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ABSTRACT

The management philosophy of new ways of working is a phenomenon that tries to anticipate on the
trends and developments organizations face in the field of work nowadays. Central to new ways of
working is that employees can organize their work flexibly: employees are expected to decide for
themselves when they work, where they work, and by which communication tool/medium they work
(Baane et al., 2010; Ten Brummelhuis et al., 2012). Opinions vary when it comes to the relationship
between new ways of working and work-life balance and moderators which influence the relationship
between these two constructs. This research brought new empirical data on the new ways of working
management philosophy with the involvement of a large number of work-related and person-related
factors and brought clarification into the debate about relationships between new ways of working
and work-life balance. The aim of this research was to investigate to what extent new ways of working
practices influence work-life balance within Alliander Bellevue in comparison with the moderating
effects of work-related and person-related factors.

This study made use of quantitative research since it entails a deductive approach to the relationship
between theory and research concerning new ways of working and work-life balance. This research
method was chosen because it provides a basis for more precise measures of the degree of effects
between the various concepts (Bryman & Bell, 2011). Data was collected by means of an online
guestionnaire, resulting in a sample of 375 employees working at Alliander Bellevue, an organization
in which the new ways of working management philosophy has been implemented for several years.

Results indicated that new ways of working has a significant positive influence on the work-life balance
within Alliander Bellevue. In addition, it turns out that the moderating effect hours worked at home
has a significant negative effect on the relationship between new ways of working and work-life
balance. Besides that, there are moderators who have a direct impact on work-life balance. The first
significant positive effect is found in the direct relationship between job characteristics and work life
balance. The second direct significant effect is found in the negative relationship between the need for
recovery and work-life balance.

Using the results of this research, the organization has a better understanding of the extent upon which
new ways of working practices affect work-life balance and associated influences of work-related and
person-related factors. This information can be used to optimize new ways of working within the
organization. Because the role of different person and work-related factors in relationship with new
ways of working and work-life balance has become clear, Alliander can obtain a better impression of
the recent situation and can make adjustments to their HR policies. The above data, in conjunction
with the theoretical implications, indicate that it is important to take into account aspects such as new
ways of working, job characteristics, and recovery needs as direct effects on work-life balance. Besides
that, the significant relationship between working home and the relationship between new ways of
working and work-life balance provides input for further research into the optimum of hours
associated with the highest work-life balance.

Key words: new ways of working, work-life balance, person-related factors, work-related factors.
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1. INTRODUCTION

In the last decades, the way how people work, where people work, and what time people work has
changed more than any time in history, which led to the rise of new ways of working (NWW). More
and more organizations see the potential opportunities of implementing forms of NWW and have
started to redesign their approach to work. Central to this new approach is that employees are asked
to organize their work flexible. Employees are expected to decide for themselves when they work
(schedule flexibility), where they work (e.g. telecommuting), and by which communication
tool/medium (smartphone, email, videoconference) they work (Baane et al. 2010; Ten Brummelhuis
et al. 2012). This implies that the emphasis has shifted to output, which mainly steer on results and
not on the number of productive hours. The factors above play a critical role in a successful
implementation of NWW and aroused the interest to investigate the effect of NWW on work-life
balance.

Whereas the organizational benefits of NWW have been emphasized in previous studies (Sanchez et
al. 2007), little is known yet about how NWW influences employees and their work-life balance
(Demerout, Derks, Ten Brummelhuis & Bakker, 2014). Work-life balance, of course, stands not in itself,
but could also be an important link to factors such as performance and sustainable employability. This
indicates that by knowing more about the influences of NWW on work-life balance, there could also
be a contribution to the improvement of these factors. In addition, opinions vary when it comes to the
relation between NWW and work-life balance and the different moderators which influence the effect
between these two constructs. Some authors suggest that the balance will increase because
employees can divide their time better (Kirchmeyer, 1995). Others (Jenson, 1994; lllegems & Verbeke,
2004) state that because of the flexible work arrangements there is an increased satisfaction among
work-life balance. In contrast to those assumptions, other authors (Pitt Catsouphes & Marchetta, 1991;
Edwards & Rothbard, 2000) claim that because of the vague boundaries some employees are always
working, and work-life balance can be influenced negatively. Bijl (2009) mentioned the same
contradictions and is also not sure what influence NWW has on work-life balance. This contributes to
the fact that work-life balance becomes a very important working condition for employees (Pierik,
2011). This research therefore contributes to the debate whether different moderators have an effect
on work-life balance. Groups that have value in order to obtain a better understanding of the
moderators who have an impact on NWW and work-life balance can, based on these outcomes, adjust
their HR policies to find an optimal balance and make use of segmentation. By doing research on this
subject, insights can be obtained that were previously unknown. This will be done by writing a detailed
theoretical foundation. After that, the effects of NWW, will be examined within Alliander Bellevue.

Alliander is a network company responsible for the distribution of energy, such as electricity, (bio) gas
and heat and is formed by a group of companies, including Liander, Liandon, Kenter and Allego.
Together they stand for high-quality knowledge of energy networks, energy technology and technical
innovations. In 2010, Alliander introduced the company-wide program 'Alliander Works!'. The program
was designed to promote an effective and enjoyable working environment for employees. Strategies
include offering flexible working opportunities, measuring performance based on output instead of
attendance, and encouraging effective cooperation. This research focuses on the headquarters
'‘Bellevue' in Arnhem. This company is very suitable for conducting this research because it has been
made use of NWW in their organization for several years. This means that you no longer measure the



first change, but actually the effect of the change that takes place between the relationship of NWW
and work-life balance. Data will be collected by questionnaires, which will be the first step to
scientifically explain the topic. The questionnaire consists of many aspects of NWW, whereby data is
collected from 375 employees, who fully completed the survey.

This paper attempts to show the effect of NWW on work-life balance within Alliander Bellevue. Within
this Master Thesis, NWW consists of four practices, namely teleworking, flexible workplaces at work,
flexible working hours and IT. Factors that may affect work-life balance are divided into two parts,
namely work-related factors and person-related factors. As mentioned previously, this research
contributes to the debate about the volatility whether different moderators have an effect on the
relationship between NWW and work-life balance. Based on the problem definition and research
objectives, the following research question can be formulated:

“To what extent do New Ways of Working practices influence work-life balance within Alliander
Bellevue and what are the moderating effects of work-related and person-related factors?”’

The study contributes to current scientific literature on the subject of NWW both by adding empirical
evidence to the body of knowledge and further examining the NWW's influences on employee's work-
life balance. The aim of this research is to give Alliander Bellevue insights in the NWW theme and the
associated work-life balance. Within this research, factors that may affect work-life balance are split
up in work-related and person-related factors.

In the next chapter, a literature review is presented which provides more insights into NWW together
with the associated variables. This will be done by making use of scientific theories and empirical
articles. Chapter 3 will continue with the methodology, in which the research method of this study will
be discussed. After this part, the results will be presented. This research ends with a conclusion and
discussion in which the research question is answered and the results are discussed.



2. LITERATURE REVIEW AND HYPOTHESES

This literature review has been conducted to provide insight into current theories relevant to this
research. The literature used consists of several scientific articles and research reports, which have
been critically evaluated. The first section gives a definition of NWW, followed by section two, who
gives an explanation of NWW in combination with work-life balance. Factors that may affect work-life
balance are split up in work-related and person-related factors and will be discussed in succession.

2.1 NEW WAYS OF WORKING

“NWW are practices in which employees are able to work independent of time, place and organization,
supported by a flexible work environment which is facilitated by information technologies.” NWW is
divided into four components, namely (1) Teleworking, (2) Flexible Workplaces at Work, (3) Flexible
Working Hours, and (4) IT (De Leede, 2017). These factors contribute to the fact that employees get
more and more control over the way of performing work.

Teleworking is defined as “a form of organizing and/or performing work, using information technology,
in the context of an employment contract/relationship, where work, which could also be performed
at the employer’s premises, is carried out away from those premises on a regular basis” (EFILWC, 2010,
p. 2). In practice, "telework" is a work arrangement that allows and employee to perform work, during
any part of regular, paid hours, at an approved alternative worksite (e.g., home, telework center). This
definition of telework includes what is generally referred to as remote work but does not include any
part of work done while on official travel or mobile work.

Flexible Workplaces at Work is defined as a “continuum of discretion concerning how frequently
employees conduct their work away from the main work site” (Thompson, 2011, p. 6). It involves
flexibility in the use of the location where work is conducted. This concept addresses not only all
aspects of the physical work environment such as premises and facilities like open offices and shared
workspaces, but also the work environment at home or elsewhere. This is characterized by an offices
concept aimed at flexible work, work areas furnished according to concept of “activity-related work,”
inspiring office environments which are set up as a home base and meeting place, and an open network
environment that brings the “outside world” inside (Baane et al., 2010). Both teleworking and flexible
workplaces are sometimes used to describe what is generally refer to as "telework." While "remote"
and "mobile" work are also terms that are sometimes used as synonyms for telework, they tend to
operate differently than telework as is apparent in the detailed operational definition.

Flexible Working Hours is defined as “having the ability to schedule flexible starting and quitting times,
sometimes with a core-hours requirement” but also to have the flexibility in taking days off (Eaton,
2003, p. 146). A flexible schedule allows an employee to work hours that differ from the normal
company start and stop time. This means that the working hours, instead of being repetitive and fixed,
can involve changes and variations. Flexibility in working hours includes flexibility in the scheduling of
hours worked, such as alternative work schedules (e.g., flex time and compressed workweeks), and
arrangements regarding shift and break schedule

The last component is IT and stands for “Information Technology” (IT). IT encompass a broad array of



communication media and devices which link information systems and people including e-mail, voice
conferencing, video conferencing, groupware and collaboration tools, social media, corporate
intranets, personal digital assistants and so on. The most important characteristics in this dimension
are real-time availability and accessibility of information for all, technology that adjusts to the user,
implementing web 2.0 software and the use of smartphones and laptops to empower employees to
work together virtually (Baane et al., 2010).

