35)*
THREATS

PHYSICAL QOR = 2.24 (1.60-3.14)*

PRACTICAL IMPLICATIONS

Implement policies to address

@  PSYCHOSOCIALHAZARDS conflicts, abuse, and harassment.

Train leaders in inclusive management
®  LEADERSHIP PRACTICES and conflict resolution to improve WLB.
#  HIGH-RESPONSIBILITY ROLES Provide flexible schedules and

workload adjustments for senior staff.
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success (The European Parliament and the Council of the European
Union, 2019; Gragnano et al., 2020; Eurofound, 2024; Llave & Weber,
2020; European Agency for Safety and Health at Work, 2024; Lama,
2018; Gualano et al., 2023). Furthermore, the COVID-19 pandemic
has amplified the need for minimizing psychosocial risks, as the shift
to remote and hybrid work has fundamentally altered the organization
of work (Eurofound, 2024; Llave et al., 2023).

The COVID-19 pandemic has profoundly reshaped workplace
dynamics, accelerating the adoption of remote and hybrid work
arrangements. These shifts have brought unique challenges to
employees, such as blurred boundaries between work and personal
life, increased workloads, reduced social interaction, and limited
access to in-person support networks. Such challenges have
exacerbated existing workplace psychosocial risks and introduced new
stressors, such as digital overload, isolation, and difficulties in
managing a healthy WLB (Eurofound, 2024; Gualano et al., 2023;
Llave et al., 2023).

Remote work, while offering flexibility, has also led to an
“always-on” culture, where employees feel compelled to be available
outside standard working hours (Gualano et al., 2023; Llave et al,,
2023). This culture has been linked to heightened stress and
diminished personal time, contributing to a negative WLB. For
employees in hybrid setups, navigating shifting expectations between
in-office and remote work has added further complexity to their work-
life integration (Eurofound, 2024).

The COVID-19 pandemic also highlighted disparities in
employees’ ability to adapt to these changes (Gualano et al,, 2023).
Factors such as job role, access to digital infrastructure, and individual
coping mechanisms have influenced how employees experience and
manage these psychosocial risks (Eurofound, 2024; Llave et al., 2023).
For many, the pandemic’s disruption has underscored the importance
of organizational policies that prioritize mental health, workplace
flexibility, and proactive management of psychosocial hazards to
maintain WLB (Llave et al., 2023).

In this context, the management of workplace psychosocial
hazards has gained renewed significance (Llave & Weber, 2020;
European Agency for Safety and Health at Work, 2024). Organizations
are increasingly recognizing the need for targeted interventions to
mitigate these risks, such as promoting clear boundaries between
work and personal life, enhancing virtual collaboration tools, and
fostering a culture of trust and support (Eurofound, 2024; Ramkissoon
etal, 2019). These measures are essential not only for employee well-
being but also for organizational resilience in an evolving work
environment (Wong et al., 2020; Luthans & Youssef, 2004;
Naylor, 2004).

Despite these efforts, the broader health implications of
psychosocial workplace hazards cannot be overlooked. An extensive
body of evidence has linked these hazards to severe outcomes such as
mortality, cardiovascular disease, mental illness, and musculoskeletal
disorders (Taouk et al., 2020). However, a notable gap remains in
understanding the association of psychosocial workplace hazards to
WLB, as few studies have delved into this critical relationship
(Bjérntoft et al., 2020; Yang et al., 2018).

When examining the current multidimensional and holistic
models evaluating psychosocial workplace hazards, conflicts in the
workplace (including actions that lead to disputes, such as threats,
violence, and sexual harassment), quality of leadership, and vertical
trust emerge as significant determinants of the psychosocial
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environment (Ramkissoon et al., 2019; Clausen et al., 2019). Conflicts
can hurt employee well-being, leading to outcomes such as mental
health issues, sickness presenteeism, or absenteeism (Lakisa et al.,
2021; Kuriakose et al., 2019; De Dreu, 2008; Lakisa et al., 2022;
Conway et al,, 2016). Similarly, the impact of conflicts on knowledge-
sharing intentions between colleagues, innovation, creativity, team
performance, and trust have been studied (Wang et al., 2019; Han &
Harms, 2010). However, conflicts between worker groups, conflicts
with managers, and conflicts with co-workers and their association
with WLB have been less explored. The potential positive and negative
effects of conflicts on the work environment add a layer of complexity
to the issue, making it a crucial area for further research.

Even so, conflicts remain one of the most debated workplace
psychosocial hazards. On the one hand, conflicts can negatively affect
WLB by hindering mutually beneficial solutions essential for both
organizational productivity and employee well-being (Moreira et al.,
2023; Wang, 2022; Majer et al., 2021; Rahal & van Beest, 2022).
Among these conflicts, interpersonal conflicts are closely linked to
rivalry, which arises from interest collision (Rahal & van Beest, 2022).
Rivalry influences conflict behavior by fostering a preference for
maximizing individual gains over cooperative outcomes (Houston
et al, 2000). While rivalry can have motivational benefits, such as
encouraging innovation and performance, it may also escalate into
conflict, particularly when individuals or groups involved are of
similar status (Piezunka et al., 2018).

Rivalry can have a significant impact on WLB, as it often leads to
increased competition, stress, and tensions in the workplace (Rahal &
van Beest, 2022). Employees engaged in rivalrous dynamics may feel
compelled to invest more time and energy into work-related activities,
often at the expense of their personal and family life (Rahal & van
Beest, 2022;
undermine collaboration and trust among colleagues, leading to a

Piezunka et al, 2018). Furthermore, rivalry can

more hostile work environment, which in turn negatively affects
employees’ ability to maintain a healthy balance between work and
personal lives (Piezunka et al., 2018; Pelled et al., 1999).

Conversely, a lack of conflicts or rivalry in the workplace may
suggest an overly passive or disengaged environment where trust and
open communication are insufficient to foster idea-sharing and
constructive debate (Pelled et al., 1999; Ayub & Jehn, 2014). This
duality underscores the complex role rivalry plays in the workplace—
it can both motivate employees and disrupt their WLB, depending on
how it is managed and perceived (Schabracq & Cooper, 1979).

Despite its importance, the association of WLB with conflicts and
rivalry as workplace psychosocial hazards has received limited
attention in existing research. Our study, therefore, aims to address
this gap by evaluating the extent to which conflicts and rivalry—
both—status similar (employees and co-workers; groups of workers)
and status dissimilar (employees and managers; employees and
clients) influence employees’s WLB. Moreover, we hypothesize that
workplace sexual harassment and workplace violence are events that
lead to conflict or are essentially conflicts—intra- and inter-personal,
and possibly group and organizational-level conflicts. Our study
aimed to evaluate how significant these conflicts are to employee WLB.

Within the workplace, sexual harassment retains its distinct
prominence despite the European Parliament Directive 2002/73/EC
and consistent global efforts by organizations to prevent it (The
European Parliament and the Council of the European Union, 2019;

Diez-Canseco et al, 2022). Sexual harassment is a form of
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discrimination and violence (Burn, 2019). Adverse effects of sexual
harassment on the well-being of employees (predominantly women)
have been demonstrated, and a multitude of international policies
exist to eliminate it (Organization IL, 2019; UN Women, 2023; World
Health Organization, 2023). However, detailed effects of sexual
harassment on mental health variables, productivity, and absenteeism
have been evaluated without much attention to how sexual harassment
affects WLB of harassed employees (Niclsen & Einarsen, 2012; Vara-
Horna et al., 2023).

Similarly, workplace violence—psychological and physical abuse
and threats—has been evaluated in terms of how it affects the physical
and mental health of employees, their career choices, and
organizational performance (Yu et al., 2023). Still, its effect on WLB
has been investigated less. In our study, we hypothesize that sexual
harassment and workplace violence would likely reduce WLB. Sexual
harassment and workplace violence are dangerous not only to the
health and well-being of employees but also to organizational return
on investment, signifying organizational health and well-being (Vara-
Horna et al., 2023; Willness et al., 2007).

Given the vital role of WLB in employee retention and
organizational success, understanding the factors that disrupt this
balance is crucial (Lazdr et al., 2010; Manna et al., 2023; Salehi, 2007).
While extensive research has examined work-family balance and
general work-health considerations, the association of workplace
psychosocial hazards—particularly conflicts, sexual harassment,
workplace violence, and rivalry—with WLB remains underexplored.

This study aims to address this research gap by:

1 Evaluating the extent to which workplace psychosocial
hazards—conflicts (status similar and status dissimilar), sexual
harassment, workplace violence, and rivalry—are associated
with employees’ WLB;

2 Evaluating the varying degree to which WLB differs among
demographic and employee groups;

3 Based on findings, suggesting the potential practical
implications for organizations in fostering a supportive
psychosocial environment that enhances WLB.

2 Materials and methods
2.1 Study population

A cross-sectional study design was used to evaluate the association
between the selected workplace psychosocial hazards (conflicts,
rivalry, psychological or physical abuse, and sexual harassment) and
WLB. This study utilized data from the national workforce survey
“Work Conditions and Risks in Latvia 2019-2021,” which aims to
evaluate occupational health and safety factors, including selected
workplace psychosocial hazards.

The initial population of the survey “Work Conditions and Risks
in Latvia 2019-2021” was representative of Latvias working-age
population. However, for a more homogeneous study population, our
analysis focused on paid employees, excluding other surveyed
respondents, such as the self-employed and those on maternity leave.

Respondents were randomly selected from various regions and
industries. The average age of the respondents (n=2,471) was
44.7 £ 13.7 years (ranging from 18 to 74 years), with 40.9%, n = 1,010
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male and 59.1%, n = 1,461 female. Data was collected through
computer-assisted personal interviewing (CAPI) at the respondents’
residences.

2.2 Study variables

The outcome variable in this study was WLB, measured by the
question: “How often do the following situations occur in your
workplace: Lack of balance between work and private life?” The

» <« » <«

possible responses were: “rather often,” “sometimes;

» <

rarely, “never;’
and “hard to say” The responses “rather often,” “sometimes;” and
“rarely” were combined into one group, which is those who lack
WLB. Respondents who reported never experiencing a lack of WLB
were used as the reference group, while those who selected “hard to
say” were excluded from the analysis, as their responses did not
provide clear insight into their experiences or opinions on the
assessed variable.

Selected workplace psychosocial hazards (independent variables)
concerning WLB were examined. These factors were assessed using
the question: “How often do the following situations occur in your
workplace: Conflicts with managers; Individual conflicts between
co-workers; Conflicts between worker groups; Conflicts with clients;
Rivalry between co-workers; Physical abuse or threats; Psychological
abuse or threats; Sexual harassment?” Responses included: “rather

» <«

often,

» «

sometimes,

» «

rarely, “never;” and “hard to say.” Also, in this
case respondents who chose “hard to say” were excluded from the
analysis.as their responses did not offer definitive information about
their experiences or perspectives on the particular situation. Data
were categorized and analyzed as dichotomous variables. Respondents

» <«

who selected “rather often,” “sometimes,” or “rarely” were grouped
into the exposed category, while those who answered “never” were
used as the reference group.

