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About PF11: Balance

What are Psychosocial Factors?

Psychosocial factors are elements that impact employees’ psychological responses to work and work conditions, potentially 
causing psychological health problems. Psychosocial factors include the way work is carried out (deadlines, workload, work 
methods) and the context in which work occurs (including relationships and interactions with managers and supervisors, 
colleagues and coworkers, and clients or customers).

What is PF11: Balance?

GM@W defines PF11: Balance as present in a work environment where there is recognition of the need for balance between 
the demands of work, family and personal life. This psychosocial factor reflects the reality that everyone has multiple roles: as 
professors, parents, partners, etc. This complexity is enriching and allows fulfillment of individual strengths and responsibilities, 
but conflicting responsibilities can lead to role conflict or overload. 

Why is Balance important?

A work environment where employers recognize the need for work-life balance makes employees feel valued and happier 
both at work and at home. When employers recognize that work-life balance is important, they realize the need for greater 
workplace flexibility. This flexibility helps minimize conflict by allowing employees to accomplish the tasks necessary in their 
daily lives. Balance reduces stress and the possibility that home issues will spill over into work, or vice versa. Balance allows 
staff to maintain their concentration, confidence, responsibility, and sense of control at work. Organizationally, this translates 
into enhanced employee commitment, job satisfaction, organizational citizenship behaviours (discretionary behaviours that are 
beneficial to the organization and are a matter of personal choice) and job performance. In turn, balance is associated with 
enhanced well-being and reduced stress. These effects have been demonstrated over time, showing a direct causal relationship 
to physical and psychological health.

What happens when balance is compromised? 

Job stress is on the rise, surging from 20 percent in 1990 to 33 percent in 2000. Employees with higher job stress are 
more likely to be dissatisfied with work and be absent either physically or mentally. One source of stress is conflict between 
work and family roles. When work-family conflict occurs, health and well-being are undermined. This imbalance can lead to 
constant tiredness, bad temper, and inability to progress. These can, in turn, lead to additional stress-related illness, as well 
as higher cholesterol, depressive symptoms, and overall decreased health. The impact on the organization is increased costs 
due to benefit payouts, absenteeism, disability, and turnover.

How can Balance be improved?

Start by conducting the GM@W Organizational Review and/or the GM@W Survey and reviewing the results. If Balance 
is identified as an area of concern or relative strength, refer to the GM@W Action Resources for a practical strategy and 
evidence-based and effective suggested actions that can improve Balance. It is also important to discuss the findings with 
employees to gain a further understanding of the results and to obtain input into possible interventions. Furthermore, it is 
important to evaluate the undertaken interventions over time to ensure they are effective and to take corrective action where 
needed. Consider reviewing the resources below. Finally, refer back to the GM@W website on occasion for new ideas about 
how Balance can be enhanced.
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