NWW can be seen as a vision to make work more efficiently and effectively, but also more enjoyable
for both the organization and the employee. This vision is realized by focusing on employees and giving
them - within certain limits - the space and freedom in determining how they work, where they work,
when they work, what they work, and with whom they work. Recent developments in ICT make the
NWW technically possible and social developments make it desirable (Bijl, 2009). However, NWW is
known to have some drawbacks as well. One such drawback is the possible (information) overload.
Hiltz and Turoff (1985) foresaw that when email became widely available for everyone, workers would
struggle with managing the inflow of messages. A handful of studies, however, has found that workers’
perceived overload stems from aspects of their email use other than, or in addition to, the number
and length of messages received (Rennecker and Derks 2012). Other factors contributing to perceived
overload include pressures to respond quickly (Derks and Bakker 2010), unanticipated tasks generated
by received messages (Thomas et al. 2006), interruptions and task- switching associated with
responding to emails (Dabbish and Kraut 2006; Russell et al. 2005), numerous and diverse role
demands (Derks and Bakker 2010), and lack of control over incoming messages (Allen & Shoard, 2005).
Moreover, NWW and particularly the use of electronic communication, i.e. smartphones, may also
extend the workday. Fenner and Renn (2004) reported that extending the workday to the home during
evenings, weekends, and holidays is of all times. However, the availability of technological tools (e.g.,
the smartphone) facilitating anytime-anywhere connectedness of employees to their employers is a

relatively new tendency.

2.2 WORK-LIFE BALANCE

Work plays a central role in the lives of many people. More and more people find it important to have
enough time to care for each other, and also leisure time becomes more and more important. Finding
the right balance between work and private is therefore a difficult task for many people (Peeters &
Heiligers, 2013). The work-life balance is defined as the degree to which an individual is able to balance
the emotional and behavioral demands of work and family with each other (Hill et al., 2001). According
to Clutterbuck (2003), work-life balance is the condition of an individual in which he or she manages
potential conflicts regarding time and energy in order to obtain self-fulfillment otherwise seen as the
absence of unacceptable levels of conflict between work and life demands (Greenblatt, 2002).

A good work-life balance means that work and personal life do not negatively interfere with each
other, which means that there is less work-family conflict (Allen, 2001). When an employee has a good
work life balance, an organization can also benefit from that. Increased satisfaction (Frone, Yardley &
Markel, 1997), less absenteeism and turnover are mentioned as positive effects. According to Konrad
and Mangel (2000), a good balance also contributes to organizational performance and productivity.
A greater work-life conflict implies a feeling that the organization is treating not well enough, which
results in less commitment (Siegel et al., 2005).



In this research, work-life balance is defined by means of a two-dimensional concept, involving work
inference with personal life (WIPL) and personal life inference with work (PLIW). The impact work can
have on the private situation is often referred to as work interference with personal life (WIPL). Thus,
for example, whether work interference with personal life as employees constantly worrying at home
about their jobs or making too much overtime. Conversely, the home situation may also affect
someone's performance at work. This impact is often referred to as personal life interference with
work (PLIW). This can be the case, when for example, employees whose partner or child is ill may
struggle to focus on work (Peeters & Heiligers, 2013).

Before 1960, the fields 'work' and 'home' were seen as separate worlds. These domains were politically
independent (Lambert, 1990). In the late sixties the focus shifted, as more women enrolled at the labor
market. The first researchers in the field of WIPL were primarily based on role theory and especially
on the concept of role conflict. The type of role conflict in WIPL is called an interrole conflict: a conflict
that arises from the combination of work roles and non-work roles. The individual cannot handle the
role expectations and role requirements of both roles (employee role and family role), which leads to
conflicts and stress experiences. Advancing insight led to nuances in the type of role conflict.
Greenhaus and Beutell (1985) argue that a WIPL conflict arises as the time spent on one role makes it
difficult to meet the obligations of the other role.

2.3 NWW IN COMBINATION WITH WORK-LIFE BALANCE

From the NWW management phylosophy, it becomes clear that work-life balance is seen as an
important performance goal in which employees are granted freedom and flexibility to fit their ideal
situation. Opinions vary when it comes to the relation between NWW and work-life balance. Some
authors suggest that the balance will increase because employees can divide their time better
(Kirchmeyer, 1995). Others (Jenson, 1994; lllegems & Verbeke, 2004) state that because of the flexible
work arrangements there is an increased satisfaction among work-life balance. In contrast to those
assumptions, other authors (Pitt Catsouphes & Marchetta, 1991; Edwards & Rothbard, 2000) claim
that because of the vague boundaries some employees are always working, and work-life balance can
be influenced negatively. Bijl (2009) mentioned the same contradictions and is also not sure what
influence NWW has on work-life balance What can be concluded from the information above is that
work-life balance becomes a very important working condition for employees (Pierik, 2011).

According to Baruch (2000), employees who make use of teleworking needs to have self-discipline with
inner motivation both to work and to stop. Going to work as a ritual is eliminated. The physical artefacts
of office life are removed. The official ‘knowledge’ of what it is to be a worker loses its capacity to
‘normalize’.” On the other hand, Baruch (2000) found that there was no loss of identity (as an
employee), and that telework had a positive effect on the role of family member. Research by
Raghuram and Wiesenfeld (2004) shows that NWW reduces work stress by increasing flexibility for
employees, which reduces work-life conflicts. Also from the research of Kossek, Lautsch, and Eaton
(2006), positive results of NWW on work-life balance are found. It appears that NWW can be an
important resource for individuals, with heavy work and family requirements, to manage these dual
requirements. Research from Hill et al. (2001) shows that the flexibility created by NWW is considered
as an important part for a good work-life balance at the time when there is more flexibility for the
employee and it better deals with the different demands that require work and private life.



Previous research also showed that the benefits of NWW may have the form of an intervened U-shape.
The association with positive outcomes is positive to a certain extent, when it will reach an optimum
and finally becomes a bit negative when employees work more than 15.1 hours per week at home
(Golden & Veiga, 2005; Virick, DaSilva & Arrigton, 2010). The professional isolation literature (e.g.,
Golden et al., 2008) provides strong reasons to believe that the number of hours spent at the office is
an important moderating factor in the relationship between telework intensity and individual
productivity and performance. Professional isolation has several consequences: employees do not
have social reference points to compare with others (Golden et al., 2008); they are less able to share
and receive tacit knowledge in order to perform their jobs more effectively (Nonaka & Takeuchi, 1995);
and they believe that they lack relevant information to perform their jobs (ibid). A combination of
telework and traditional work can remedy or eliminate professional isolation, because it provides
employees the opportunity to share and receive experiences and knowledge, and to keep in contact
with their organization and coworkers (Di Martino & Wirth, 1990). According to Golden et al. (2008),
the longer you work ‘out of sight’ the more you might suffer from professional isolation, which is
decreasing productivity and organizational commitment. In practice, 1- 2 days working at home seems
to be optimal, longer is not productive (De Leede, 2017).

2.3.1 PERSON-RELATED FACTORS

Within the theme work-life balance, various person-related factors play a role in behavior and
perception of employees. The person-related factors that are included in this study are demographic
characteristics, family characteristics, recovery needs and structure needs. These variables will be
explained below.

Demographic characteristics

For some, NWW may fit better than for others. For example, research by Pérez, Sanchez and Carnicer
(2002) show that the increase in performance and productivity does not apply to everyone and every
organization. They state that a young organization benefits more from the increase in productivity and
their research also show that female employees benefit more from the benefits of NWW and thus
show a greater increase in productivity. It may be that it not only applies to performance and
productivity, but also the extent to which employees can recover. Kossek, Lautsch, & Eaton (2006)
found that women with children who were teleworking had a lower rate of depression. The ability to
work at home can contribute to combining various roles at work and at home (Sullivan & Lewis, 2001;
Thompson et al., 1999). Mostly women with children are offered more facilities than men and they
also use it more often. Examples of such facilities include parental leave, part-time work, flex work,
childcare at work and home work (Bragger et al., 2005; Kossek et al., 2006). According to Sullivan and
Lewis (2001), women who work at home (especially mothers) more often tend to combine work and
family within the flexibility of working hours than men. Research from Arbo Unie (2011) among 19,000
employees shows that women have more effort to combine their work and private life, especially
between the ages of 35 and 45. This age range is also the most difficult period for men (Arbo Unie,
2011). Jansen and colleagues (2004) did a cohort study in the Netherlands. This study also shows that
men and women between the ages of 36 and 45 experience the most disruption in their work-life
balance. In addition, it appears that employees who make a lot of overtime experience a worse balance
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between work and private life. Fox et al. (2011) have researched the experienced work-life balance
within the academic world. They show that female employees experience more disruption in the work-
life balance than male employees. The factors affecting the balance are somewhat different between
men and women. A work environment without competition and stress depends on a better balance
for both men and women. In response to the literature found, the following Hypothesis is proposed:

Hypothesis 1a: The positive relationship between work-life balance and NWW is stronger for females
than for males

Tausing and Fenwick (2001) state that younger and better educated persons perceive more work-life
imbalance. However, they also report higher levels of schedule control and since schedule control
improves work-life balance, it may be more important for unbinding time than schedule alternatives.
Work-life balance increases with age, and is greater among those with less than a high school
education and high school degrees, while it is lower among those with a B.A. or advanced college
degree and those currently attending school (Tausing and Fenwick, 2001). The study of Lippe et al.
(2008) also show that higher educated employees experience more work-life conflict than those with
a lower education level. A possible explanation for this could be that higher educated employees are
taking their jobs more seriously and working more ambitiously, which means that they feel a certain
pressure both in their career and in their private lives to perform well (Lippe et al., 2008).

Currently, the literature only looks at a direct relationship between education level and work-life
balance, but not to a moderator effect of education level between NWW and work-life balance. Now
the literature suggests that a direct relationship between education level and work-life balance should
be seen as a negative, but when education level is seen as a moderator, it may be appropriate so that
it just strengthens the relationship. This because it can be expected that lower educated workers
already have a good work-life balance, due to for example less heavy responsibilities and fixed working
hours. So, adding NWW as an independent variable would not make a big difference for this target
group. Educated workers, on the other hand, are more at risk of having a weaker work-life balance as
this group often hold a position with more responsibilities and a higher level of difficulties. These
employees could use NWW to find a better balance between their work and private life, implying a
stronger relationship between NWW and Work-life balance. In this way, education level can have a
positive effect on the relationship between NWW and work-life balance. Therefore, the following
Hypothesis can be proposed:

Hypothesis 1b: The higher the education level, the stronger the positive relationship between NWW
and work-life balance

According to Baane et al. (2010), working conditions are flexible applied to fit a personally desired
work-life balance whereby young workers choose their employer based on flexible working
arrangements. Companies therefore need to invest in order to be attractive to the future workforce
(Deusen, James, Gill, & McKechnie, 2008), but also for today’s young worker (Bijl, 2009). Flexible
working arrangements thus shift from a preference to a necessity (Deusen et al, 2008). Most exposed
organizations in the research of Baane et al. (2010) allow employees to choose their package of
working conditions and fit it more or less to their personal preferences. Bijl (2009) indicates that the
older generation often wants to keep work and private separate and the younger generation needs
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more freedom of choice. According to Bijl (2009), this is often related to the ability to combine work
and care responsibilities. Grzywacz, Almeida and McDonald (2002) note that the older an employee,
the better the balance between work and private. This effect can be explained, among other things,
because older workers have long been confronted with obstacles to a good work-to-private balance,
which makes the older employee better aware of these obstacles than a younger employee. Based on
the results of the study by Grzywacz et al. (2002), it can be expected that the older an individual, the
smaller the conflict between work and private life. In addition, it is likely that older workers with a
family often have older children than young workers with children. Older children are often more
independent than younger children and generally need less care (Nagel, 2002). Due to this
independence of the children, older workers may spend less time on the care of their children, thereby
better combining work and private life.