Various work characteristics were analyzed, such as job position
(head of the company, senior or middle manager, senior or
intermediate level specialist, service and sales employee, skilled or
unskilled workers), work sector (public or private), company size
(number of workers 1-10, 11-49, 50-249, 250 workers and more),
length of service (less than 1 year, 1-5 years, 5-10 years, 10 years or
more), and remote or on-site work.

Gender, age, and education were included in the regression
models, and the odds ratios were adjusted for these factors. Age was
categorized as follows: 18-24, 25-34, 35-44, 45-54, and 55-74.
Education levels were classified as primary school or elementary
education, secondary or vocational school education, and higher
education. We used income quartiles to analyze income distribution
within the population by dividing the dataset into four equal parts,
each representing 25% of the population.

2.3 Data statistical analysis

The association between the selected workplace psychosocial
hazards and WLB was analyzed by using binomial logistic
regression, with results expressed as odds ratios (ORs) and 95%
confidence intervals (Cls), adjusted for gender, age, and education
(aOR). To assess multicollinearity among gender, age, and
education, the Spearman correlation coefficient was calculated,
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revealing no significant multicollinearity. The analysis was
conducted with IBM SPSS Statistics 29 (IBM Corporation,
Armonk, New York, NY, USA).

2.4 Ethical considerations and data
protection

This study was conducted according to the guidelines of the
Declaration of Helsinki and approved by the Institutional Review
Board—Ethics Committee of Riga Stradin$ University (protocol No.
22-2/601/2021, 22 December 2021). The study obtained verbal
informed consent from all participants before data collection,
ensuring they were fully aware of the study’s purpose and their
voluntary participation. Strict data protection measures were
implemented, including anonymizing responses to prevent the
identification of individual participants and securely storing all data
in compliance with the approved ethical guidelines.

3 Results

The study revealed significant associations between workplace
psychosocial hazards and WLB, highlighting the pervasive impact of
conflicts, abuse, and harassment on employees well-being. These
findings underscore the importance of addressing psychosocial
hazards to foster healthier and more balanced work environments.

10.3389/fpsyg.2025.1494288

A lack of WLB is prevalent among Latvian employees, with every
third respondent (30.9%, n=762) reporting it; part of these
respondents reported a lack of WLB “rather often” (4.7%, n = 117),
and 12.5% (n = 308) reported it as “occasional” As detailed in Table 1,
the odds of experiencing WLB imbalance are slightly higher for males
(aOR =1.28, 95% CI 1.07-1.54, p < 0.01) after adjustment for age
and education.

WLB challenges also vary significantly across age groups. Younger
respondents face the greatest odds of imbalance, with the 18-24 age
group having two times higher odds (aOR = 2.71, 95% CI 1.89-3.88,
p <0.001) than the oldest age group (55-74 years). The trend indicates
that the likelihood of experiencing WLB imbalance decreases with age
(Table 1).

Educational attainment plays a crucial role. Respondents with
lower education levels—such as primary or elementary education—
demonstrate significantly reduced odds of WLB imbalance
(aOR =0.15, 95% CI 0.09-0.25, p < 0.001) compared to those with
higher education. Similarly, income levels influence WLB outcomes.
Respondents in the lowest income quartile show significantly lower
odds (aOR = 0.46, 95% CI 0.34-0.62, p < 0.001) of reporting a lack of
WLB compared to those in the highest quartile (Table 1).

Table 2 examines the associations between workplace psychosocial
hazards and WLB. The findings highlight several psychosocial risks
contributing to WLB imbalance. Among workplace psychosocial
hazards, sexual harassment is most strongly associated with WLB
imbalance. Employees reporting incidents of sexual harassment had
significantly higher odds of experiencing WLB difficulties

TABLE 1 The odds of lack of WLB in association with sociodemographic factors.

Distribution, n (%) WLB, n (%) WLB, OR (CI WLB, aOR (ClI
95%)*, Not 95%)?, Adjusted®
adjusted

Gender 2,471 763
male 1,010 (40.9) 332 (43.5) 1.17 (0.98-1.39) 1.28 (1.07-1.54)%**
female 1,461 (59.1) 431 (56.5) 1 1
Age 2,470 763
18-24 years 180 (7.3) 73 (9.6) 2.29 (1.62-3.23)* 2.71 (1.89-3.88)*
25-34 years 519 (21.0) 192 (25.1) 1.97 (1.54-2.53)* 1.82 (1.41-2.35)*
35-44 years 510 (20.6) 180 (23.6) 1.84 (1.43-2.36)* 1.71 (1.32-2.22)*
45-54 years 541 (21.9) 153 (20.1) 1.33 (1.03-1.71)%*%* 1.29 (1.00-1.68)
55-74 years 720 (29.2) 165 (21.6) 1 1
Education 2,469 762
Primary school or elementary education 163 (6.6) 20 (2.6) 0.19 (0.12-0.32)* 0.15 (0.09-0.25)*
Secondary or vocational school education 1,355 (54.9) 350 (45.9) 0.51 (0.39-0.66)* 0.49 (0.41-0.59)*
Higher education 951 (38.5) 392 (51.5) 1 1
Salary 2,255 700
1st quartile (lowest) 560 (24.8) 111 (15.9) 0.30 (0.23-0.39)* 0.46 (0.34-0.62)*
2nd quartile 534 (23.7) 151 (21.6) 0.48 (0.37-0.62)* 0.65 (0.49-0.86)**
3rd quartile 624 (27.7) 195 (27.9) 0.55 (0.43-0.70)* 0.63 (0.49-0.81)*
4th quartile (highest) 537 (23.8) 243 (34.6) 1 1

#p <0.001; #*p < 0.01; ##*p < 0.05.

“The reference category for the WLB group is the group of respondents who did not have a lack of balance between work and private life at work (answered “never”).

"Adjusted for gender, age, and education.
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TABLE 2 The odds of lack of WLB in association with selected workplace psychosocial hazards.

Distribution, n (%)

WLB, n (%)

WLB, OR (CI 95%)?,

Not adjusted

10.3389/fpsyg.2025.1494288

WLB, aOR (CI 95%)2,
Adjusted®

Sexual harassment 2,459 755
Yes 26 (1.1) 18 (2.4) 5.43 (2.34-12.62)* 4.90 (2.06-11.67)*
No 2,433 (98.9) 737 (97.6) 1 1
Psychological abuse or threats 2,454 755
Yes 392 (16.0) 223(29.5) 3.80 (3.04-4.75)* 3.47 (2.75-4.35)*
No 2062 (84.0) 532 (70.5) 1 1
Individual conflicts between
co-workers 2438 73
Yes 1,047 (42.9) 490 (65.1) 3.77 (3.15-5.52)* 3.40 (2.82-4.10)*
No 1,391 (57.1) 253 (34.9) 1 1
Conflicts between worker

2,367 724
groups
Yes 627 (26.5) 330 (45.6) 3.80 (3.13-4.61)* 3.35(2.74-4.12)*
No 1740 (73.5) 394 (54.4) 1 1
Conflicts with managers 2,402 739
Yes 1,192 (49.6) 519 (70.2) 3.48 (2.88-4.18)* 3.23 (2.66-3.91)*
No 1,210 (50.4) 220 (29.8) 1 1
Rivalry between co-workers 2,411 743
Yes 758 (31.4) 384 (51.7) 3.70 (3.08-4.45)* 3.10 (2.56-3.75)*
No 1,653 (68.6) 359 (48.3) 1 1
Conlflicts with clients 2,366 730
Yes 1,093 (46.2) 469 (64.2) 2.91 (2.43-3.49)* 2.58 (2.13-3.12)*
No 1,273 (53.8) 261 (35.8) 1 1
Physical abuse or threats 2,461 758
Yes 156 (6.3) 79 (10.4) 2.46 (1.78-3.41)* 2.24 (1.60-3.14)*
No 2,305 (93.7) 679 (89.6) 1 1

#p < 0.001; #%p < 0.01; #+%p < 0.05.

“The reference category for the WLB group is the group of respondents who did not have a lack of balance between work and private life at work (answered “never”).

"Adjusted for gender, age, and education.

(aOR =4.90, 95% CI 2.06-11.67, p < 0.001) compared to those who
did not report such incidents.

Employees subjected to psychological abuse or threats also faced
elevated odds of WLB imbalance (aOR = 3.47, 95% CI 2.75-4.35,
P <0.001). These hazards represent a significant barrier to achieving
a balanced work-life dynamic.

The findings in Table 2 also emphasize the substantial impact of
conflicts on WLB. Individual conflicts between co-workers are
particularly problematic, increasing the odds of imbalance
(aOR =3.40, 95% CI 2.82-4.10, p < 0.001). Similarly, conflicts
between worker groups contribute significantly to WLB challenges
(aOR = 3.35,95% CI 2.74-4.12, p < 0.001). Employees experiencing
conflicts with their managers had significantly increased odds of
WLB imbalance (aOR = 3.23, 95% CI 2.66-3.91, p < 0.001). This
underscores the critical role of leadership in mitigating workplace
psychosocial risks.

Rivalry between co-workers (aOR =3.10, 95% CI 2.56-3.75,
P <0.001) and conflicts with clients (aOR = 2.58, 95% CI 2.13-3.12,
P <0.001) further exacerbate the risk of WLB imbalance. Finally,
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physical abuse and threats were associated with a modest but
significant increase in WLB imbalance (aOR = 2.24, 95% CI 1.60-
3.14, p < 0.001), as seen in Table 2.

Beyond workplace conflicts, various work characteristics were
also linked to WLB imbalance. Our findings indicate WLB
differences depending on various work characteristics, such as job
position, work sector, company size, length of service, and remote
or on-site work (Table 3). A strong association was found between
job roles and WLB imbalance. Respondents in managerial
positions demonstrated the highest odds of WLB challenges.
Heads of companies were at significantly increased risk
(aOR =4.21,95% CI 1.93-9.18, p < 0.001) compared to unskilled
workers who served as a reference group. Similarly, senior
managers and middle managers showed higher odds (aOR = 3.13,
95% CI 1.93-5.08, p < 0.001), followed by senior-level specialists
(aOR = 3.08, 95% CI 1.91-4.96, p < 0.001). Even intermediate-
level specialists exhibited increased odds of WLB imbalance
(aOR = 2.23,95% CI 1.42-3.51, p < 0.001), suggesting that higher
responsibility roles may contribute to greater WLB challenges.

frontiersin.org


https://doi.org/10.3389/fpsyg.2025.1494288
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org

Paegle et al. 10.3389/fpsyg.2025.1494288

TABLE 3 The odds of lack of WLB in association with work characteristics.

Distribution, n (%)

WLB, n (%) WLB, OR (CI 95%)?, WLB, aOR (Cl 95%)3,

Not adjusted Adjusted®

Job category 2,469 762
Head of the company 36 (1.5) 19 (2.5) 7.01 (3.301-14.90)* 4.21(1.93-9.18)*
Senior manager or middle

245 (9.9) 108 (14.2) 5.10 (3.25-7.99)* 3.13 (1.93-5.08)*
manager
Senior level specialist 393 (15.9) 176 (23.1) 5.24 (3.44-7.99)* 3.08 (1.91-4.96)*
Intermediate level specialist 392 (15.9) 139 (18.2) 3.54 (2.31-5.41)* 2.23 (1.42-3.51)*
Service and sales employee 511 (20.7) 128 (16.8) 2.16 (1.41-3.29)* 1.58 (1.02-2.44) %3
Skilled worker 654 (26.5) 160 (21.0) 2.09 (1.38-3.16)* 1.57 (1.03-2.41)%%*
Unskilled worker 238 (9.6) 32(4.2) 1 1
Primary work sector 2,409 744
Public sector 906 (37.6) 307 (41.3) 1.25 (1.05-1.49)%#* 1.21 (1.00-1.48)
Private sector 1,503 (62.4) 437 (58.7) 1 1
Number of workers 2,268
1-10 workers 559 (24.6) 129 (17.7) 0.41 (0.32-0.54)* 0.53 (0.40-0.70)*
11-49 workers 662 (29.3) 189 (26.0) 0.55 (0.43-0.71)* 0.63 (0.49-0.82)*
50-249 workers 586 (25.8) 215 (29.6) 0.80 (0.62-1.03) 0.90 (0.69-1.16)
250 workers or more 461 (20.3) 194 (26.7) 1 1
Length of service 2,466
Less than 1 year 434 (17.6) 108 (14.2) 0.70 (0.54-0.91)** 0.50 (0.37-0.69)*
1-5 years 820 (33.3) 258 (33.9) 0.96 (0.78-1.19) 0.72 (0.56-0.91)**
5-10 years 422 (17.1) 139 (18.3) 1.03 (0.80-1.33) 0.86 (0.66-1.13)
10 years or more 790 (32.0) 255 (33.6) 1 1
Working remotely 2,434
Yes 626 (25.7) 301 (40.0) 2.79 (2.30-3.36)* 2.12 (1.70-2.64)*
No 1808 (74.3) 452 (60.0) 1 1

#p < 0.001; #%p < 0.01; #%p < 0.05.

“The reference category for the WLB group is the group of respondents who did not have a lack of balance between work and private life at work (answered “never”).

"Adjusted for gender, age, and education.

The data in Table 3 also suggest that employees in larger
companies (250+ workers) who served as a reference group, are more
likely to experience WLB imbalance compared to those in smaller
organizations (1-10 workers) (aOR=0.53, 95% CI 0.40-0.70,
p<0.001) and 11-49 workers (aOR =0.63, 95% CI 0.49-0.82,
p <0.001). Less experienced workers—with length of service less than
1 year (aOR = 0.50, 95% CI 0.37-0.69, p < 0.001) and 1 to 5 years
(aOR = 0.72, 95% CI 0.56-0.91, p < 0.01) demonstrate a lack of WLB
less compared to respondents whose length of service is 10 years and
more who served as a reference group. Lastly, employees working
remotely had significantly greater odds of WLB imbalance
(aOR =2.12,95% CI 1.70-2.64, p < 0.001) compared to those working
on-site, reinforcing the impact of work modality on WLB.

Heads of the companies (aOR = 4.21, 95% CI 1.93-9.18),
managers (aOR = 3.13, 95% CI 1.93-5.08), and specialists (senior level
aOR = 3.08, 95% CI 1.91-4.96 and intermediate level aOR = 2.23, 95%
CI 1.42-3.51) more often face a lack of WLB compared to unskilled
workers, and respondents whose length of service is 10 years or more
(compared with less experienced workers).
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4 Discussion

This discussion explores the significant associations identified
between workplace psychosocial hazards and WLB, emphasizing the
role of conflicts, harassment, and leadership quality in shaping
employee well-being within the Latvian workforce.

4.1 Workplace psychological abuse and
threats

Psychological abuse and threats in their negative association
with WLB are triple significant (aOR = 3.47) after adjustment for
age and gender. Thus, our results support the findings indicating
the detrimental effect of workplace psychosocial hazards on the
WLB of employees (Leka & Jain, 2018). In addition, they
demonstrate how employees rank these conflict-inducing
workplace psychosocial hazards concerning their impact on
their WLB.
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Furthermore, psychological abuse and threats are leading the
association with negative WLB, confirming that a majority of violent
behavior in workplaces is psychological compared to physical abuse
and threats (Sui et al., 2019; Maes et al., 2000; Sroka & Vveinhardt,
2020). The prominent association of psychological violence and
threats with negative WLB in our results agrees with a study evaluating
the impact of psychological violence and threats on WLB (Gorenak &
Popovic, 2014). It identified not only the adverse effects of psychosocial
violence and threats on employees psychologically but on their
physical health, too (Gorenak & Popovic, 2014). Furthermore,
psychological violence damages the psychosocial capital of employees,
which includes interpersonal and inter-group relationships and trust
(Luthans & Youssef, 2004; Shahidi et al., 2021). The quality of
leadership and the organizational climate determine the successful
resolution of violated or compromised psychosocial capital, including
trust (Shahidi et al., 2021).

Moreover, leadership style predicts conflict management style in
the workplace (Naqvi & Anjum, 2024). Thus, how leadership sets an
example in conflict management is vital in improving employee WLB
(Susanne & Claudia, 2016). Therefore, to improve the quality of the
psychosocial work environment, it would be best to start with
improving the leadership quality (Susanne & Claudia, 2016; Wood
et al., 2019). Such an approach is consistent with a ‘hierarchy of
controls’ for the improving psychosocial environment at work
(Shahidi et al., 2021; Dollard et al., 2007; LaMontagne et al., 2007). It
is because of leadership’s broad influence on organizational processes
(Wood etal., 2019; Harenstam, 2008). Furthermore, quality leadership
tends to influence various processes simultaneously because many
factors are intertwined in a psychosocial environment (Shahidi et al,,
2021). Thus, the example of leadership has a powerful effect on
employees (Rugulies, 2019; Hirenstam, 2008; Berthelsen et al., 2018).

Our results demonstrate how closely conflicts follow psychological
violence and threats (aOR = 3.47). Furthermore, the highest ranked
in their negative association with WLB are conflicts that can
be powerfully managed by leaders—such as conflicts between
co-workers (aOR =3.40) and conflicts between worker groups
(aOR = 3.35). For example, conflicts between co-workers and worker
groups influence WLB negatively more than conflicts with clients
(aOR = 2.58). Thus, in our data, interpersonal conflicts and conflicts
between worker groups appear to affect employee WLB the most.
Conflicts with managers (aOR = 3.23) impact WLB less than conflicts
with co-workers or between worker groups. However, managers may
not proactively set a good enough example to prevent inter-group
conflicts. For example, managers may not be equipped to deal with
workplace psychosocial hazards that thrive or manage conflicts in
such a way that they have a positive rather than negative impact
on employees.

Workplace affects WLB primarily through conflicts at work
identified by regulatory agencies a decade ago (European Agency for
Safety and Health at Work, 2012). However, evidence-based data to
substantiate this assertion is hard to find. One of the reasons for this
is that well-being has been used as a proxy for WLB in most research
dealing with how various workplace psychosocial hazards influence
employee life outside work (Moreira et al., 2023; Wang, 2022; Andrade
& Lousa, 2021). Another reason is assuming that the psychological
component of well-being exists outside of work and promotes work
accomplishments instead of being an integral part of the work
environment (Moreira et al., 2023). Our data supports the opposite. It
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shows that psychosocial abuse and threats are leading psychosocial
hazards in decreased WLB of employees. Thus, a decrease in the
potential of psychological abuse and threats should be a priority area
for the leadership of organizations in enhancing employee WLB. This
finding aligns with studies demonstrating that working attitudes and
characteristics related to the manager and colleagues affect WLB
significantly (Wong & Chan, 2021).

Further in our discussion, we demonstrate how a salary increase
is associated with decreased WLB. First, it shows the decrease of WLB
with increased seniority in career positions, as indicated by the
increase in salary. However, it also shows the prominence of
psychosocial well-being compared to salary in its positive
effect on WLB.

Because of the significance of psychosocial hazards, especially
psychological violence and threats, and conflicts on WLB, our results
suggest that promoting conflict resolution and psychosocial well-
being creation skills at the managerial level would be the best approach
to improving these areas for employees (Martin et al, 2016).
Furthermore, such an approach aligns with the organizational duties
of leaders, where they are more involved in interpersonal challenges
due to being responsible for people development and dealing with
conflicts (Bonsaksen et al., 2019).

4.2 Physical abuse, threats, conflicts with
clients, rivalry at work

Physical abuse, threats, and conflicts with clients, in
comparison to psychological abuse and threats and conflicts, are
the least associated with negative WLB. Their short-term,
momentary nature lends itself to resolution on a case-by-case basis
and makes it easier to deal with (Sackett & Saunders, 1999). As a
result, they may not have a lasting effect on WLB compared to
psychological violence and threats, for example, which are
more pervasive.

Rivalrous behavior has been investigated in the context of conflict,
motivation, unethical behaviors, and work performance outcomes.
Still, there is scant evidence-based data about rivalry and WLB (Kilduff,
2014; Kilduff & Galinsky, 2017; To et al., 2018; De Clercq et al., 2022).
Therefore, we included a question on rivalry in our survey to explore
how much it threatens WLB. We found an association of rivalry with
negative WLB (aOR = 3.10). The magnitude of this association places
rivalry within the conflict cluster (after individual conflicts with
coworkers, conflicts with managers, and conflicts between worker
groups but before conflicts with clients). Rivalry links to conflict
through having a component of maximizing one’s gains over those of
others, while cooperativeness, in contrast, seeks to equalize these gains
mutually (Houston et al., 2000). Thus, rivalry can lead to conflict. In
addition, rivalry significantly decreases well-being because it leads to
the transfer of resources (such as time and energy) from the life domain
to the work domain of WLB (Regina & Allen, 2023).

4.3 Workplace sexual abuse and
harassment

In addition, we found that workplace sexual abuse and
harassment are associated with negative WLB the most, retaining
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five-fold significance after adjustment for age and gender
(aOR =4.90). It supersedes all other psychosocial hazards in its
association with negative WLB. However, the results are based only
on 26 respondents out of 2,459. Comparisons to other studies are
challenging because there are limited investigations explicitly linking
workplace sexual harassment to WLB. Nevertheless, our findings
align with prior research emphasizing the pervasive impact of sexual
harassment in organizational settings.

The prominence of workplace sexual harassment in its association
with negative WLB may be explained by its tendency to permeate the
work environment, similar to psychological abuse and threats
(Willness et al., 2007; Lapierre et al., 2005). Therefore, workplace
sexual harassment has a detrimental effect on mental health and job
satisfaction globally, which are integral components of broader WLB
(Liang, 2024). Although the previously mentioned meta-analysis
evaluated job satisfaction, this narrower focus does not fully capture
the multidimensional nature of WLB, which includes both work and
non-work-life components. Our study, therefore, extends this
understanding by demonstrating the significant potential effect of
workplace sexual harassment on broader dimensions of WLB.

The emotional turmoil, stress, and mental health problems caused
by sexual harassment can severely disrupt an individual’s personal and
professional life (Chang, 2024). It is because patterns of workplace
sexual harassment often manifest as systemic issues, which lead to
persistent psychological distress and erode trust within organization
(Karami et al., 2024). Experiencing sexual harassment not only affects
victims’ ability to maintain WLB but also reduces their desire to return
to work (Chen et al., 2023). Furthermore, when organizations fail to
adequately address sexual harassment, victims often perceive this as
secondary harm, exacerbating feelings of betrayal and disengagement
(Willness et al., 2007; Adams & Bray, 1992; Fitness, 2000).