Again, the literature above only tests the direct relationship between age and work-life balance. Using
this theory, an older employee indeed has a stronger work-life balance. When in this case NWW is
introduced into the organization, older employees do not experience a greater benefit because they
already find a good balance between work and private. Therefore, it can be suggested that younger
employees experience a greater positive effect of work-life balance by introducing NWW, given the
fact that they are the ones who can benefit most from the advantages of NWW and previously
experienced a lower work-life balance than older employees. This leads to the following Hypothesis:

Hypothesis 1c: The younger the employee, the stronger the positive relationship between NWW and
work-life balance

Acerta (2016), which did research of organizational tenure on work-life balance on more than 2000
respondents in Belgium, found that employees with twenty or more years of service are noticeably
more satisfied with their work-life balance than colleagues with less or no prior experience. Those who
have already gained experience under another statute are usually also more satisfied with their work-
life balance. According to Smith and Gartner (2007), employees with longer service with an
organization may be more likely to adjust their work commitments when non-work commitments arise
but may have greater responsibilities at work and be less able to take time off work to tend to non-
work demands. Employees with longer tenures also tend to have greater non-work demands (Finegold
et al, 2002; Kirchmeyer, 1992). Employees with longer service may be more aware of available work-
life balance initiatives and make more use of these initiatives.

The theory above states that employees with higher organizational tenure experience a better work-
life balance. For these employees, there would not be a lot of difference in the degree of balance by
introducing NWW because they already experienced a good work-life balance. For employees who are
employed shorter and, according to the theory, experience a lower degree of work-life balance, the
introduction of NWW may have a greater positive impact on the balance of work and private life. After
the introduction of NWW, they can experience a greater degree of work-life balance than those who
are employed for a long time and are already experiencing a high level of work-life balance. In response
to the information above, the following Hypothesis is proposed:

Hypothesis 1d: The shorter the organizational tenure, the stronger the positive relationship between
NWW and work-life balance
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Family Characteristics

Several variables related to the family have been identified in the scientific literature to predict family
to work conflict; as opposed to work to family conflict. A number of factors, related to the family-
related work, have been found to be related to family to work conflict: including, childcare and
household chores; time involvement and psychological involvement with one’s family; and the number
and age of children (Bellavia et al, Eds). Ten Brummelhuis and Van der Lippe (2010) showed that
telecommuting and flexible work schedules were only effective for singles and not for employees with
a partner and/or children. Their study found that work-life balance support was associated with only
a marginal improvement in the work outcomes of employees with a partner and children and weakly
support the idea derived from the conflict approach that support helps when it is given to employees
with heavy demands. Tausing and Fenwick (2001) also found that married, working couples without
children report greater balance, while the presence of children—married or not—is significantly
related to lower balance. Instead, Ten Brummelhuis and Van der Lippe (2010) found more support for
the enrichment approach, assuming that work-life balance support works by complementing family
resources, because singles and then couples profited most from various work-life balance support
measures. Various other studies suggested that an increased number of children at home results in
increased home demands causing additional stress and work family conflict (Lundberg and Chesney,
Eds). Elliott (2003) investigated major difficulties faced by the employed parents of small children
particularly of age below six years, in providing adequate child care. For women, mainly children living
at home aged from 6-18 contribute to more disturbance, for men this applies to children under 6 years
(Lunenborg, 2006).

The information above suggests that introducing NWW, where aspects such as working home and
flexible hours play a role, affect the relation between home-living children, NWW and work-balance.
This may lead to the argument that more home-living children leads to a weaker relationship between
NWW and work-life balance. One reason may be that through the introduction of NWW, households
with more home-living children experience more difficulties with working home and other
characteristics of NWW than households with less or no home-living children, because home-living
children act as a distracting factor and need more care and attention. Households without children are
not affected by these factors which makes the features of NWW easier to apply. This is why is stated
that households without home-living children generally experience a better relationship between the
introduction of NWW and work-life balance. This leads to the following Hypothesis:

Hypothesis 2: The more home-living children, the weaker the relationship between NWW and work-life
balance

Recovery needs

Recovery is a very important component within NWW. Recovery of work is described as the process of
reducing or removing physical and psychological stress symptoms caused by work demands and
stressful events at work (Sonnentag & Fritz, 2015). The recovery needs are defined as the desire of a
person to be temporarily relieved of requirements to restore his / her source (Sonnentag & Zijlstra,
2006). The need for recovery can be recognized, in private situations, the feelings of being left alone
after work or just relaxing after a second day off (Jansen, Kant, van Amelsvoort, Nijhuis & van den
Brandt, 2003). Research has shown that the recovery process is very important for reducing the
negative effects of work stress. In addition, recovery appears to be important for the well-being and
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performance of the employees (Hahn, Binnewies, Sonnentag & Mojza, 2011). Important to the
recovery process are not just the holidays and weekends, but the daily restoration or rest periods play
a major part in this.

The common factor underlying most recovery definitions is that recovery occurs after strain when the
stressor is no longer present (Sonnentag and Geurts, 2009). The important role of recovery can be
illustrated from the perspective of Effort-Recovery theory (Meijman and Mulder, 1998). Its central
assumption is that effort expenditure at work is unavoidably associated with acute load reactions.
Under optimal circumstances, these stress-related acute load reactions return to pre- stressor levels
during after-work hours, and recovery is completed before the next working day starts. In this
situation, health is not at risk (Meijman and Mulder 1998). However, when stress-related acute load
reactions prolong or re-occur during after-work hours, recovery is incomplete. In this situation, the
worker will start the subsequent workday in a suboptimal condition and will have to invest
compensatory effort in order to perform adequately at work. According to Derks et al. (2011), it is
guestionable to what extent intensive smartphone users really experience evenings off. They
examined whether intensive smartphone users have more difficulties to actively engage in recovery
activities. It was hypothesized that it might be very difficult for intensive smartphone users to engage
in recovery activities (e.g., low-effort or social activities) in response to high work-life interference. In
other words, especially when employees need recovery the most, the probability that they will succeed
in undertaking activities aimed at recovery decreases. Results showed that smartphone users facing
high work-home interference did not succeed in engaging in these recovery activities. This implies that
being connected to work in the evening hours through smartphones has consequences for the extent
to which employees succeed in adopting recovery strategies. This finding is explained by the fact that
in most cases the request to work initiated by the smartphone is external and uncontrollable, and
continues the confrontation with work-related matters (Duxbury, Higgins and Lee 1994).

Empirical research has shown that employees who successfully detach from work during after-work
hours experience higher levels of life satisfaction and well-being (Sonnentag and Fritz 2007), and show
better performance (e.g., Binnewies et al. 2009; Demerouti et al. 2009; Meijman and Mulder 1998).
Continuous preoccupation with work during after-work hours and the inability to switch off from work
is part of an unhealthy pattern characterized by high levels of fatigue, sleep complaints, and other
indicators of poor well-being (Grebner et al. 2005; Van Hooff et al. 2006). Derks and Bakker (2011)
argued that work-home interference, and the inability to switch off, are stronger related to poor well-
being for intensive smartphone users in comparison to less intensive users. Assuming that intensive
smartphone users use their smartphones during evening hours, they drain the same energy resources
during the evening as during the workday, which accelerates the fatigue process. Since employees who
decide to stay connected have no prior information about the frequency and quantity of requests that
will be made on them, they might experience low levels of control (Middleton and Cukier 2006). In
addition, the smartphone facilitates working overtime. As a result, it is plausible that extensive
smartphone use during evening hours contributes to the prolonged exposure to work demands and its
associated negative consequences. Taken together, it seems that NWW have both positive and
negative effects on work-family interaction. The positive effects are due to the flexibility (in location
and hours of working) that NWW enable, while the negative effects are due to the increased risk that
individuals are constantly busy with their work during non-work times (Demerouti, Derks, Ten
Brummelhuis & Bakker, 2009).
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As the boundaries of the working day have become more opaque, many salaried workers are expected
to work long hours to demonstrate commitment and to match the working hours of different time
zone, employees with high need for recovery have less time to recover. The positive relationship
between NWW and work-life balance depends on whether employees engage in recovery activities
after work related to employee recovery needs. In addition, NWW is often used in the literature as a
synonym of always at working. For employees with a high need for recovery, the introduction of NWW
can have a major impact on work-life balance. Therefore, it can be suggested that employees who
experience a high need for recovery benefit greatly from recovery activities. Based on the evidence
above, the following Hypothesis is formulated:

Hypothesis 3: The higher the need for recovery, the weaker the positive relationship between NWW
and work-life balance

Structure needs

The development and implementation of NWW practices can be described as an organizational
change. In response to the changes that come along with NWW, organizational design, structures and
processes need to become adaptive and more flexible (Bell & Kozlowski, 2002). New working patterns
have eroded the boundaries and collective rhythms of working life and the concept and reality of a
fixed working day have declined for many people. As the boundaries of the working day have become
more opaque, many salaried workers are expected to work long hours to demonstrate commitment
(Doyle and Reeves, 2001; Fagan, 2001; Hochschild, 1997; McDowell, 1997) and to match the working
hours of different time zones. Research by Raghuram and Wiesenfeld (2004) shows that the stress is
increased by the removal of boundaries between work and private domains. The removal of this
separation creates interfering thoughts, feelings and behaviors from one domain to another. This leads
to a disappearance of a sense of structure and may lead to more work-life conflicts. The study by Davis
(2002) also shows that blurred boundaries by NWW between work and private life, where associated
with more conflicts.