Sexual harassment also has organizational consequences (Raihan
etal., 2020). Its resultant conflicts lead to decreased productivity (by
43.1%) and increased turnover intentions (by 15.2%) among victims
(Vara-Horna et al., 2023). Alarmingly, similar negative impacts are
observed in witnesses, with corresponding values of 39.6% for
decreased productivity and 11.3% for increased turnover intentions
(Vara-Horna et al., 2023). These findings emphasize the far-reaching
implications of sexual harassment, not only for individuals directly
involved but also for the broader workplace environment.

Despite workplace sexual harassment being one of the most
damaging and ubiquitous barriers to career success and satisfaction
for women, as identified by a recent meta-analysis, its effects on WLB
remain underexplored (Matisane et al., 2024). Considering its well-
documented consequences on job satisfaction, it is imperative to
investigate its broader implications for WLB (Liang, 2024). Our study
provides preliminary evidence in this area, highlighting the necessity
for organizational interventions.

The significant association of workplace sexual harassment with
negative WLB underscores the importance of addressing this issue
through robust anti-harassment policies, effective reporting
mechanisms, and cultural change. The interplay of power dynamics
and cultural factors perpetuates harassment in workplaces, necessitating
comprehensive strategies to counteract these influences (Raihan et al.,
2020). Proactive leadership and organizational accountability are
essential in mitigating the long-term impacts of sexual harassment on
both WLB and workplace well-being. This evidence iterates the
previously discussed significance (concerning psychological abuse and
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threats and conflicts) of organizational leadership quality, which is
highly dependent on the setup of organizational values.

4 .4 Effects in different demographic and
employee groups

When identifying the detrimental effect of workplace psychosocial
hazards—the environment where such workplace psychosocial
hazards take hold and thrive points to a possibility of the need for
more intentional and strategic leadership to eliminate them; the role
of supervisors and leadership is to set the example, create an
environment where harmful workplace psychosocial hazards cannot
thrive, and systematically continue re-evaluation and addressing the
health of the psychosocial environment at the workplace (Bailyn,
2011). However, according to our results, leadership/senior
management is affected the most by negative WLB.

Our findings agree with studies identifying that older age group
of workers are most satisfied with their WLB (Ministry of Social
Development, 2016), probably due to their ability to place work-non-
work boundaries and sustain WLB (Richert-Kazmierska &
Stankiewicz, 2016). Younger workers are more likely to report the
occurrence of negative WLB due to parental responsibilities and the
initial phase of career development (Ministry of Social
Development, 2016).

After adjustment for age and education, the lack of WLB becomes
significant for males, which is inconsistent with the data of the studies
that reveal work-life imbalance is more prevalent in the female
working population (van & Lippényi, 2020). Our explanation could
be the difference in gender and work-related attitudes—female
employees have more positive work-related attitudes toward the
organization, a higher level of commitment, and job satisfaction than
men (Karkoulian et al, 2016), which affects the subjective
perception of WLB.

Regarding various work characteristics, our results demonstrate
worse WLB with higher employee rank, education, salary, and years
of experience. These can be explained through increased workload as
a mediating factor—the greater the workload employees have to
overcome, the more affected WLB is (Natanael et al., 2023). Poor WLB
in higher employee ranks is in line with studies that highlight leaders’
unique challenges and perceptions (Hambrick et al., 2005; Brue,
2018). Senior staff members engage in more complex planning,
decision-making, and higher-risk issues, leading to increased stress
(Bonsaksen et al., 2019; Pangert & Schiipbach, 2013; Ten Brummelhuis
et al,, 2014). This inference can also be applied to employees with a
higher salary, education level or years of experience. Employees with
higher education demonstrate lower WLB due to higher demands and
responsibility in their jobs, which leads to an increased risk of burnout
(Shanafelt et al., 2012; Kang et al., 2020). Likewise, higher-ranking
employees are expected to be constantly available and tend to work
longer hours, even when unwell (Pangert & Schiipbach, 2013; Ten
Brummelhuis et al,, 2014; Dietz et al.,, 2020). In contrast to studies that
suggest negative WLB is a universal issue, our results show that WLB
worsens with higher employee rank (Humphries et al., 2020).

Regarding salary and WLB, very few studies have been performed
that we could use to compare and contrast our data. However,
we identified a recent meta-analysis that demonstrates the limited
value of an individual’s salary in enhancing subjective well-being (the
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term often used in WLB research instead of WLB), i.e., happiness
(Steel et al., 2018). Equally, decades of happiness research have
provided evidence of salary’s limited effect on an individuals
happiness (Helliwell & Putnam, 2004; Helliwell et al., 2022).
Furthermore, incentivizing employees with extreme wages leads to a
reverse effect, especially in terms of creativity and performance
(Ramm et al., 2021; Charness & Grieco, 2019).

WLB decreases with the increase of years of experience at work.
After adjustment for age, gender, and education, WLB decreases
consistently through 1 to more than 10 years of service. The best
WLB is for employees working less than a year, followed by
1-5 years. The negative impact of years of service on WLB is a
pressing issue that needs to be addressed. Possible explanations for
the worsening of WLB with years of experience in our results could
be less workload for employees who have started their jobs, a
period of training and onboarding followed by taking on less
responsibility in the first few years of work. We could draw on
limited research on years of service and WLB. Indirect evidence for
the negative impact of years of service on WLB comes from studies
demonstrating increased job demands, lack of replacement
possibilities, stress, burnout, and health afflictions leading to poor
WLB (Shanafelt et al., 2012; Lott & Wohrmann, 2023; Nordenmark
etal., 2012).

Remote work is associated with higher odds of negative WLB due
to increased effort demands (Felstead & Henseke, 2017) and after-
hours work communication, both hallmarks of the technology-
enabled work environment (Kim & Chon, 2022). To mitigate these
challenges, organizations must adopt (Matisane et al., 2024; Felstead
& Henseke, 2017; Walsh et al., 2024) an employee-centric approach,
emphasizing flexibility, agility and interpersonal support (Gierlich-
Joas, 2021). Interpersonal relationships are essential for improving
remote employees WLB and well-being, as disruptions to these
relationships or increases in workplace psychosocial hazards
significantly impact WLB negatively (Buonomo et al., 2024; Brunelle
& Fortin, 2021).

4.5 Limitations

Our study has several limitations that warrant consideration,
including cross-sectional design, potential reverse causality, focus on
specific WLB dimensions, sample size for sexual harassment, lack of
detailed information on conflicts (e.g., frequency, length etc.), self-
reported data, and lack of data on additional confounders.

The cross-sectional nature of our study prevents causal inferences,
as exposure and outcome are measured simultaneously (Savitz &
Wellenius, 2023). This design may lead to exposure misclassification,
where an etiological process is linked to an outcome inaccurately
(Savitz, 2009). While this limitation affects causal interpretations,
cross-sectional designs remain valuable for evaluating chronic or
episodic conditions such as conflicts, sexual harassment, and rivalry
(Hudson et al.,, 2005). Our findings provide meaningful associations
that can guide future longitudinal-study research.

Another limitation is the potential for reverse causality. For
example, prolonged illness may affect WLB and lead to conflicts that
did not directly originate from the work environment (De Dreu et al.,
2004). Future research could address this issue by exploring
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additional variables such as family commitments, health conditions,
overtime, absenteeism, presenteeism, and available workplace
support. These factors may offer a more nuanced understanding of
WLB dynamics.

Cross-sectional studies often focus narrowly on one dimension
of WLB (Weziak-Bialowolska et al., 2020). Our study prioritized
specific domains—such as psychological threats, physical threats,
conflict, rivalry, and sexual harassment—that are most detrimental
to WLB. While this approach highlights key psychosocial hazards,
it does not address broader family-to-work conflicts, which were
beyond the scope of this study. Future research could investigate
the mediation effects of family-to-work conflicts on WLB.

Another limitation of this study is the lack of detailed information
regarding the intensity and duration of workplace conflicts. The data
did not differentiate between one-time events and ongoing or
repeated conflicts, which could have varying impacts on WLB. Future
research should consider incorporating measures to capture the
frequency, persistence, and severity of conflicts to provide a more
nuanced understanding of their effects on WLB. In addition,
we would like to emphasize that respondents who selected “hard to
say” were excluded from the analysis, as their responses did not
provide clear insight into their experiences; however, these answers
may indicate workplace ambiguity or lack of awareness, which are
important aspects of psychosocial hazards and warrant further
exploration in future studies.

The sample of respondents reporting workplace sexual harassment
was small (n =26), limiting the generalizability of our findings.
However, these preliminary results provide important insights into the
significant impact of sexual harassment on WLB, encouraging further
exploration in this under-researched area.

Our study relied on self-reported WLB, which is subject to
subjective interpretation. However, historical evidence supports the
validity of self-reported data in participatory research (Faller, 2021).
Moreover, studies show that self-reported mental health outcomes
strongly align with identified psychosocial environment profiles,
supporting the reliability of our data (Shahidi et al., 2021; Pawlicka
etal., 2020; Bouzari & Karatepe, 2020).

The OR were adjusted for key confounders, including gender, age,
and education; however, incorporating additional variables such as
personality traits or family responsibilities could have enriched the
analysis. Furthermore, exploring the potential influence of family
dynamics, individual coping mechanisms, and personal resilience may
offer a more comprehensive understanding of the findings. These
aspects were not included in our study but represent valuable
directions for future research.

4.6 Practical implications

Despite the above-mentioned limitations, our data demonstrates
preliminary causal evidence based on the strength of the
associations we established (Savitz & Wellenius, 2023). It affirms
that the psychosocial setting where employees work is a significant
source of support and stress (Savitz & Wellenius, 2023). The
findings of this study underline critical areas for organizational
action to improve WLB among employees. First, addressing
psychosocial hazards, such as workplace conflicts, psychological
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abuse, and sexual harassment, is paramount. Organizations should
prioritize implementing robust conflict resolution mechanisms and
anti-harassment policies, ensuring a safer and more supportive
workplace environment. Leadership development emerges as a vital
strategy, given the significant role managerial conflicts play in
WLB. Training managers to foster inclusive leadership styles and
effectively mediate disputes can help mitigate WLB challenges
associated with interpersonal and inter-group conflicts.
Organizations may also benefit from adopting a top-down approach
to model positive workplace behaviors. The results also suggest that
organizations should consider customized support systems for
employees in roles with heightened responsibility (e.g., senior
managers and specialists), as they exhibit a higher likelihood of
WLB imbalance. Practical measures may include workload
redistribution, flexible scheduling, and regular well-being
assessments. Finally, the challenges associated with remote work
require targeted strategies, such as clear boundaries for after-hours
communication and proactive engagement initiatives to reduce
isolation. Organizations should establish structured yet flexible
remote work policies that foster connectivity and productivity
without sacrificing employee well-being.

By addressing these areas, organizations can not only enhance
employee satisfaction but also drive productivity and long-term
retention, creating a win-win environment for both employees

and employers.

5 Conclusion

To our knowledge, this is the first study to estimate the association
between WLB, psychological and physical abuse and threats, conflicts,
rivalry, and workplace sexual harassment. Our study demonstrates a
strong association of all types of workplace conflicts, abuse, and
harassment with poor WLB. It suggests the necessity of strong
leadership to manage different workplace conflicts and create a
positive psychosocial work environment.

Data availability statement

Publicly available datasets were analyzed in this study. This
data can be found at:  https//dataverse.rsulv/dataset.
xhtml?persistentld=doi:10.48510/FK2/QIX7L1 RSU Dataverse repository.

Ethics statement

The studies involving humans were approved by Ethics
Committee of Riga Stradin$ University (protocol No. 22-2/601/2021,
22 December 2021). The studies were conducted in accordance with
the local legislation and institutional requirements. The ethics
committee/institutional review board waived the requirement of
written informed consent for participation from the participants or
the participants’ legal guardians/next of kin because Interviews were
conducted over the phone, and participants verbally confirmed
their consent.

Frontiers in Psychology

11

10.3389/fpsyg.2025.1494288

Author contributions

DP: Conceptualization, Formal analysis, Writing - original draft,
Writing - review & editing. SL: Conceptualization, Formal analysis,
Investigation, Methodology, Software, Writing - original draft,
Writing - review & editing. LM: Conceptualization, Investigation,
Methodology, Project administration, Writing - original draft,
Writing - review & editing. MM: Formal analysis, Investigation,
Visualization, Writing - review & editing. LP: Methodology, Software,
Writing - original draft. KM: Supervision, Writing - review & editing.
DK: Writing - review & editing. VK: Methodology, Project
administration, Writing — review & editing. EA: Formal analysis,
Writing - review & editing. AK: Formal analysis, Writing - review &
editing. IV: Supervision, Visualization, Writing - review & editing.

Funding

The author(s) declare that financial support was received for
the research, authorship, and/or publication of this article. Grant
“BALANCEA4LV Research: Assessing and Enhancing WLB in the
Latvian Context” No: RSU-PAG-2024/1-0012//2120.405 is financed
by the investment of the European Union Recovery and Resilience
Facility and the state budget within the project “RSU internal and
RSU with LASE external consolidation” No. 5.2.1.1.i.0/2/24/1/
CFLA/055.

Acknowledgments

The authors thank L. Akalova and L. Libere for discussions and
suggestions about the draft of this article. While editing the submitted
manuscript in response to Reviewers' comments, the authors used
ChatGPT-4 (OpenAl San Francisco, CA, USA) for text editing only.
The authors have thoroughly reviewed and revised the Al-edited
content to ensure its accuracy and adherence to academic standards,
taking full responsibility for the final publication. While ChatGPT-4
contributed to text refinement, its role does not meet the criteria for
intellectual contributions required for authorship. All responsibility
for the final content remains with the authors.

Conflict of interest

The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could
be construed as a potential conflict of interest.

Publisher’s note

All claims expressed in this article are solely those of the authors
and do not necessarily represent those of their affiliated organizations,
or those of the publisher, the editors and the reviewers. Any product
that may be evaluated in this article, or claim that may be made by its
manufacturer, is not guaranteed or endorsed by the publisher.

frontiersin.org


https://doi.org/10.3389/fpsyg.2025.1494288
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://dataverse.rsu.lv/dataset.xhtml?persistentId=doi:10.48510/FK2/QIX7L1
https://dataverse.rsu.lv/dataset.xhtml?persistentId=doi:10.48510/FK2/QIX7L1

Paegle et al.

References

Adams, A., and Bray, E. (1992). Holding out against workplace harassment and
bullying. Pers. Manag. 24, 48-53.

Andrade, C., and Lousa, E. P. (2021). Telework and work-family conflict during
covid-19 lockdown in Portugal: the influence of job-related factors. Adm. Sci. 11:103.
doi: 10.3390/admscil11030103

Ayub, N., and Jehn, K. (2014). When diversity helps performance: effects of diversity
on conflict and performance in workgroups. Int. J. Confl. Manag. 25, 189-212. doi:
10.1108/IJCMA-04-2013-0023

Bailyn, L. (2011). Redesigning work for gender equity and work-personal
life  integration. = Community Work ~ Fam. 14, 97-112.  doi:
10.1080/13668803.2010.532660

Beauregard, T. A., and Henry, L. C. (2009). Making the link between work-life balance
practices and organizational performance. Hum. Resour. Manag. Rev. 19, 9-22. doi:
10.1016/j.hrmr.2008.09.001

Berthelsen, H., Hakanen, J. ., and Westerlund, H. (2018). Copenhagen psychosocial
questionnaire - A validation study using the job demand-resources model. PLoS One
13:0196450. doi: 10.1371/journal.pone.0196450

Bjérntoft, S., Hallman, D. M., Mathiassen, S. E., Larsson, J., and Jahncke, H. (2020).
Occupational and individual determinants of work-life balance among office workers
with flexible work arrangements. Int. J. Environ. Res. Public Health 17:1418. doi: 10.3390/
ijerph17041418

Bonsaksen, T., Therrisen, M. M., Skogen, J. C., and Aas, R. W. (2019). Who reported
having a high-strain job, low-strain job, active job and passive job? The WIRUS
screening study. PLoS One 14:€0227336. doi: 10.1371/journal.pone.0227336

Bouzari, M., and Karatepe, O. M. (2020). Does optimism mediate the influence
of work-life balance on hotel salespeople’s life satisfaction and creative
performance? . Hum. Res. Hosp. Tour. 19, 82-101. doi:
10.1080/15332845.2020.1672250

Brough, P, Timms, C., Chan, X. W,, Hawkes, A., and Rasmussen, L. (2020). Handbook
of socioeconomic determinants of occupational health: From macro-level to Micro-level
evidence. Cham: Springer International Publishing, 1-15.

Brue, K. L. (2018). Harmony and help: recognizing the impact of work-life balance for
women leaders. J. Leadersh. Educ. 17, 219-243. doi: 10.12806/V17/14/C2

Brunelle, E., and Fortin, J. A. (2021). Distance makes the heart grow fonder: an
examination of teleworkers’ and office workers’ job satisfaction through the Lens
of self-determination theory. SAGE Open 11:5516. doi: 10.1177/2158244020985516

Buonomo, 1., De Vincenzi, C., Pansini, M., D’Anna, E, Benevene, P., and Magnavita, N.
(2024). Feeling supported as a remote worker: the role of support from leaders and
colleagues and job satisfaction in promoting employees” work-life balance. Int. J.
Environ. Res. Public Health 21:770. doi: 10.3390/ijerph21060770

Burn, S. M. (2019). The psychology of sexual harassment. Teach. Psychol. 46, 96-103.
doi: 10.1177/0098628318816183

Casper, W. J., Vaziri, H., Wayne, J. H., DeHauw, S., and Greenhaus, J. (2017). The
jingle-jangle of work-nonwork balance: A comprehensive and meta-analytic review
of its meaning and measurement. J. Appl. Psychol. 103, 182-214. doi: 10.1037/
apl0000259

Chang, R. (2024). The impact of employees’ health and well-being on job performance,
vol. 2024. Humanities and Social Sciences PSHE: Journal of Education.

Chang, A., Mcdonald, P, and Burton, P. (2010). Methodological choices in work-life
balance research 1987 to 2006: A critical review. Int. J. Hum. Resour. Manag. 21,
2381-2413. doi: 10.1080/09585192.2010.516592

Charness, G., and Grieco, D. (2019). Creativity and incentives. J. Eur. Econ. Assoc. 17,
454-496. doi: 10.1093/jeea/jvx055

Chen, H., Kwan, H. K., and Ye, W. (2023). Effects of sexual harassment on work-
family enrichment: the roles of organization-based self-esteem and Polychronicity. Asia
Pac. J. Manag. 40, 409-434. doi: 10.1007/s10490-021-09787-5

Clausen, T., Madsen, I. E. H., Christensen, K. B., Bjorner, J. B., Poulsen, O. M.,
Maltesen, T,, et al. (2019). The danish psychosocial work environment questionnaire
(DPQ): development, content, reliability and validity. Scand. J. Work Environ. Health 45,
356-369. doi: 10.5271/Sjweh.3793

Conway, P. M, Clausen, T., Hansen, A.M., and Hogh, A. (2016). Workplace bullying
and sickness presenteeism: cross-sectional and prospective associations in a 2-year
follow-up study. Int. Arch. Occup. Environ. Health 89, 103-114. doi: 10.1007/
500420-015-1055-9

De Clercq, D., Fatima, T., and Jahanzeb, S. (2022). The link between interpersonal
conflict and knowledge hiding: mediated by relatedness need frustration, moderated
by narcissistic rivalry. Int. J. Confl. Manag. 33, 494-518. doi: 10.1108/
IJCMA-05-2021-0072

De Dreu, C. K. W. (2008). The virtue and vice of workplace conflict: food for
(pessimistic) thought. J. Organ. Behav. 29, 5-18. doi: 10.1002/job.474

De Dreu, C. K. W,, Van Dierendonck, D., and Dijkstra, M. T. M. (2004). Conflict
at work and individual well-being. Int. J. Confl. Manag. 15, 6-26. doi: 10.1108/
€b022905

Frontiers in Psychology

10.3389/fpsyg.2025.1494288

Dietz, C., Zacher, H., Scheel, T., Otto, K., and Rigotti, T. (2020). Leaders as role
models: effects of leader presenteeism on employee presenteeism and sick leave. Work
Stress. 34, 300-322. doi: 10.1080/02678373.2020.1728420

Diez-Canseco, F, Toyama, M., Hidalgo-Padilla, L., and Bird, V. J. (2022). Systematic
review of policies and interventions to prevent sexual harassment in the workplace in
order to prevent depression. Int. J. Environ. Res. Public Health 19:3278. doi: 10.3390/
ijerph192013278

Dollard, M., Skinner, N., Tuckey, M. R., and Bailey, T. (2007). National surveillance of
psychosocial risk factors in the workplace: an international overview. Work Stress. 21,
1-29. doi: 10.1080/02678370701254082

Drnoviek, M., Slavec, A., and Aleksi¢, D. (2024). “T want it all”: exploring the
relationship between entrepreneurs’ satisfaction with work-life balance, well-being,
flow and firm growth. Rev. Manag. Sci. 18,799-826. doi: 10.1007/s11846-023-00623-2

Eurofound (2024). Regulations to address work-life balance in digital flexible working
arrangements. 3505-3511. Available at: http://eurofound.link/efs009 (Accessed July
01, 2024).

European Agency for Safety and Health at Work (2012). Work-life balance - managing
the interface between family and working life. Available at: https://oshwiki.osha.europa.
eu/en/themes/work-life-balance-managing-interface-between-family-and-working-life
(Accessed July 01, 2024).

European Agency for Safety and Health at Work (2019). EU-OSHA working hand in
hand with EU legislation. Available at: https://osha.europa.eu/en/about-eu-osha/eu-
osha-1994-2019/our-story/eu-osha-working-hand-hand-eu-legislation (Accessed July
01, 2024).

European Agency for Safety and Health at Work (2024). Digital platform work: minimising
the risks to seize the opportunities. Available at: https://osha.europa.eu/en/oshnews/digital-
platform-work-minimising-risks-seize-opportunities (Accessed July 01, 2024).