On the other side, research shows that employees who are managed on output have more space and
freedom to perform their work, because they can determine where and how the work is done. To
manage these employees, a different kind of control is needed. This control shifts from a presence-
oriented to an output-oriented form of control (Vos & Van der Voordt, 2001) and requires a situational
form of anticipation in which employees being granted a more personal form of guidance to the
necessary extent (Baane et al., 2010). This same freedom leads to more employee satisfaction and
ultimately results in better customer satisfaction, which at the end results in more employee
productivity. But this structural change can also have negative effects for employees who need this
structure. They can experience this freedom as an uncertain factor, which can lead to a decrease in
employee satisfaction (Baane et al., 2010). Bijl (2009) states that an employee should be able to
function optimally, thus being more effective and therefore being granted enough freedom, challenge,
and responsibility. An important effect of additional freedom and responsibility is an increase in
organizational commitment (Bijl, 2009). Depending on the situation this requires that the manager acts
as a coach, mentor, or even a service provider (Te Lintelo, 2011). NWW expects a mature relationship
between employee and employer in which mutual agreement and understanding feeds collaboration.
The “traditional” working conditions are not natural anymore. Although modern work allows

15



employees to work flexibly and autonomously, not every employee may welcome these ‘benefits’. The
possibility to make decisions about many aspects of one’s job may result in uncertainty and role
ambiguity (Burger, 1989). Employees do not clearly know what is expected from them, and, therefore,
motivation and performance may decrease. Hence, in order to benefit from job autonomy in terms of
motivation and performance, employees also have to be able to deal with the ambiguity and
uncertainty that follows from it. Alternatively framed, if people are not able to tolerate ambiguity,
autonomy will not be beneficial (Slijkhuis, 2012). The structural need plays an important role in the
effects of NWW and work-balance, which also distinguishes between different types of employees.
Therefore, the following Hypothesis is proposed:

Hypothesis 4: The higher the need for structure, the weaker the positive relationship between NWW
and work-life balance

2.3.2 WORK-RELATED FACTORS

Within the theme work-life balance, also various work-related factors play a role in behavior and
perception of employees. The work-related factors that are included in this study are job
characteristics and the amount of hours worked at home. These variables will be explained below.

Job characteristics

Certain job characteristics, under various titles, have long been theorized as providing resources that
may positively affect workers. The level of independence given to a worker (i.e., authority) and the
extent to which jobs vary in content, location, and routine (i.e., variety) are included in several
established models in the literature. Recently, scholars have argued that job characteristics such as
authority and variety and the resources they enfold create positive load effects in the form of
motivation, energy, new skills, or attitudes that can be mobilized to facilitate functioning in other life
domains such as in the family (Friedman & Greenhaus, 2000; Geurts & Demerouti, 2003). Study results
from several disciplines support the idea that authority and variety provide workers with resources
beneficial to workers’ families. Evidence consistently indicates that workers with more authority in
their jobs engaged in developmentally generative parenting practices (e.g., reading to children,
engaging children in independent problem solving, and accepting children’s intellectual curiosity) more
consistently than workers with less authority in their jobs (Grimm-Thomas & Perry-Jenkins, 1994;
MacDermid & Williams, 1997; Menaghan & Parcel, 1991; Ritchie, 1997). Barnett, Marshall, and Sayer
(1992) found that the effect of poor parental role quality on women’s distress was significantly
attenuated for women whose jobs had more variety. Lower levels of positive spillover from work to
family were associated with lower levels of decision latitude (Grzywacz & Marks, 2000), a measure that
captures aspects of both autonomy and variety. Thus, there is theoretical and empirical evidence
supporting the plausibility that jobs with high levels of authority and variety provide workers with
resources that create positive load effects that may benefit work life balance.

A reason for this evidence could be that employees with high levels of authority need to have the
freedom to make use of teleworking possibilities, such that teleworking only helps improving work-life
balance when coupled with autonomy. In addition, the introduction of NWW can ensure that positive
load effects in the form of motivation, energy, new skills, or attitudes that can be mobilized to facilitate
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functioning in other life domains are only reinforced by a greater degree of authority and variety in the
work. Experienced meaningfulness is shaped by three job characteristics: skill variety, task identity,
and task significance. These three job characteristics are expected to be additive, in that
meaningfulness is enhanced to the extent that any or all of them are present. When employees
experience a high meaningfulness of the job, this provides a positive impact on the field of work-life
balance and contributes to the fact that employees feel involved at work. This provided the foundation
for the following Hypothesis:

Hypothesis 5: The higher the autonomy and meaningfulness of the job, the stronger the relationship
between NWW and work-life balance

Hours worked at home

According to the Central Bureau of Statistics (CBS, 2017), the Netherlands had almost 8.3 million
employed persons in 2015. Almost 3 million of them work at home. Of these homeworkers, 62 percent
incidentally work at home, while 38 percent usually work at home. Incidental homeworkers experience
a relatively high workload. This applies to both employees and self-employed persons. Employees who
work at home occasionally experience overworking more often than employees who usually work at
home or do not work at home. Occasional teleworkers also have relatively often disrupted private life
balance, whereby work suffers most often among family activities and vice versa (CBS, 2017).
Dimitrova (2003) found difficulties for employees in managing the lack of direct supervision on the
hours they work, because employees had schedules that were more flexible. However, most of the
employees worked during regular working hours and several studies found that teleworkers work
more hours than non-teleworkers (O'Neill, Hambley, Greidanus, MacDonnell, & Kline, 2009; Baruch,
2000). They state that teleworkers make more work hours because the protection for working too
much is not there anymore: ‘for all teleworkers, the changes in work schedules are better interpreted
as collapse of the boundaries between’. Previous research also showed that the benefits of teleworking
may have the form of an intervened U-shape. The association with positive outcomes is positive to a
certain extent, when it will reach an optimum and finally becomes a bit negative when employees work
more than 15.1 hours per week at home (Golden & Veiga, 2005). Full time working at home seems
favorable for productivity in the short term, but productivity is slowing down and even less compared
to "non-homework", Bluyssen et al. (2002) concludes in an expert meeting on NWW's impact. Reason
for this conclusion is that the link with the company and cooperation with colleagues greatly reduces.
Partial homework, however, does have a permanent positive effect on productivity, because binding
and cooperation are maintained.

According to Beckers et al. (2012) and Nijp et al. (2015), high worktime control can improve the fit
between employees’ work and private-life and may allow employees to align their work schedule with
their chronotype (Wittman et al, 2006). Hill et al. (2003) investigated the effects of work-life balance
on virtual, traditional, and home offices. The outcome showed that virtual workers were significantly
less work-life balanced than home or traditional office workers. An explanation could be that home-
based workers can combine work and private life by using non-productive hours (like dinner), to spend
on their families. These results are consistent with other research that found support for a positive
effect between the hours someone work at home and the job and life satisfaction and psychological
empowerment. At the same time, it has a negative effect on burnout and stress (Redman, Snape, &
Ashurst, 2009). Because of the evidence above, the following Hypothesis is formulated:
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Hypothesis 6: The more hours employees work at home, the weaker the positive relationship between

NWW and work-life balance

2.4 RESEARCH MODEL

The conceptual research model (Figure 1) gives an overview of the influences of NWW (independent

variable) on work-life balance (dependent variables) which will be tested within Alliander Bellevue.

This means that the dependent variables are those which are influenced by the independent variables.

They are the outcome or the effect of the independent variable. Furthermore, it is expected that the
effect of NWW on work-life balance will be influenced by work- and person related factors.

Figure 1: Research model
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3. METHODOLOGY

In this chapter, the research design and the methodology will be discussed. The aim of the
methodological part is to expand the research methods used in this research in order to achieve the
research goal. The population of the research and the selection of the sample is discussed in section
3.1. In section 3.2 the choice of research method is discussed. The operationalization is discussed in
section 3.3. Finally, section 3.4 contains a description of the data analysis.

3.1 SAMPLE DESCRIPTION

The data for this study is collected from Alliander Bellevue. This company is very suitable for conducting
this research because they made use of NWW in their organization for several years. This means that
the first change is no longer measured, but the effect of the change that actually takes place between
the relationship of NWW and work-life balance. The total sample size involved 1487 employees. This
sample size concerns all employees based in Alliander Bellevue. All of these 1487 employees have
received the survey by mail. Of these, 375 employees fully completed the survey. This represents a
response rate of 25.22% percent. The reason to choose for the entire department Bellevue with both
managers and employees is because there is such a full picture of all opinions and the view from both
perspectives is given. This because an employee may have a different perception of their usage of
NWW than a manager has and also could have a different view of their own work environment. A
manager also cannot fully determine how employees see their balance between work and private life.
In this survey, all respondents say something about their own situation as an employee. This leads to
a perception of NWW and work-life balance from Alliander Bellevue as a whole, and not only from
managers or operational staff.

Of the participants, 61.1% was male and 38.9% female. The average age of women was: M =40.5 (SD
=9.82). For men, the average age: M = 43.81 (SD = 10.86). Of all participants, 59.5% had at least one
home-resident child. Of the participants, 82.4% had an average or higher education (HAVO, VWO, HBO
or WO) and 17.6% a lower education (Lower School, VMBO MBO or LBO). On average, employees
worked 37.18 hours a week. Of these average working hours, an average of 8.86 hours is working at
home and 3.22 hours at another location. The division of hours can be seen in Table 1.

Table 1: Average working hours at office, home and other locations

Variables N Mean (M) Std. Error of Mean
Contract hours 375 37.18 .243
Working home 375 8.86 .284
Working elsewhere 375 3.22 .309

3.2 RESEARCH METHOD

This study makes use of quantitative research since it entails a deductive approach to the relationship
between theory and research concerning NWW. This means that the formulated Hypotheses are
derived from existing theories. Quantitative research was chosen because it provides a basis for more
precise measures of the degree of effects between the various concepts (Bryman & Bell, 2011).
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Quantitative research is often performed by means of a survey (Bryman & Bell, 2011), whereby the
subcomponents of the theoretical framework are used to operationalize the constructs to a level
whereby they can be measured. As all concepts used in this research are well known and measurable
by validated surveys, this study will gather the quantitative data necessary to answer the research
guestion by a survey. The decision has been made to distribute the survey online due to the relatively
large sample size and the geographic dispersion of the respondents.

In order to successfully analyze the data, there is only made use of reliable scales out of validated
surveys. First of all, the survey was tested by four employees within Alliander Bellevue. Because of the
feedback that emerged from this test session, the questionnaire was adjusted in some areas. The main
focus was the length of the survey. The testers found the survey too long, allowing employees to lose
attention to complete the whole survey. Based on this, the scales have been shortened. After the
adjustments, the online survey was sent to all employees working at Alliander Bellevue using ‘Lime
Survey’. The respondents participated on a voluntary basis to ensure that they were willing to give a
truthful answer on all questions. They were informed about the study via a digital cover letter which
explained the goal, procedure and confidentiality of the study. This letter also included the link via
which the survey was filled in. Respondents had an opportunity of 2 weeks to fill in the survey.

3.3 OPERATIONALISATION

This section describes the operationalization of the constructs used in this Master Thesis. Several
reliable scales are used to measure the different constructs. Most of the scales are existing reliable
scales. The survey consisted of seven variables which were; NWW, work-life balance, family
characteristics, recovery needs, structure needs, work characteristics and hours worked at home.

NWW. New Ways of Working was measured by the 11-item New Ways of Working Scale (NWW Scale)
developed by Ten Brummelhuis, et al. (2011). In this questionnaire, there is made use of 5 of these
items. The scale is a theory-driven survey instrument designed to measure NWW, whereby employees
have more control over several facets of their job. The scale is comprised of three subscales: 1. Control
over work times (e.g. “l work at a time schedule that | plan myself”); 2. Control over location for work
(e.g. “I can choose at which location | work”); and 3. Control over communication used for work (e.g.
“I have the feeling of being in control over which communication tools | use.”). In the theory section,
NWW is defined using the four components teleworking, flexible workplaces at work, flexible working
hours and IT. As no validated scale was available who measured these four components exactly, the
above instrument came closest to it. In the scale used, the four components are measured in terms of
control. All items were answered on a five-point Likert-Scale, ranging from 1 (not at all) to 5 (all the
time). The Cronbach’s alpha of this scale is 0.781. By making use of this scale, it could be measured to
what extent the respondents had the opportunity to work according to the new ways of working
approach (Kemp, 2013). Higher scores indicate a higher degree of NWW within the organization.

Work-life balance. Work life balance was measured with a shorted instrument reported by Fisher-
McAuley, et al. (2003). This scale assessed three dimensions of work-life balance: 1. work interference
with personal life (WIPL) (e.g. ‘My work gives me the energy to carry out activities out of work that are
important to me”’); 2. personal life interference with work (PLIW) (e.g. “My private life gives me the
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energy to do my job”’); and 3. work/personal life enhancement (WPLE) (e.g. “I guard my boundaries
between work and private life’”’). The WPLE dimension includes both work to personal life
enhancement as well as personal life to work enhancement items. In the original scale, WIPL is
measured with the questions ‘work gives me energy to perform activities outside of work’, ‘I set limits
to the amount of work | take on me to protect my private time’, and ‘l screen of my working time so |
can work undisturbed’. PLIW is measured with the questions ‘my private life gives me energy to do
work, ‘If a work related call during private time does not fit, | let it know’, and | set limits to the amount
of private tasks | take on me to protect my working time’. Last, WPLE is measured with the questions
‘I monitor my boundaries between work and private life’, and ‘l am satisfied with my work-life balance.
Prior research using this scale (Fisher, 2001) found that a three-dimensional model fit the data better
than a four- dimensional model in a confirmatory factor analysis, and results of a higher order factor
analysis provided empirical evidence that the three dimensions were indicators of a single latent
construct (Fisher-McAuley et al., 2003). Therefore, the items were combined to form three dimensions
in the present study. All items were answered on a five-point Likert-Scale, ranging from 1 (not at all)
to 5 (all the time). Higher scores indicate a higher degree of work-life balance.

Unfortunately, the constructs in the original scale did not meet the criterion for an alpha of .6 or higher.
The factor analysis showed that there were three different components that expressed work-life

balance (Table 2).

Table 2: Loading matrix of component solution after Varimax rotation

Variables 1 2 3
v1l. Work gives me energy to perform activities outside of work .839

v2. My private life gives me energy to do work 811

v3. If a work related call during private time does not fit, | let it know .622

v4. | set limits to the amount of work | take on me to protect my private time .807

v5. | screen of my working time so | can work undisturbed .847
v6. | set limits to the amount of private tasks | take on me to protect my working time .871
v7. | monitor my boundaries between work and private life .754

v8. | am satisfied with my work-life balance. .570

To make the measurement reliable again, component 1 is labeled now as ‘setting boundaries’, because
all three items are related to setting boundaries and demarcating the balance between work and
private time. Component 2 is labeled now as ‘energy’, because here the three items are related to the
energy extracted from both work and private factors. Component 3 is labeled now as ‘time
monitoring’, because both constructs focus on monitoring time and finding a balance between work
and private related factors. To test the extent to which the reconstructed constructs measure the
desired construct, a factor analysis has been used (Table 3). The factor analysis shows that the scale
measures only one factor with an eigenvalue greater than 1. The validity of this scale is therefore
sufficient.

Table 3: Component transformation matrix after Varimax rotation

Variables Component 1
Setting boundaries .537
Energy .825
Time monitoring 729
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Family characteristics. Family characteristics are assessed on the basis of questions about their
household, if applicable, the number of children living at home and the age of these children. An
example of a question related to this variable is ‘How many home-living children do you have? ". The
guestions have to be answered by means of a multiple choice.

Recovery needs. Need for recovery will be assessed using the frequently used and validated ‘need for
recovery after work scale’ of the Dutch VBBA questionnaire developed by van Veldhoven and Broersen
(2003). This Dutch version of the Questionnaire on the Experience and Evaluation of Work (Dutch
abbreviation VBBA) consists of 11 dichotomous items. In this questionnaire, there is made use of 5 of
these items. The items of this scale inquire about the severity and duration of symptoms which indicate
that the respondent is not fully recovered from the effects of sustained effort during the working day,
forinstance lack of attention and concentration at the end of the working day, and reduced motivation
for activities in the evening with family or friends (van Veldhoven & Broersen, 2013). Typical items of
the need for recovery after work scale are: "At the end of a working day | am really feeling worn-out"
and "I find it hard to relax at the end of a working day." A need for recovery after work scale score is
calculated by adding the individual's scores on the five items. Higher scores indicate a higher degree
of need for recovery after work (de Croon, 2003). The reliability of this scale is sufficient with a
Cronbach's Alpha of 0.844.

Structure needs. Structure needs was measured by a Personal Need for Structure (PNS) scale
developed by Thompson et al. (1989). This scale was designed to capture the chronic preference for
cognitive simplicity and structure and confirmed in various follow-up studies (e.g. Neuberg & Newsom,
1993). Within this questionnaire, the 12-item scale was reduced to a 6-item scale. Respondents
indicate on a 5-point Likert scale how much they agree with a certain statement such as: “It upsets me
to go into a situation without knowing what | can expect from it,” or “l don’t like situations that are
uncertain.” After completing, the overall score can be calculated to determine to what extent the
employee needs structure. A higher score indicates a greater need for personal structure. The
reliability of this scale is sufficient with a Cronbach's Alpha of 0.796.

Job Characteristics. The work characteristics were measured using the "Work Design Questionnaire
(WDQ) of Morgeson and Humphrey (2006). There is made use of a reduced version of The WDQ which
consists of 6 items, ranged on a 5-point Likert scale from 1 (not at all) to 5 (all the time). Various studies
proved the WDQ to be a reliable and full scale to measure job characteristics (Hertel, Niedner, &
Hermann, 2003; Shah, 2006; Truxillo, Cadiz, Rineer, Zaniboni, & Fraccaroli, 2012). Typical items of the
work characteristics scale are: "In my job | can decide how to plan my work" and "in my job | have the
ability to make many decisions myself''. The first three question focus on task autonomy. Question 4,
5 and 6 about task variety, task significance, and task identity are merged into the factor
meaningfulness of the job. The higher the score, the higher the presence of these factors.

Hours worked at home. To gain insight into the number of days and hours that employees work from
home, there are asked questions about job classification. Questions asked here are about the days
worked on average at home and the number of hours involved. These questions are linked to the
general part of the questionnaire.
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Control variables

Within research control variables are used to test for confounding factors that might alter the outcome
of the effect on the dependent variable. Control variables do increase the statistical conclusion validity,
because it provides understanding in the unsolved variance of the dependent variable. The control
variables in this research are contract type, contract hours and travel time, which shows that none of
them has an effect on the relationship. Multiple regressions show that the control variables do not
have a significant effect on the outcome of the effect on the dependent variable.

3.4 DATA ANALYSIS

Analysis of data is a process of inspecting, cleaning, transforming, and modelling data with the goal of
highlighting useful information, suggesting conclusions, and supporting decision making. Data analysis
has multiple facets and approaches, and encompassing diverse techniques under a variety of names
(Bihani & Patil, 2014). In this research, the data is analyzed by making use of the statistical program
SPSS.

According to Dooley (2009), reliability “refers to the degree to which observes scores are free from
errors of measurement” (p.76). Reliability is measured by the consistency of the scores. According to
Babbie (2004) established measures is a method to ensure reliability. A reliability coefficient is
Cronbach’s alpha. In this Master Thesis, only existing datasets are used. However, since sometimes
formulation of the statements is changed and there is made use of a shorter version of scales, the
Cronbach’s alpha is calculated. The values of the Cronbach’s alpha in this research have a value of at
least .6 to provide reliable results (Nunnally & Bernstein, 1994).

A sample size calculation was performed, which uses a number of different equations to determine
the minimum number of subjects that need to be enrolled in the study in order to have sufficient
statistical power to detect a treatment effect (Rosner, 2011). With a confidence interval of 95% and a
margin of error of 5%, the minimum population size would be 306. Within this research, the minimum
has been achieved with a response of 375 employees.

Multiple linear regression analysis was used to analyze the data and to determine the effects of the
various inputs. In this analysis, work-life balance is the dependent variable and NWW is the
independent variable. Several moderators have been used to measure the relationship between NWW
and work-life balance.
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4. RESULTS

In this chapter, the data from the 375 sample respondents will be analyzed and measured against the
established Hypotheses. All data analysis will be presented in tables and figures. Through extensive
data analyses the Hypothesis of this research will be accepted or rejected.

4.1 DESCRIPTIVE STATISTICS

As can be seen in Table 4, the average age of the respondents is M=42.52. The average number of
hours worked at home is M= 8.86. The variables work-life balance, NWW, recovery needs, structure
needs and job characteristics were answered on a five-point Likert-Scale, ranging from 1 (not at all) to
5 (all the time). A higher score (M) indicates that there is a higher degree of the relevant construct.
These data show that there is a medium to high level of work-life balance (M= 3.43) and NWW (M=
4.02) within Alliander Bellevue. A score (M) of 2.13 for recovery needs and 2.29 for structure needs
indicates that there is a medium to low need for recovery and structure. A mean of 3.39 on job
characteristics indicates that employees experience an above average level of autonomy and
meaningfulness of the job. For the variables gender, education level and organizational tenure,
multiple choice answers have been used. These variables are therefore difficult to interpret in this
table.