European Commission (2021). Communication from the commission to the
European Parliament, the council, the European economic and social committee and
the Committee of the Regions Empty [internet]. Brussels. Available at: https://eur-lex.
europa.eu/legal-content/EN/TXT/?uri=CELEX:52020DC0067 (Accessed July 01, 2024).

Faller, G. (2021). Future challenges for work-related health promotion in Europe: A
data-based theoretical reflection. Int. J. Environ. Res. Public Health 18:996. doi: 10.3390/
ijerph182010996

Fan, J., and Smith, A. P. (2017). Positive well-being and work-life balance among UK
railway staff. Open J. Soc. Sci. 5, 1-6. doi: 10.4236/js5.2017.56001

Felstead, A., and Henseke, G. (2017). Assessing the growth of remote working and its
consequences for effort, well-being and work-life balance. N. Technol. Work. Employ. 32,
195-212. doi: 10.1111/ntwe.12097

Fitness, J. (2000). Anger in the workplace: an emotion script approach to anger episodes
between workers and their superiors, co-workers and subordinates. J. Organ. Behav. 21,
147-162. doi: 10.1002/(SICI)1099-1379(200003)21:2<147::AID-JOB35>3.0.CO;2-T

Gierlich-Joas, M. (2021). “Identifying and overcoming future challenges in leadership:
the role of IS in facilitating empowerment” in Innovation through information systems.
eds. F. Ahlemann, R. Schiitte and S. Stieglitz (Springer), 537-553.

Gorenak, M, and Popovic, A. (2014). Quality of work-life balance and workplace
violence. management, knowlege and learning.

Gragnano, A., Simbula, S., and Miglioretti, M. (2020). Work-life balance: weighing
the importance of work—family and work-health balance. Int. . Environ. Res. Public
Health 17:907. doi: 10.3390/ijerph17030907

Gualano, MR, Santoro, PE, Borrelli, I, Rossi, MF, Amantea, C, Daniele, A, et al. (2023).
TElewoRk-RelAted stress (TERRA), psychological and physical strain of working from
home during the COVID-19 pandemic: A systematic review. Vol. 71, workplace health
and safety.

Guerrero-Barona, E., Guerrero-Molina, M., Garcia-Gémez, A., Moreno-Manso, J. M.,
and Garcfa-Baamonde, M. E. (2020). Quality of working life, psychosocial factors,
burnout syndrome and emotional intelligence. Int. J. Environ. Res. Public Health 17:9550.
doi: 10.3390/ijerph17249550

Guest, D. E. (2002). Perspectives on the study of work-life balance. Soc. Sci. Inf. 41,
255-279. doi: 10.1177/0539018402041002005

Haar, J. M., Russo, M., Suiie, A., and Ollier-Malaterre, A. (2014). Outcomes of work-
life balance on job satisfaction, life satisfaction and mental health: A study across seven
cultures. J. Vocat. Behav. 85, 361-373. doi: 10.1016/j.jvb.2014.08.010

Hambrick, D. C., Finkelstein, S., and Mooney, A. C. (2005). Executive job demands:
new insights for explaining strategic decisions and leader behaviors. Acad. Manag. Rev.
30, 472-491. doi: 10.5465/amr.2005.17293355

Han, G., and Harms, P. D. (2010). Team identification, trust and conflict: A mediation
model. Int. J. Confl. Manag. 21, 20-43. doi: 10.1108/10444061011016614

Hirenstam, A. (2008). Organizational approach to studies of job demands, control
and health. Scandinavian journal of work, environment and health, supplement.

Helliwell, JE, Layard, R, Sacks, JD, De, Neve JE, Atkin, LB, and Wang, S. (2022). World
Happiness Report. Available at: https://www.wellbeingintlstudiesrepository.org/cgi/
viewcontent.cgi?article=1001&context=hw_happiness.

frontiersin.org


https://doi.org/10.3389/fpsyg.2025.1494288
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.3390/admsci11030103
https://doi.org/10.1108/IJCMA-04-2013-0023
https://doi.org/10.1080/13668803.2010.532660
https://doi.org/10.1016/j.hrmr.2008.09.001
https://doi.org/10.1371/journal.pone.0196450
https://doi.org/10.3390/ijerph17041418
https://doi.org/10.3390/ijerph17041418
https://doi.org/10.1371/journal.pone.0227336
https://doi.org/10.1080/15332845.2020.1672250
https://doi.org/10.12806/V17/I4/C2
https://doi.org/10.1177/2158244020985516
https://doi.org/10.3390/ijerph21060770
https://doi.org/10.1177/0098628318816183
https://doi.org/10.1037/apl0000259
https://doi.org/10.1037/apl0000259
https://doi.org/10.1080/09585192.2010.516592
https://doi.org/10.1093/jeea/jvx055
https://doi.org/10.1007/s10490-021-09787-5
https://doi.org/10.5271/sjweh.3793
https://doi.org/10.1007/s00420-015-1055-9
https://doi.org/10.1007/s00420-015-1055-9
https://doi.org/10.1108/IJCMA-05-2021-0072
https://doi.org/10.1108/IJCMA-05-2021-0072
https://doi.org/10.1002/job.474
https://doi.org/10.1108/eb022905
https://doi.org/10.1108/eb022905
https://doi.org/10.1080/02678373.2020.1728420
https://doi.org/10.3390/ijerph192013278
https://doi.org/10.3390/ijerph192013278
https://doi.org/10.1080/02678370701254082
https://doi.org/10.1007/s11846-023-00623-2
http://eurofound.link/efs009
https://oshwiki.osha.europa.eu/en/themes/work-life-balance-managing-interface-between-family-and-working-life
https://oshwiki.osha.europa.eu/en/themes/work-life-balance-managing-interface-between-family-and-working-life
https://osha.europa.eu/en/about-eu-osha/eu-osha-1994-2019/our-story/eu-osha-working-hand-hand-eu-legislation
https://osha.europa.eu/en/about-eu-osha/eu-osha-1994-2019/our-story/eu-osha-working-hand-hand-eu-legislation
https://osha.europa.eu/en/oshnews/digital-platform-work-minimising-risks-seize-opportunities
https://osha.europa.eu/en/oshnews/digital-platform-work-minimising-risks-seize-opportunities
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:52020DC0067
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:52020DC0067
https://doi.org/10.3390/ijerph182010996
https://doi.org/10.3390/ijerph182010996
https://doi.org/10.4236/jss.2017.56001
https://doi.org/10.1111/ntwe.12097
https://doi.org/10.1002/(SICI)1099-1379(200003)21:2<147::AID-JOB35>3.0.CO;2-T
https://doi.org/10.3390/ijerph17030907
https://doi.org/10.3390/ijerph17249550
https://doi.org/10.1177/0539018402041002005
https://doi.org/10.1016/j.jvb.2014.08.010
https://doi.org/10.5465/amr.2005.17293355
https://doi.org/10.1108/10444061011016614
https://www.wellbeingintlstudiesrepository.org/cgi/viewcontent.cgi?article=1001&context=hw_happiness
https://www.wellbeingintlstudiesrepository.org/cgi/viewcontent.cgi?article=1001&context=hw_happiness

Paegle et al.

Helliwell, J. E, and Putnam, R. D. (2004). The social context of well-being. Philos.
Trans. R. Soc. B Biol. Sci. 359, 1435-1446. doi: 10.1098/rstb.2004.1522

Hitt, M. A., Keats, B. W,, and DeMarie, S. M. (1998). Navigating in the new competitive
landscape: building strategic flexibility and competitive advantage in the 21st century.
Acad. Manag. Exec. 12, 22-42. doi: 10.5465/ame.1998.1333922

Houston, J. M., Kinnie, J., Lupo, B., Terry, C., and Ho, S. S. (2000). Competitiveness
and conflict behavior in simulation of a social dilemma. Psychol. Rep. 86, 1219-1225.
doi: 10.1177/003329410008600326.2

Hudson, J. I, Pope, H. G., and Glynn, R. J. (2005). The cross-sectional cohort study:
an underutilized design. Epidemiology 16, 355-359. doi: 10.1097/01.
ede.0000158224.50593.e3

Humphries, N., McDermott, A. M., Creese, J., Matthews, A., Conway, E., and
Byrne, J. P. (2020). Hospital doctors in Ireland and the struggle for work-life balance.
Eur. ]. Pub. Health 30:109. doi: 10.1093/eurpub/ckaal65.109

Kalimo, R, El-Batawi, MA, and Cooper, CL. (1987). Psychosocial factors at work and
their relation to health. Occu.

Kalliath, T., and Brough, P. (2008). Work-life balance: A review of the meaning of the
balance construct. J. Manag. Organ. 14, 323-327. doi: 10.5172/jm0.837.14.3.323

Kang, M., Park, H. J., and Park, J. (2020). Teachers as good mothers, mothers as good
teachers: functional and ideological work-family alignment in the south Korean
teaching profession. Gend. Work. Organ. 27, 395-413. doi: 10.1111/gwa0.12396

Karami, A., Swan, S. C., White, C. N., and Ford, K. (2024). Hidden in plain sight for
too long: using text mining techniques to Shine a light on workplace sexism and sexual
harassment. Psychol. Violence 14:239. doi: 10.1037/vio0000239

Karkoulian, S., Srour, J., and Sinan, T. (2016). A gender perspective on work-life
balance, perceived stress, and locus of control. J. Bus. Res. 69, 4918-4923. doi: 10.1016/j.
jbusres.2016.04.053

Keeney, J., Boyd, E. M., Sinha, R., Westring, A. F, and Ryan, A. M. (2013). From
“work-family” to “work-life”: broadening our conceptualization and measurement. J.
Vocat. Behav. 82, 221-237. doi: 10.1016/j.jvb.2013.01.005

Kelliher, C., Richardson, J., and Boiarintseva, G. (2019). All of work? All of life?
Reconceptualising work-life balance for the 21st century. Hum. Resour. Manag. J. 29,
97-112. doi: 10.1111/1748-8583.12215

Kilduff, G.J. (2014). Driven to win: rivalry, motivation, and performance. Soc. Psychol.
Personal. Sci. 5, 944-952. doi: 10.1177/1948550614539770

Kilduff, G. J., and Galinsky, A. D. (2017). The spark that ignites: mere exposure to
rivals increases Machiavellianism and unethical behavior. J. Exp. Soc. Psychol. 69,
156-162. doi: 10.1016/j.jesp.2016.10.007

Kim, K. H., and Chon, M. G. (2022). When work and life boundaries are blurred: the
effect of after-hours work communication through communication technology on
employee outcomes. J. Commun. Manag. 26, 386-400. doi: 10.1108/JCOM-06-2022-0073

Kuriakose, V., Sreejesh, S., Wilson, P. R., and Mr, A. (2019). The differential association
of workplace conflicts on employee well-being: the moderating role of perceived social
support at work. Int. J. Confl. Manag. 30, 680-705. doi: 10.1108/IJCMA-05-2018-0063

LakiSa, S., Matisane, L., Gobina, I, Orru, H., and Vanadzins, I. (2022). Sickness
Presenteeism among employees having workplace conflicts—results from pooled
analyses in Latvia. Int. . Environ. Res. Public Health 19:525. doi: 10.3390/ijerph191710525

Lakisa, S., Matisane, L., Gobina, I., Vanadzins, L., Akalova, L., Eglite, M., et al. (2021).
Impact of workplace conflicts on self-reported medically certified sickness absence in
Latvia. Int. J. Environ. Res. Public Health 18:1193. doi: 10.3390/ijerph18031193

Lama, S. (2018). Challenges in managing mixed ability students in ELT classes.
Legislative Momentum Work-Life Bal. 36, 1-20.