Table 4: Descriptive statistics variables (N =375)

Variables N Mean Standard
(M) deviation (sd)
Independent variable
Work-life balance 375 3.43 0.71
Dependent variable
NWW 375 4.02 0.82
Moderators
Gender 375 0.39 0.49
Education level 375 4.12 0.93
Age 375 42.52 10.58
Organizational tenure 375 3.26 0.98
Family characteristics 375 2.17 1.11
Recovery needs 375 2.13 0.85
Structure needs 375 2.29 0.68
Job characteristics 375 3.39 0.61
Hours worked at home 375 8.86 5.51

4.2 CORRELATIONS AND MULTICOLLINEARITY

Before the Hypotheses have been evaluated, the correlation between the different constructs has
been explored by means of a bivariate correlation analysis (Table 6). By doing this analysis, one can
scan the correlation matrix in order to see potential relations that may also show up in the regression
models. According to Cohen (1992), values of .10, .30 and .50 can respectively be seen as small,
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medium and large effect sizes. In this section only the most interesting correlations are highlighted.
This analysis gives a first indication of correlating factors between NWW and work-life balance.

First of all, the cohesion of these constructs is analyzed by gender. The construct NWW (r=-.106, p <
0.05) has a significant negative correlation on gender, in contrast to work-life balance (r=.102, p < 0.01)
which has a significant positive correlation on gender. This correlation indicates that females
experience less NWW, but higher levels of work-life balance. NWW (r=.215, p <.01) is also significantly
positively correlated to education level, which indicates that a higher level of education is associated
with a higher degree of working according to the NWW management philosophy. Work-life balance
(r=-.156, p < 0.01) is significantly negatively correlated to the need for recovery. This correlation
indicates that the higher need for recovery, the higher disturbance in work-life balance. NWW (r= -
.103, p < 0.05) is also significantly negatively correlated to structure need, which indicates that a higher
need for structure is associated with a lower degree of working according to the NWW management
philosophy. NWW (r= .186, p < .01) and work-life balance (r= .165, p < .01) are both significantly
positively correlated to job characteristics. This correlation indicates that a high level of autonomy and
meaningfulness of the job is associated with a higher degree of working according to the NWW
management philosophy and less inference between work and private life. Finally, the construct work-
life balance is significantly positively correlated to NWW, which indicates that a higher level of work-
life balance is associated with a higher degree of working according to the NWW management

philosophy.

Multicollinearity

In addition to check the correlation matrix, it is important to check on multicollinearity with the
variance inflation factor (VIF). VIF indicates whether a predictor has a strong linear relationship with
other predictors in the model. The largest VIF should not be greater than 10, and the average VIF
should not be much higher than 1 (Field, 2005). The VIF for each predictors and the average are
summarized in Table 5. All VIF values are well below 10 and the average is close to 1. One can therefore
conclude that there are no signs of excessive multicollinearity within the model.

Table 5: Variance inflation factor of predictors

Predictors VIF

1.Gender 1.071
2.Education level 1.196
3.Age 1.390
4.0Organizational tenure 1.293
5.Family characteristics 1.073
6.Recovery needs 1.207
7.Structure needs 1.204
8.Job characteristics 1.084
9. Work classification 1.065
10. N\WW 1.121
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Table 6: Correlation table (N=375)

Variables 1 2 3 4 5 6 7 8 9 10
1.Gender -

2.Education level -.076 -

3.Age -153** - 276%*

4.0Organizational tenure .020 -.160**  .407** -

5.Family characteristics -.054 .118* .067 159** -

6.Recovery needs .096* -.015 -.113* .001 0.114 -

7.Structure needs .136** -.062 -132*  -.012 -.057 .376**

8.Job characteristics -.007 -.015 .146** .003 -.010 -.121* -.013 -

9. Hours worked at home  -.011 -.129* .154** - 210** .005 .027 -.005 .062 -

10. NWW -.106* .215%* -.012 .027 -.035 —.085* -103*  .186**  -.019 -

11.Work-life balance .102* .065 -.052 -.020 114 -.156** 0.15 .165**  -.065 .170**

¥ p < .10, two-tailed; * p < .05, two-tailed; ** p < .01, two-tailed; *** p <.001, two-tailed.
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4.3 MULTIPLE LINEAR REGRESSION

This part of the analysis will look at the predicting powers of the established constructs on the
dependent variable using linear regression, and inspect if the established Hypotheses can be confirmed
or disconfirmed.

Gender

Table 7 tests Hypothesis 1 which state that the positive relationship between work-life balance and
NWW is stronger for females than for males. When looking at the significant relationships, NWW (B =
.182, p <.001) appears to be an influential factor in the degree of balance between work and life. Model
3 shows that the interaction effect between NWW and gender is negative but not significant enough.
(B =-.627, p <.10). This indicates that Hypothesis 1a can be rejected.

Table 7: Results of regression analysis of NWW and gender

Work-life balance

Variables Model 1 Model 2 Model 3
B B B

Control variables

Contract type .022 .029 .023

Contract hours -.059 -.018 -.008

Travel time -052 -.040 -.044

Independent variables

NWW 182 ** 297 **

Gender 110t J29**

Interaction effect

NWW * Gender -.627t

R? .007 .046 .062

Adjusted R? -.001 .033 .047

A R? .038 .016

¥ p < .10, two-tailed; * p < .05, two-tailed; ** p < .01, two-tailed; *** p < .001, two-tailed.

Education level

Hypothesis 1b has been tested by means of a regression analysis with work-life balance as dependent
variable and NWW as independent variable. Education level has been analyzed as a moderator. The
results of the analysis are shown in Table 8. This table shows that only the independent variable NWW
(B= 0.163, p < 0.01) has a positive significant influence on work-life balance. Furthermore, no
moderation or interaction effect occurs. This means that it cannot be shown that a higher education
level is associated with a weaker positive relationship between NWW and work-life balance. Therefore,
Hypothesis 1b can be rejected.
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Table 8: Results of regression analysis of NWW and education level

Work-life balance

Variables Model 1 Model 2 Model 3
8 8 8
Control variables
Contract type .022 .021 13
Contract hours -.059 -.077 -.076
Travel time -052 -.055 -.051
Independent variables
NWW .163** -.059
Education level .049 -.212
Interaction effect
NWW * Education level .382
R? .007 .039 .043
Adjusted R? -.001 .026 .028
A R? .032 .004

¥ p < .10, two-tailed; * p < .05, two-tailed; ** p < .01, two-tailed; *** p <.001, two-tailed.

Age

When the moderator age is added in the regression analysis (Table 9), it can be seen that also here
NWW(B =.173, p < 0.001) is the only variable who has a significant positive influence on work-life
balance. The moderator age (B = .051) has a small negative influence on work-life balance, but is not
significant. Also the interaction effect between NWW and age has a negligible non-significant effect
on work-life balance. This indicates that Hypothesis 1c which state that the older the employee, the
stronger the positive relationship between NWW and work-life balance can be rejected.

Table 9: Results of regression analysis of NWW and age
Work-life balance

Variables Model 1 Model 2 Model 3
8 8 8
Control variables
Contract type .022 .012 12
Contract hours -.059 -.074 -.074
Travel time -052 -.046 -.046
Independent variables
NWW 73 172
Age -.051 -.052
Interaction effect
NWW * Age .001
R? .007 .039 .039
Adjusted R? -.001 .026 .024
A R? .032 .00

¥ p < .10, two-tailed; * p < .05, two-tailed; ** p < .01, two-tailed; *** p <.001, two-tailed.
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Organisational tenure

When looking at the effect of organizational tenure on the relationship between NWW and work-life
balance (Table 10), it can be said that organizational tenure has a positive, but non-significant effect
on the relationship between NWW and work-life balance (6=.414, p <.10). Also the interaction effect
between NWW and tenure is not significant enough (6= .-5.31, p <.10). This means that Hypothesis
1d, which states that the longer the organizational tenure, the stronger the positive relationship
between NWW and work-life balance can be rejected.

Table 10: Results of regression analysis of NWW and organizational tenure

Work-life balance

Variables Model 1 Model 2 Model 3
8 8 8

Control variables

Contract type .022 .011 .019

Contract hours -.059 -.071 -.070

Travel time -.052 -.048 -.054

Independent variables

NWW 73 AB2**

Tenure -.019 .4141‘

Interaction effect

NWW * Tenure 5317
R? .007 .037 .045
Adjusted R? -.001 .024 .030
A R? .030 .008

¥ p < .10, two-tailed; * p < .05, two-tailed; ** p < .01, two-tailed; *** p <.001, two-tailed.

Family characteristics

Separately from each other, NWW (B=.176, p <.001) and home-living children (B=.117, p < .10) both
have a positive significant effect on work-life balance. When you look at the interaction effect of these
two variables (Table 11), you see that there is a positive relationship, but not significant. Hypothesis 3,
which state that the more children living at home leads to a weaker relationship between NWW and

work-life balance can therefore be rejected.

Table 11: Results of regression analysis of NWW and home-living children

Work-life balance

Variables Model 1 Model 2 Model 3
8 8 8

Control variables

Contract type .022 .031 .030

Contract hours -.059 -.060 -.064

Travel time -.052 -.048 -.049

Independent variables

NWW A76%** .011

Home-living children .1171‘ -.320

Interaction effect
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NWW * Home-living children 468

R2 .007 .050 .057
Adjusted R? -.001 .037 .042
A R? .043 .007

¥ p < .10, two-tailed; * p < .05, two-tailed; ** p < .01, two-tailed; *** p <.001, two-tailed.

Recovery needs

Hypothesis 4 has been tested with work-life balance as dependent variable and NWW as independent
variable. Recovery needs has been analyzed as a moderator (Table 12). This analysis shows that the
need for recovery (B=-.146, p <0.01) is significantly negative related to work-life balance. This indicates
that a higher need for recovery leads to a weaker work-life balance. This is not proved by the
interaction effect between NWW and recovery need. Therefore, the Hypothesis which indicates that
a higher need for recovery leads to a weaker positive relationship between NWW and work-life balance

is rejected.