LaMontagne, A. D., Keegel, T., Louie, A. M., Ostry, A., and Landsbergis, P. A. (2007).
A systematic review of the job-stress intervention evaluation literature, 1990-2005. Int.
J. Occup. Environ. Health 13, 268-280. doi: 10.1179/0€h.2007.13.3.268

Lapierre, L. M., Spector, P. E., and Leck, J. D. (2005). Sexual versus nonsexual
workplace aggression and victims’ overall job satisfaction: A meta-analysis. J. Occup.
Health Psychol. 10, 155-169. doi: 10.1037/1076-8998.10.2.155

Lazdr, 1., Osoian, C., and Ratiu, P. (2010). The role of work-life balance practices in
order to improve organizational performance. Europ. Res. Stud. J. XIII, 201-214. doi:
10.35808/ersj/267

Leka, S, and Jain, A. (2018). World Health Organization, health impact of psychosocial
hazards at work: an overview World Health Organization.

Liang, T. (2024). Harassment at work: scoping review of reviews. Psychol. Res. Behav.
Manag. 17, 1635-1660. doi: 10.2147/PRBM.S455753

Lingard, H, and Francis, V. (2009). Managing work-life balance in construction.
Managing work-life balance in construction.

Llave, OV, Hurley, J, Peruffo, E, Contreras, RR, Adascilitei, D, Gaude, LB, et al. (2023).
The rise in telework: Impact on working conditions and regulations. Available at: https://

www.eurofound.europa.eu/en/publications/2022/rise-telework-impact-working-
conditions-and-regulations

Llave, OV, and Weber, T. (2020). Eurofound project: Work-life balance in the context
of flexible work and ICT use. Available at: https://publications.europa.eu/resource/
cellar/6dc3c057-eccl-11ea-b3c6-01aa75ed71a1.0001.03/DOC_2

Frontiers in Psychology

13

10.3389/fpsyg.2025.1494288

Lott, Y., and W6hrmann, A. M. (2023). Spillover and crossover effects of working time
demands on work-life balance satisfaction among dual-earner couples: the mediating
role of work-life conflict. Curr. Psychol. 42, 12957-12973. doi: 10.1007/
512144-022-03850-0

Luthans, F, and Youssef, C. M. (2004). Human, social, and now positive psychological
capital management: investing in people for competitive advantage. Organ. Dyn. 33,
143-160. doi: 10.1016/j.0rgdyn.2004.01.003

Maes, J. D., Icenogle, M. L., Shearer, R. A., and Fowler, C. M. (2000). Handling the
threat of organisational violence: an OD approach in a government agency. Equal.
Oppor. Int. 19, 14-22. doi: 10.1108/02610150010786148

Majer, J. M., Barth, M., Zhang, H., van Treek, M., and Trétschel, R. (2021). Resolving
conflicts between people and over time in the transformation toward sustainability: A
framework of interdependent conflicts. Front. Psychol. 12:12. doi: 10.3389/fpsyg.2021.623757

Manna, A., Pahari, S., Biswas, D., Banerjee, D., and Das, D. (2023). Work-life balance
and employee commitment in the new normal: evidence from Indian railway using
mixed-method approach. Kybernetes. doi: 10.1108/K-06-2023-1002

Martin, A., Karanika-Murray, M., Biron, C., and Sanderson, K. (2016). The
psychosocial work environment, employee mental health and organizational
interventions: improving research and practice by taking a multilevel approach. Stress.
Health 32, 201-215. doi: 10.1002/smi.2593

Matisane, L., Paegle, D. L, Paegle, L., Aktlova, L., Matisane, M., and Vanadzins, I.
(2024). Can occupational safety and health preventive measures taken by the employer
influence sleep disturbances in teleworkers? Results from the quantitative study on
working life with COVID-19 in Latvia. Brain Sci. 14:684. doi: 10.3390/brainsci14070684

Ministry of Social Development (2016). The social report 2016: Te piirongo oranga
tangata. [internet]. Available at: https://socialreport.msd.govt.nz/.

Moreira, A., Encarnagio, T., Viseu, J., and Au-Yong-Oliveira, M. (2023). Conflict
(work-family and family-work) and task performance: the role of well-being in this
relationship. Adm. Sci. 13:94. doi: 10.3390/admscil 3040094

Nagqvi, Y. F, and Anjum, U. (2024). Leadership style as a predictor of conflict
management style in the workplace. Educ. Admin. Theory Pract. 30, 3505-3511. doi:
10.53555/kuey.v30i4.2065

Natanael, K., Christiana, M., Kalis, L., Daud, 1., Rosnani, T., and Fahruna, Y. (2023).
Workload and working hours effect on employees work-life balance mediated by work
stress. Enrichment. J. Manag. 13.

Naylor, L. A. (2004). Life and work: challenging economic man. J. Organ. Chang.
Manag. 17, 228-231. doi: 10.1108/09534810410531042

Nielsen, M. B, and Einarsen, S. (2012). Prospective relationships between workplace
sexual harassment and psychological distress. Occup. Med. 62, 226-228. doi: 10.1093/
occmed/kqs010

Nordenmark, M., Vinberg, S., and Strandh, M. (2012). Job control and demands,
work-life balance and wellbeing among self-employed men and women in Europe. Vuln.
Groups Incl. 3:18896. doi: 10.3402/vgi.v3i0.18896

Organization IL (2019). Violence and harassment in the world. Available at: https://
www.ilo.org/topics/violence-and-harassment-world-work#:~:text=Adopted in June
2019 ILO, gender-based violence and harassment. (Accessed July 01, 2024).

Pangert, B, and Schiipbach, H. (2013). Die Auswirkungen arbeitsbezogener erweiterter
Erreichbarkeit auf Life-Domain-Balance und Gesundheit. BAuA Report. (October):48.
Available at: http://www.baua.de/dok/4580542 (Accessed July 01, 2024).

Pawlicka, A., Pawlicki, M., Tomaszewska, R., Chora$, M., and Gerlach, R. (2020).
Innovative machine learning approach and evaluation campaign for predicting the
subjective feeling of work-life balance among employees. PLoS One 15:2771. doi:
10.1371/journal.pone.0232771

Pelled, L. H., Eisenhardt, K. M., and Xin, K. R. (1999). Exploring the black box: an
analysis of work group diversity, conflict, and performance. Adm. Sci. Q. 44, 1-28. doi:
10.2307/2667029

Picton, A. (2021). Work-life balance in medical students: self-care in a culture of self-
sacrifice. BMC Med. Educ. 21:8. doi: 10.1186/s12909-020-02434-5

Piezunka, H., Lee, W., Haynes, R., and Bothner, M. S. (2018). Escalation of competition
into conflict in competitive networks of formula one drivers. Proc. Natl. Acad. Sci. USA
115:3115. doi: 10.1073/pnas.1717303115

Rahal, R. M., and van Beest, 1. (2022). Social change: conflict and competition. Soc.
Change Conf. Compet. doi: 10.4324/9780367198459-REPRW100-1

Raihan, T., Islam, T., and Uddin, M. A. (2020). Sexual harassment at workplace: A
systematic review of literature. Business perspective. Review 2, 1-14. doi: 10.38157/
business-perspective-review.v2i2.128

Ramachandran, R. (2020). Work life balance post COVID-19. SSRN Electron. J. doi:
10.2139/ssrn.3717081

Ramkissoon, A., Smith, P,, and Oudyk, J. (2019). Dissecting the effect of workplace
exposures on workers’ rating of psychological health and safety. Am. J. Ind. Med. 62,
412-421. doi: 10.1002/ajim.22964

Ramm, ], Tjotta, S., and Torsvik, G. (2021). Incentives and creativity in groups. SSRN
Electron. J.

Regina, J., and Allen, T. D. (2023). Taking rivalries home: workplace rivalry and work-
to-family conflict. J. Vocat. Behav. 141:103844. doi: 10.1016/j.jvb.2023.103844

frontiersin.org


https://doi.org/10.3389/fpsyg.2025.1494288
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1098/rstb.2004.1522
https://doi.org/10.5465/ame.1998.1333922
https://doi.org/10.1177/003329410008600326.2
https://doi.org/10.1097/01.ede.0000158224.50593.e3
https://doi.org/10.1097/01.ede.0000158224.50593.e3
https://doi.org/10.1093/eurpub/ckaa165.109
https://doi.org/10.5172/jmo.837.14.3.323
https://doi.org/10.1111/gwao.12396
https://doi.org/10.1037/vio0000239
https://doi.org/10.1016/j.jbusres.2016.04.053
https://doi.org/10.1016/j.jbusres.2016.04.053
https://doi.org/10.1016/j.jvb.2013.01.005
https://doi.org/10.1111/1748-8583.12215
https://doi.org/10.1177/1948550614539770
https://doi.org/10.1016/j.jesp.2016.10.007
https://doi.org/10.1108/JCOM-06-2022-0073
https://doi.org/10.1108/IJCMA-05-2018-0063
https://doi.org/10.3390/ijerph191710525
https://doi.org/10.3390/ijerph18031193
https://doi.org/10.1179/oeh.2007.13.3.268
https://doi.org/10.1037/1076-8998.10.2.155
https://doi.org/10.35808/ersj/267
https://doi.org/10.2147/PRBM.S455753
https://www.eurofound.europa.eu/en/publications/2022/rise-telework-impact-working-conditions-and-regulations
https://www.eurofound.europa.eu/en/publications/2022/rise-telework-impact-working-conditions-and-regulations
https://www.eurofound.europa.eu/en/publications/2022/rise-telework-impact-working-conditions-and-regulations
https://publications.europa.eu/resource/cellar/6dc3c057-ecc1-11ea-b3c6-01aa75ed71a1.0001.03/DOC_2
https://publications.europa.eu/resource/cellar/6dc3c057-ecc1-11ea-b3c6-01aa75ed71a1.0001.03/DOC_2
https://doi.org/10.1007/s12144-022-03850-0
https://doi.org/10.1007/s12144-022-03850-0
https://doi.org/10.1016/j.orgdyn.2004.01.003
https://doi.org/10.1108/02610150010786148
https://doi.org/10.3389/fpsyg.2021.623757
https://doi.org/10.1108/K-06-2023-1002
https://doi.org/10.1002/smi.2593
https://doi.org/10.3390/brainsci14070684
https://socialreport.msd.govt.nz/
https://doi.org/10.3390/admsci13040094
https://doi.org/10.53555/kuey.v30i4.2065
https://doi.org/10.1108/09534810410531042
https://doi.org/10.1093/occmed/kqs010
https://doi.org/10.1093/occmed/kqs010
https://doi.org/10.3402/vgi.v3i0.18896
https://www.ilo.org/topics/violence-and-harassment-world-work#:~:text=Adopted
https://www.ilo.org/topics/violence-and-harassment-world-work#:~:text=Adopted
http://www.baua.de/dok/4580542
https://doi.org/10.1371/journal.pone.0232771
https://doi.org/10.2307/2667029
https://doi.org/10.1186/s12909-020-02434-5
https://doi.org/10.1073/pnas.1717303115
https://doi.org/10.4324/9780367198459-REPRW100-1
https://doi.org/10.38157/business-perspective-review.v2i2.128
https://doi.org/10.38157/business-perspective-review.v2i2.128
https://doi.org/10.2139/ssrn.3717081
https://doi.org/10.1002/ajim.22964
https://doi.org/10.1016/j.jvb.2023.103844

Paegle et al.

Richert-Kazmierska, A., and Stankiewicz, K. (2016). Work-life balance: does age
matter? Work 55, 679-688. doi: 10.3233/WOR-162435

Rugulies, R. (2019). What is a psychosocial work environment? Scand. J. Work
Environ. Health 45, 1-6. doi: 10.5271/sjweh.3792

Sackett, L. A., and Saunders, D. G. (1999). The impact of different forms of
psychological abuse on battered women. Violence Vict. 14, 105-117. doi:
10.1891/0886-6708.14.1.105

Salehi, A. (2007). Strategic human resource management. Adv. Environ. Biol.
Savitz, DA. (2009). Interpreting Epidemiologic Evidence.

Savitz, D. A., and Wellenius, G. A. (2023). Can cross-sectional studies contribute to
causal inference? It depends. Am. J. Epidemiol. 192, 514-516. doi: 10.1093/aje/kwac037

Schabracq, M. J., and Cooper, C. L. (1979). The handbook of work and health
psychology. Science 2003:3400. doi: 10.1002/0470013400

Shahidi, E V., Gignac, M. A. M., Oudyk, J., and Smith, P. M. (2021). Assessing the
psychosocial work environment in relation to mental health: A comprehensive approach.
Ann work expo. Health 65, 418-431. doi: 10.1093/annweh/wxaa130

Shanafelt, T. D., Boone, S., Tan, L., Dyrbye, L. N, Sotile, W, Satele, D., et al. (2012).
Burnout and satisfaction with work-life balance among US physicians relative to the
general US population. Arch. Intern. Med. 172:1377. doi: 10.1001/
archinternmed.2012.3199

Sirgy, M. J., and Lee, D. J. (2018). Work-life balance: an integrative review. Appl. Res.
Qual. Life 13, 229-254. doi: 10.1007/s11482-017-9509-8

Sroka, W., and Vveinhardt, J. (2020). Is a CSR policy an equally effective vaccine
against workplace mobbing and psychosocial stressors? Int. J. Environ. Res. Public Health
17:7292. doi: 10.3390/ijerph17197292

Steel, P, Taras, V., Uggerslev, K., and Bosco, F. (2018). The happy culture: A theoretical,
Meta-analytic, and empirical review of the relationship between culture and wealth and
subjective  well-being.  Personal.  Soc.  Psychol. Rev. 22, 128-169. doi:
10.1177/1088868317721372

Sui, G, Liu, G, Jia, L., Wang, L., and Yang, G. (2019). Associations of workplace
violence and psychological capital with depressive symptoms and burn-out among
doctors in Liaoning, China: A cross-sectional study. BMJ Open 9:024186. doi: 10.1136/
bmjopen-2018-024186

Susanne, B., and Claudia, P. (2016). Crossover of work-life balance perceptions: does
authentic leadership matter? J. Bus. Ethics.

Taouk, Y., Spittal, M. J., Lamontagne, A. D., and Milner, A. J. (2020). Psychosocial
work stressors and risk of all-cause and coronary heart disease mortality: A systematic
review and meta-analysis. Scand. J. Work Environ. Health 46, 19-31. doi: 10.5271/
sjweh.3854

Ten Brummelhuis, L. L., Haar, J. M., and Roche, M. (2014). Does family life help to
be a better leader? A closer look at crossover processes from leaders to followers. Pers.
Psychol. 67,917-949. doi: 10.1111/peps.12057

The European Parliament and the Council of the European Union (2019).
DIRECTIVE (EU) 2019/1158 OF the European Parliament and of the council of 20
June 2019 on work-life balance for parents and carers and repealing council
Directive. Official Journal of the European Union. Available at: https://eur-lex.
europa.eu/legal-content/EN/LSU/?2uri=CELEX:32019L1158  (Accessed  July
01, 2024).

Frontiers in Psychology

14

10.3389/fpsyg.2025.1494288

To, C., Kilduff, G.J., Ordofiez, L., and Schweitzer, M. E. (2018). Going for it on fourth
down: rivalry increases risk taking, physiological arousal, and promotion focus. Acad.
Manag. J. 61, 1281-1306. doi: 10.5465/amj.2016.0850

UN Women (2023). Progress on the sustainable development goals: The gender snapshot
2023. Available at: https://www.unwomen.org/en/digital-library/publications/2023/09/
progress-on-the-sustainable-development-goals-the-gender-snapshot-2023 (Accessed July
01, 2024).

van, T, and Lippényi, Z. (2020). Soc. Indic. Res. 151, 365-381. doi: 10.1007/
$11205-018-2025-xFlexible working, work-life balance, and gender equality: introduction

Vara-Horna, A. A., Diaz-Rosillo, A., Asencios-Gonzalez, Z., and Quipuzco-Chicata, L.
(2023). Direct and indirect effects of workplace sexual harassment on the productivity of
victims and witnesses: the preventive role of equitable management. Heliyon 9:e21096. doi:
10.1016/j.heliyon.2023.21096

Verma, N., Dhiman, B., Singh, V., Kaur, J., Guleria, S., and Singh, T. (2024). Exploring the
global landscape of work-life balance research: A bibliometric and thematic analysis.
Heliyon 10:¢31662. doi: 10.1016/j.heliyon.2024.e31662

Walsh, M. M., Carleton, E. L., Ziemer, J., and Ortynsky, M. (2024). The salience of remote
leadership: implications for follower self-control and work-life balance. Int. . Manpow. 45,
237-254. doi: 10.1108/]JM-12-2022-0652

Wang, Z. (2022). The role of work-family conflict and job role identification in moderated
mediating the relationship between perceived supervisor support and employee proactive
behaviors. Front. Psychol. 13:13. doi: 10.3389/fpsyg.2022.857713

Wang, W. T., Wang, Y. S., and Chang, W. T. (2019). Investigating the effects of
psychological empowerment and interpersonal conflicts on employees’ knowledge sharing
intentions. J. Knowl. Manag. 23, 1039-1076. doi: 10.1108/JKM-07-2018-0423

‘Weziak-Bialowolska, D., Bialowolski, P,, Sacco, P. L., VanderWeele, T. J., and McNeely, E.
(2020). Well-being in life and well-being at work: which comes first? Evidence from a
longitudinal study. Front. Public Health 8:8. doi: 10.3389/fpubh.2020.00103

Willness, C. R,, Steel, P, and Lee, K. (2007). A meta-analysis of the antecedents and
consequences of workplace sexual harassment. Pers. Psychol. 60, 127-162. doi:
10.1111/j.1744-6570.2007.00067.x

Wong, K. P, and Chan, A. H. S. (2021). Exploration of the socioecological determinants
of Hong Kong workers” work-life balance: a grounded theory model. Int. J. Environ. Res.
Public Health 18:732. doi: 10.3390/ijerph182010732

Wong, K., Chan, A. H. S, and Teh, P. L. (2020). How is work-life balance arrangement
associated with organisational performance? A meta-analysis. Int. . Environ. Res. Public
Health 17:4446. doi: 10.3390/ijerph17124446

Wood, S., Ghezzi, V., Barbaranelli, C., Fida, R., Farnese, M. L., Ronchetti, M., et al. (2019).
Assessing the risk of stress in organizations: getting the measure of organizational-level
stressors. Front. Psychol. 10:2776. doi: 10.3389/fpsyg.2019.02776

World Health Organization (2023). WHO policy on preventing and addressing sexual
misconduct. 26.

Yang, J. W, Suh, C,, Lee, C. K., and Son, B. C. (2018). The work-life balance and
psychosocial well-being of south Korean workers. Ann. Occup. Environ. Med. 30. doi:
10.1186/540557-018-0250-z

Yu, Z., Kong, D, Li, Y., Zhang, J., Guo, A, Xie, Q., et al. (2023). Psychological
workplace violence and its influence on professional commitment among nursing
interns in China: A multicenter cross-sectional study. Front. Public Health 11:11. doi:
10.3389/fpubh.2023.1148105

frontiersin.org


https://doi.org/10.3389/fpsyg.2025.1494288
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.3233/WOR-162435
https://doi.org/10.5271/sjweh.3792
https://doi.org/10.1891/0886-6708.14.1.105
https://doi.org/10.1093/aje/kwac037
https://doi.org/10.1002/0470013400
https://doi.org/10.1093/annweh/wxaa130
https://doi.org/10.1001/archinternmed.2012.3199
https://doi.org/10.1001/archinternmed.2012.3199
https://doi.org/10.1007/s11482-017-9509-8
https://doi.org/10.3390/ijerph17197292
https://doi.org/10.1177/1088868317721372
https://doi.org/10.1136/bmjopen-2018-024186
https://doi.org/10.1136/bmjopen-2018-024186
https://doi.org/10.5271/sjweh.3854
https://doi.org/10.5271/sjweh.3854
https://doi.org/10.1111/peps.12057
https://eur-lex.europa.eu/legal-content/EN/LSU/?uri=CELEX:32019L1158
https://eur-lex.europa.eu/legal-content/EN/LSU/?uri=CELEX:32019L1158
https://doi.org/10.5465/amj.2016.0850
https://www.unwomen.org/en/digital-library/publications/2023/09/progress-on-the-sustainable-development-goals-the-gender-snapshot-2023
https://www.unwomen.org/en/digital-library/publications/2023/09/progress-on-the-sustainable-development-goals-the-gender-snapshot-2023
https://doi.org/10.1007/s11205-018-2025-x
https://doi.org/10.1007/s11205-018-2025-x
https://doi.org/10.1016/j.heliyon.2023.e21096
https://doi.org/10.1016/j.heliyon.2024.e31662
https://doi.org/10.1108/IJM-12-2022-0652
https://doi.org/10.3389/fpsyg.2022.857713
https://doi.org/10.1108/JKM-07-2018-0423
https://doi.org/10.3389/fpubh.2020.00103
https://doi.org/10.1111/j.1744-6570.2007.00067.x
https://doi.org/10.3390/ijerph182010732
https://doi.org/10.3390/ijerph17124446
https://doi.org/10.3389/fpsyg.2019.02776
https://doi.org/10.1186/s40557-018-0250-z
https://doi.org/10.3389/fpubh.2023.1148105

	Psychosocial hazards and work-life balance: the role of workplace conflict, rivalry, and harassment in Latvia
	1 Introduction
	2 Materials and methods
	2.1 Study population
	2.2 Study variables
	2.3 Data statistical analysis
	2.4 Ethical considerations and data protection

	3 Results
	4 Discussion
	4.1 Workplace psychological abuse and threats
	4.2 Physical abuse, threats, conflicts with clients, rivalry at work
	4.3 Workplace sexual abuse and harassment
	4.4 Effects in different demographic and employee groups
	4.5 Limitations
	4.6 Practical implications

	5 Conclusion

	References