Table 12: Results of regression analysis of NWW and recovery needs

Work-life balance

Variables Model 1 Model 2 Model 3
B B B
Control variables
Contract type .022 .022 .019
Contract hours -.059 -.082 089"
Travel time -.052 -.034 -.036
Independent variables
NWwW 161%* .3111‘
Recovery needs -.146** 142
Interaction effect
NWW * Recovery needs -.319
R2 .007 .058 .061
Adjusted R? -.001 .045 .046
A R? .051 .003

¥ p < .10, two-tailed; * p < .05, two-tailed; ** p < .01, two-tailed; *** p <.001, two-tailed.

Structure needs

Hypothesis 5 has been tested with the need for structure as a moderator variable. The need for
structure has no significant effect on work-life balance as an independent variable (B=.019) as well as
an interaction effect (B=.241). The Hypothesis state that a higher need for structure leads to a weaker
positive relationship between NWW and work-life balance. This is not proved in this study (Table 13),
thereby rejecting the Hypothesis.
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Table 13: Results of regression analysis of NWW and structure needs

Work-life balance

Variables Model 1 Model 2 Model 3
B B B
Control variables
Contract type .022 .022 .022
Contract hours -.059 -.067 -.062
Travel time -.052 -.048 -.045
Independent variables
NWW 175 ** .034
Structure needs .019 -.187
Interaction effect
NWW * Structure needs 241
R? .007 .037 .039
Adjusted R? -.001 .024 .023
A R? .030 .002

¥ p < .10, two-tailed; * p < .05, two-tailed; ** p < .01, two-tailed; *** p <.001, two-tailed.

Job characteristics

Hypothesis 6 has been tested with work-life balance as dependent variable and NWW as independent
variable. Job characteristics have been analyzed as a moderator (Table 14). This analysis shows that
job characteristics as an independent variable has a significant positive effect on work-life balance,
which indicates that higher autonomy and meaningfulness of the job leads to a better balance between
work and life. There is no significant relationship between the interaction of NWW and job
characteristics. This leads to a rejection of Hypothesis 6, which indicates that the higher the autonomy
and meaningfulness of the job, the stronger the relationship between NWW and work-life balance.

Table 14: Results of regression analysis of NWW and Job characteristics

Work-life balance

Variables Model 1 Model 2 Model 3
B B B
Control variables
Contract type .022 .021 .019
Contract hours -.059 -.066 -.065
Travel time -.052 -.049 -.049
Independent variables
NWW 147** -.012
Job characteristics 136** -.001
Interaction effect
NWW * Job characteristics .232
R? .007 .055 .056
Adjusted R? -.001 .042 .041
A R? .048 .001

¥ p < .10, two-tailed; * p < .05, two-tailed; ** p < .01, two-tailed; *** p <.001, two-tailed.
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Hours worked at home

Hypothesis 7 indicates that the more hours employees work at home, the weaker the positive
relationship between NWW and work-life balance. The interaction effect (Table 15) between NWW
and hours worked at home indeed shows a significant negative effect (6=-.858, p <.001). This indicates
that more hours working at home indeed leads to a weaker relationship between NWW and work-life
balance. Therefore, Hypothesis 7 is supported.

Table 15: Results of regression analysis of NWW and hours worked at home

Work-life balance

Variables Model 1 Model 2 Model 3
B B B

Control variables

Contract type .022 .015 .013

Contract hours -.059 -.065 -.062

Travel time -.052 -.041 -.032

Independent variables

NWW 72 % AQLH**

Hours worked at home -.046 TSk

Interaction effect

NWW * Hours worked at home -.858***

R? .007 .039 .072

Adjusted R? -.001 .026 .057

A R? .032 .033

¥ p < .10, two-tailed; * p < .05, two-tailed; ** p < .01, two-tailed; *** p < .001, two-tailed.

The R-square indicates how much of the variance in the dependent variable, in this case, work-life
balance is explained by the independent variable, NWW. Nagelkerke's R?, after Model 1 in the analysis,
gives a proportion of explained variation of 0.7%. In the second model, NWW and hours worked at
home are added. Nagelkerke's R? gives a proportion of explained variation of 3.9%. Thus, adding NWW
and hours worked at home has an impact on the proportion of variations in work-life balance. In Model
3, the interaction effect is measured. Nagelkerke's R?, after Model 3 in the analysis, gives a proportion
of explained variation of 7.2%. Also here, the results suggest that the interaction effect has an impact
on the proportion of variations in work-life balance. However, it should here be added that the results

suggest a weak proportion of variation.
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Figure 2 gives a graphical view of the relationship between the variables. This clearly shows that by
more working at home, the positive relationship between NWW and work-life balance decreases. The
Figure indicates that within Alliander Bellevue, the highest level of work-life balance occurs when
NWW is low and working at home high.

Figure 2: Interaction effect between NWW and hours worked at home on work-life balance
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5. DISCUSSION AND CONCLUSION

This chapter answers the research question and makes recommendations for further research. In
addition, it addresses the contribution to theory and practice. The main question examined to what
extent NWW practices influence work-life balance and searches for moderating effects of work-related
and person-related factors. This question is answered on the basis of the data that has been collected
within Alliander Bellevue.

5.1 THEORETICAL IMPLICATIONS

When looking at the direct impact of NWW on work-life balance, NWW seems to have a positive
significant impact on work-life balance in all regression analyzes. This means that a higher use of NWW
within Alliander Bellevue, leads to an increase of the work-life balance of employees. This may be
because employees are able to work independent of time, place and organization, supported by a
flexible work environment which is facilitated by information technologies. Due to the freedom this
new way of working brings along, the work can be done more efficiently and effectively to a certain
extent and makes it more enjoyable for both the organization and the employee. Within certain limits,
they have the space and freedom in determining how they work, where they work, when they work,
what they work, and with whom they work. This research confirms that NWW indeed has a significant
positive effect on work-life balance within Alliander Bellevue. Previous research into the relationship
between NWW and the work-life balance gave ambiguous results. The findings from this study
confirms the results from among others Kossek, Lautsch, and Eaton (2006), which state that NWW can
be an important resource for individuals, with heavy work and family requirements. Kirchmeyer (1995)
suggested that the balance increased because employees can divide their time better and others
(Jenson, 1994; Illegems & Verbeke, 2004) stated that because of the flexible work arrangements there
is an increased satisfaction among work-life balance. These views also correspond to the results of this
research. In contrast to those assumptions, other authors (Pitt Catsouphes & Marchetta, 1991;
Edwards & Rothbard, 2000) claimed that because of the vague boundaries some employees are always
working, and work-life balance can be influenced negatively. Bijl (2009) mentioned the same
contradictions and is also not sure what influence NWW has on work-life balance.

Due to prior collected data, it was thought that both work-related and person-related factors could
have an influence on the relationship between NWW and work-life balance. This research has shown
that of all examined moderators, only the work-related factor ‘worked hours at home’ has a significant
negative impact on the positive relationship between NWW and work-life balance. There may be
several reasons for this. Employees who work at home occasionally can experience overworking more
often than employees who working home less frequently or do not work at home. A theory given by
Dimitrova (2003), which causes the work-life balance to decrease as more work is done at home, is the
lack of direct supervision on the hours they work, because employees have schedules that are more
flexible. Home-based workers can combine work and private life by using non-productive hours (like
dinner) to spend on their families, but the benefits of working home may have the form of an
intervened U-shape, whereby the association with positive outcomes is positive to a certain extent.
This finding is also confirmed by theories of Golden and Veiga (2005) and Virick, DaSilva, and Arrigton
(2010). Finding a good balance between working at the office and working home is therefore important
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to experience an optimal work-life balance.

None of the person-related factors that where included in this research have a significant influence on
the relationship between NWW and work-life balance. The variables education level, age, number of
children, structure needs and job characteristics have a positive interaction effect between the
relationship of NWW and work-life balance, but show no significance. The same applies to gender,
organizational tenure and recovery needs which show a negative interaction effect on the relationship
between NWW and work-life balance where also was no significance.

Hypothesis 1a which state that the positive relationship between work-life balance and NWW s
stronger for females than for males had to be rejected. Within Alliander Bellevue this is not the case,
in contrast to other theories. Within Alliander Bellevue, there was a negative relationship, which was
not reliable enough to make statements about. Theories in other studies indicated that the factors
affecting the balance are somewhat different between male and female (Fox, 2011). It appears that a
better work environment without competition and stress depends on a better balance for both men
and women. In previous theories, it is primarily assumed that females are offered more facilities such
as parental leave, part-time work and child care at work or at home, and therefore better tend to
combine work and family than males (Bragger et al., 2005; Kossek et al., 2006; Lewis, 2001). In this
research there is no reason to assume that the relationship between work-life balance and NWW s
stronger for females than for males and there may be several reasons for this. First of all, if a female
employee has no children, the above theory is not going to matter. Besides that, the care for children
could also be largely carried out by male employees. This implies that within Alliander Bellevue, factors
other than gender play a role in the relationship between NWW and work-life balance.

Hypothesis 1b which state that the higher the education level, the stronger the positive relationship
between NWW and work-life balance also had to be rejected. It was expected that lower educated
workers already had a good work-life balance, due to for example less heavy responsibilities and fixed
working hours. So, adding NWW as an independent variable would not make a big difference for this
target group. Educated workers, on the other hand, are more at risk of having a weaker work-life
balance as this group often hold a position with more responsibilities and a higher level of difficulties.
These employees could use NWW to find a better balance between their work and private life, implying
a stronger relationship between NWW and work-life balance. In this way, education level could have
a positive effect on the relationship between NWW and work-life balance. Within this analysis, there
was a positive effect, but not significant so the assumption cannot be made. A reason that can be
attributed to the fact that in this research there no significant relationship between education level
and the relationship between NWW and work-life balance, may be related to the distribution of the
sample. Of the participants, 82.4% had an average or higher education (HAVO, VWO, HBO or WO) and
17.6% a lower education (Lower School, VMBO MBO or LBO). This may suggest that the survey is
largely filled in by higher educated employees and therefore no significant effect could be

demonstrated.

Hypothesis 1c state that the younger the employee, the stronger the positive relationship between
NWW and work-life balance, also had to be rejected. Within these factors, there was only theory
available regarding the direct relationship between age and work-life balance. This research expected
that when introducing NWW into the organization, older employees do not experience a greater
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benefit because they already find a good balance between work and private. Therefore, it could be
suggested that younger employees experience a greater positive effect of work-life balance by
introducing NWW, given the fact that they are the ones who can benefit most from the advantages of
NWW and previously experienced a lower work-life balance than older employees. Within this
analysis, there was a positive relationship, but also not significant enough to make reliable
assumptions.

Hypothesis 1d which state that the shorter the organizational tenure, the stronger the positive
relationship between NWW and work-life balance, also had to be rejected. Within this statement, little
relevant literature was known, but available theories state that employees with higher organizational
tenure experience a better work-life balance (Acerta,2016; Smith and Gartner, 2007) This research
assumed that for employees with a higher organizational tenure, there would not be a lot of difference
in the degree of balance by introducing NWW because they already experienced a good work-life
balance. For employees who are employed shorter and, according to the theory, experience a lower
degree of work-life balance, the introduction of NWW may have a greater positive impact on the
balance of work and private life. Within the data, there was a negative relationship, but also not
significant enough to make reliable assumptions. Also here, it should be noted that in the current
sample there was no equal distribution of the organizational tenure. A large part of the participants
has been working for Alliander Bellevue for a long period, and could be a reason why no significant
effect emerged.

Hypothesis 2 which state that the more home-living children, the weaker the relationship between
NWW and work-life balance had to be rejected as well. Prior studies found that working couples
without children report greater balance, while the presence of children was significantly related to
lower balance (Tausing and Fenwick, 2001). Various other studies suggested that an increased number
of children at home results in increased home demands causing additional stress and work family
conflict (Lundberg and Chesney, Eds; Elliot, 2003). In this data, no significant relationship exists to make
reliable assumptions. A reason for the fact that no significant relationship can be found between the
number of home-living children and the relationship between NWW and work-life balance can have
various reasons. Within this study, it can play a role that a large part of the sample (40.5%) has no
home-living children. Besides that, having no children living at home (anymore) does not always say
that there is no major concern for care. Also many other family circumstances and the distribution of
care tasks between parents can play a role in this effect.

Hypothesis 3 which states that the higher the need for recovery, the weaker the positive relationship
between NWW and work-life balance also had to be rejected. It was expected that for employees with
a high need for recovery, the introduction of NWW can have a major impact on work-life balance. This
because prior theories state that the positive relationship between NWW and work-life balance
depends on whether employees engage in recovery activities after work related to employee recovery
needs. In addition, NWW is often used in the literature as a synonym of always at working. Within the
data, there was a negative relationship, but not significant enough to make reliable assumptions.
However, it should be noted that there was a significant negative relationship between the direct
effect of recovery needs and work life balance, which indicates that a higher need for recovery leads
to a weaker work-life balance for employees at Alliander Bellevue.
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Hypothesis 4 states that higher need for structure leads to a weaker positive relationship between
NWW and work-life balance. Also, this Hypothesis could not be accepted, because there was no
significant relationship. Although modern work allows employees to work flexibly and autonomously,
it was expected that not every employee may welcome these ‘benefits’. The possibility to make
decisions about many aspects of one’s job where expected to result in uncertainty and role ambiguity
(Burger, 1989). Within the data, there was a positive relationship, but not significant enough to make
reliable assumptions.

Whereby Hypotheses 1 to 4 look at person-related moderators, Hypothesis 5 and 6 look at the work-
related moderators which can play a role in the relationship between NWW and work-life balance.
Hypothesis 5 states that the higher the autonomy and meaningfulness of the job, the stronger the
relationship between NWW and work-life balance. Within the analysis, there is a positive relationship
which is not significant and therefore had to be rejected. It was expected that employees with high
levels of authority need to have the freedom to make use of teleworking possibilities, such that
teleworking only helps improving work-life balance when coupled with autonomy. When employees
experience a high meaningfulness of the job, this provides a positive impact on the field of work-life
balance and contributes to the fact that employees feel involved at work. The aspects that are
considered to be significant in other theories did not came up in this research. Therefore, no valid
statements can be made regarding these factors. However, it should be noted that there was a
significant positive relationship between the direct effect of job characteristics and work life balance,
which indicates that higher autonomy and meaningfulness of the job leads to a better balance between
work and private life. This can be explained by a higher degree of autonomy and meaningfulness of
the job, which gives employees more freedom in organizing their work and tasks. Within Alliander
Bellevue, this can lead to a sense of appreciation and the feeling of delivering added value, which has

a positive contribution to the work environment

As mentioned previously, this research has shown that of all examined moderators, only the work-
related factor ‘worked hours at home’ (Hypothesis 6) has a significant negative impact on work-life
balance. According to Baruch (2000), employees who make use of teleworking needs to have self-
discipline with inner motivation both to work and to stop. As mentioned by Golden and Veiga (2005)
and Virick, DaSilva and Arrigto (2010), the benefits of NWW may have the form of an intervened U-
shape. The association is positive to a certain extent, reaches an optimum and finally becomes a bit
negative when employees work more than a certain number of hours at home per week. In this study
there was no curvilinear connection and it appeared that the highest level of work-life balance occurs
when NWW is low and the hours worked at home are high. This gives a different reason than previous
literature, which is difficult to explain. To find out whether the use of new media, self-determination
of working hours, and the use of communication tools have an impact on the negative relationship,
they were one by one excluded from the analysis. But also here no explanatory connection could be
found.

5.2  PRACTICAL IMPLICATIONS

This research brought renewal in research on the NWW management philosophy with the involvement
of a large number of work-related and person-related factors and brings clarification into the debate
about relationships between NWW and work-life balance. From the results, it is clear that
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implementing NWW is beneficial to the employees’ work-life balance. The research confirmed that
NWW has a positive effect on work-life balance, but when the hours of working home increases, the
positive relationship between NWW and work-life balance decreases.

In addition, there were also moderators who have a direct impact on work-life balance. The first
significant positive relationship has been found between the direct effect of job characteristics and
work life balance, which indicates that higher autonomy and meaningfulness of the job leads to a
better balance between work and private life. For Alliander, this outcome can be valuable in discussing
functions and responsibilities with employees. Since this effect has been demonstrated, the company
can be more aware of the fact that job characteristics play a significant role in the relationship between
work and private life and can show more interest in the wishes and needs of employees in this area.
For Alliander Bellevue, it is important to let employees feel their added value and to give them their
responsibilities where possible in order to improve the work-life balance of employees.

Second, a direct relationship with a significant effect has been found in relationship between the effect
of recovery needs and work life balance. This effect indicates that a higher need for recovery leads to
a weaker work-life balance for employees at Alliander Bellevue. This result can also be of value to know
for Alliander because this outcome shows that paying attention to recovery is essential for an
improvement in the balance between work and private life.

Using the results of this research, the organization has a better understanding of the extent upon which
NWW practices affect work-life balance and the influence of work-related and person-related factors.
This information can be used to optimize NWW within the organization. Because the role of different
person and work-related factors in the relationship between NWW and work-life balance has become
clear, Alliander can obtain a better impression of the recent situation and can make adjustments to
their HR policies. The above data, in conjunction with the theoretical implications, indicate that it is
important to take into account aspects such as NWW, job characteristics, and recovery needs as direct
effects on work-life balance. In addition, it shows that issues such as gender and age play no significant
role in the relationship to work-life balance, which indicates that less attention could be paid to this
factors when drawing up procedures and policies.

In addition, the significant relationship between working home and the relationship between NWW
and work-life balance provides input for further research into the optimum of hours associated with
the highest work-life balance. More about this in the next section, which deals with recommendations
for further research.

5.3 LIMITATIONS AND FURTHER RESEARCH

A first limitation in this study is that only a quantitative research method has been used. Had it been
possible in the current research to include both a qualitative and a quantitative approach, greater
insight may have been gained into the reasons why the introduction of NWW leads to a better work-
life balance. In addition, it could have provided more insight into the effects of work and person-
related factors. Qualitative data may also made it possible to identify new items which could have an
influence on the relationship between NWW and work-life balance.
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A second limitation of the current research is that there only has been looked into a part of person-
related and work-related factors that could play a role in the relationship between NWW and work-
life balance. This implies the limitations that there could be other person-related and work-related
factors which are of influence. It is therefore important to study more about the role which person-
related and work-related factors play in the field of NWW and work-life balance.

Another limitation is the cross-sectional nature of the study. In this cross-sectional study, data is
collected at a single point in time to examine the relationship between NWW and work-life balance in
combination with moderating effects of work-related and person-related factors. Besides, this is a
good method for descriptive analyses and for generating Hypotheses, it is difficult to determine
whether the outcome followed exposure in time or exposure resulted from the outcome and the
associations identified may be difficult to interpret. In addition, it is worth noting that in this research
the sample consist for 82.4% of average or higher educated participants (HAVO, VWO, HBO or WO).
Although there were no significant differences in educational level on the relationship between NWW
and work-life balance, the high percentage of higher educated employees may have affected the
relationship which has been found in this research.

In a follow-up study, a qualitative study can be done, whereby respondents give their reasoning behind
the answers so more detailed information can be gathered. For example, a starting point can be group
discussions or in-depth interviews which will give the researcher an impression about the opinions of
the employees and managers. This gives better insights into the balance between NWW and work-life
balance, and policies can be adjusted to make this balance even more optimal. In addition, there will
be more insight into the person-related and work-related aspects, which affect the relationship
between NWW and work-life balance.

As mentioned previously, the significant relationship between worked hours at home and the
relationship between NWW and work-life balance provides input for further research into the
optimum of hours associated with the highest work-life balance. This research indicates that the
highest level of work-life balance occurs when NWW is low and working hours at home are high. When
there becomes a clearer picture into the optimum of working hours and the underlying reasons,
adjustments can be made in terms of policy making and segmentation.
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5.4 CONCLUSION

This Master Thesis studied to what extent NWW practices influence work-life balance within Alliander
Bellevue in comparison with the moderating effects of work-related and person-related factors. Some
Hypotheses were rejected in this Master Thesis, whereas some Hypotheses were accepted. However,
this Master Thesis created some new insights into the relationship between NWW and work-life
balance, and the role of person-related and work-related moderators. To answer the main question;
NWW has a significant positive influence on the work-life balance within Alliander Bellevue. In
addition, it turns out that the moderating effect hours worked at home has a significant negative effect
on the relationship between NWW and work-life balance. Besides that, there are moderators who
have a direct impact on work-life balance. The first significant positive relationship is found between
the direct effect of job characteristics and work life balance. The second direct relationship with a

significant relationship is found in the negative effect of need for recovery on work-life balance.

With the help of this research and results, the researcher hopes to contribute to the optimization of
the NWW management philosophy within Alliander Bellevue. Hopefully, further research will
contribute in assessing the optimum of working hours at home in in order to find a solid balance
between work and private life.
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