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Abstract

The COVID-19 pandemic has brought significant changes to the way people live and work,
prompting organizations to reconsider how they accommodate their employees. These
adjustments may vary depending on the organization’s conditions. This study aimed
to identify variables that predict work performance in a sample of professionally active
adults. A cross-sectional, quantitative, and correlational study was conducted, with the
participation of 1000 Portuguese adults (Mage = 40.8; SD = 10.6; 68.4% female) who were
professionally active. The study used a Sociodemographic and Professional Questionnaire
to characterize the sample. Data from the Work-Life Balance (WLB) scale, Organizational
Culture (O.C.) scale, Organizational Life Cycle scale, and Health and Work Questionnaire
were analyzed. The model demonstrated an acceptable fit (x?/df = 4.14; SRMR = 0.07;
CFI = 0.82; TLI = 0.81; GFI = 0.80; RMSEA = 0.05). An O.C. characterized by trust and
participation (3 = 0.17; p < 0.001) was negatively associated with higher productivity.
Increased non-work satisfaction was positively associated with a better perception of WLB
(B =0.44; p < 0.001). These findings suggest that fostering trust and participation in O.C.
and supporting employees’ non-work satisfaction are concrete strategies for improving
work performance (e.g., productivity, job satisfaction), ultimately improving the overall
organizational well-being.

Keywords: performance; organizational culture; work-life balance; organizational life
cycle; occupational health

1. Introduction

In recent decades, the labor market has become increasingly competitive. Managers
are under pressure to create strategies to optimize employee performance while prioritizing
the well-being of their workforce. This approach aims to motivate employees to perform at
their best [1].

Performance is defined as the tasks executed, and is often reflected in the outcomes
achieved [2]. In other words, performance is manifested through factors such as productiv-
ity and employee satisfaction [3].

The literature highlights that various work-related and organizational conditions
significantly influence performance, with Organizational Culture (O.C.), Organizational
Life Cycle (O.L.C.), and Work-Life Balance (WLB) being particularly noteworthy [4]. WLB
is conceptually defined as the equilibrium between work-related duties and personal
responsibilities (e.g., social interactions) [5].

According to the literature, collaborators who perceive their WLB positively often
perform better at work [6,7], and workers who perceive their WLB as unsatisfactory, on
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the other hand, often report high levels of workplace stress, lower engagement, and lower
job satisfaction [8,9]. Despite recent studies, there is little knowledge about the potential
impact of WLB and organizational functioning on work performance [10]. However, one
way to mitigate operational challenges in institutions is through O.C. [11].

Culture is the foundation of all institutions, encompassing values, expectations, and
historical context [11,12]. Therefore, it acts as a crucial determinant of job performance, as
it helps workers understand and internalize the principles of the organization [13].

The recent literature states that O.C. characterized as supportive, particularly in
terms of family support, helps employees reduce role conflict [14]. Some studies pro-
pose that an O.C. characterized by trustworthiness and innovation can positively affect
productivity [15,16]. Given the impact of O.C. typology, it is imperative that organizations
allocate time, resources, and different strategies to promote a more supportive and innova-
tive culture [17,18]. However, it is crucial to consider the current stage of the Organizational
Life Cycle (O.L.C.) [19,20].

The O.L.C. is a dynamic process [21] in which an institution’s resources can change
throughout its life [22]. The model presented by Lester et al. [23] is in line with the
conclusions of other five-phase models [24]. The first stage is existence, the aim of which
is to establish the company’s pillars and a network of clients [25]. This is followed by the
survival stage, with the aim of generating profits to support the costs of organizational
activities [26]. The third stage is called success, with the main objective of maintaining
the company’s profitability [25]. In the renewal stage, managers show a willingness to
implement an Organizational Culture based on cooperation and creativity [27]. Finally, the
decline stage is characterized by the disconnection of employees from the organization’s
objectives [20].

The state of the art illustrates the impact of the O.L.C. on employees” work perfor-
mance [28,29], in which researchers have concluded that, in organizations in the survival,
success, and renewal stages, employees have a more positive perception of their per-
formance compared to the other stages [22,30]. In an increasingly competitive market,
organizations face challenges both within their internal operations (e.g., conflicts between
employees) and externally (e.g., competition for market space) [31]. To improve their
workforce performance, companies have implemented new strategies [32]. Some authors
theorize that organizations in the existence and survival stages [31] introduce strategies
to promote an entrepreneurial culture. In this way, employees are encouraged to see their
performance as part of a collective effort [33] and to be more innovative [32].

One theoretical model that enables us to conceptualize changes in various workplace
conditions (e.g., Organizational Culture) is the Job Demands—Resources (JD-R) model [34],
which serves as the overarching theoretical framework of the present study. This model
has two components: job demands, which are the characteristics of work that involve
physical or psychological effort and consequently have an associated cost (e.g., stress),
and job resources, which enable the achievement of goals, reduce the impact of demands,
and promote growth in the workplace [34]. According to the authors, the interaction
between job demands and job resources not only has direct effects on the demands and
resources themselves but also shapes the impact of the demands (e.g., social support from
colleagues can reduce the impact of work demands). Thus, it is possible to conceptualize
the relationship between resources and demands in the workplace [34].

Within this framework, workplace conditions can be operationalized across macro and
micro levels to capture the complexity of the contemporary organizational environment.
Specifically, O.C. can be conceptualized as a fundamental job resource, particularly when
viewed through the lens of Psychosocial Safety Climate [35]. A supportive culture serves
as an antecedent that influences how other resources are allocated and legitimized within
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the organization [15,16]. When the overarching culture prioritizes psychological health, it
fosters the development of structural resources that directly alleviate strain, such as WLB
initiatives [8,9].

Policies aimed at enhancing WLB operate as crucial job resources at the task and
organizational levels [36]. These resources play a dual role, as they trigger a motivational
process that enhances work engagement and, simultaneously, act as a protector factor to
mitigate the psychological costs associated with high job demands [37].

However, the availability and effectiveness of these job resources are not static over
time; they are inherently connected with the O.L.C. [38]. The transition through different
stages fundamentally alters the balance between demands and resources [39]. For instance,
early stages often present intense job demands and a scarcity of formal structural resources,
relying heavily on organic cultural support to sustain motivation [39]. Conversely, mature
organizations may offer robust structural WLB resources, yet they risk introducing bureau-
cratic demands. Therefore, to fully grasp how resources function, the JD-R model must be
contextualized within O.L.C. [38].

Despite the growing body of research on organizational conditions of work perfor-
mance, studies examining the combined effects of WLB, O.C., and O.L.C. within a single
empirical model remain scarce [10,22,30]. Furthermore, while the JD-R model provides
a robust theoretical framework to conceptualize these variables as job resources [34], em-
pirical studies operationalizing all three simultaneously are limited. In this context, the
present study seeks to examine if organizational conditions (WLB, O.C., O.L.C.) predict
work performance (controlling for sex, age, weekly workload, and work regime) in a
sample of the Portuguese population. In light of this objective, we have formulated the
following hypotheses: (1) a better perception of WLB is associated with better performance
and (2) a poorer perception of WLB is associated with worse performance. Regarding
the variables O.C. and O.L.C,, as this is an exploratory study and given the scarcity of
research on these variables, they were classified as exploratory variables, and no hypotheses
were formulated.

2. Materials and Methods
2.1. Research Design

This study was exploratory, observational and cross-sectional in nature, as data col-
lection occurred at a single moment. This quantitative study employed a descriptive
correlational design. No variables were manipulated, and the study followed the criteria of
Coolican et al. [40].

2.2. Participants

A total of 1007 actively employed adults in Portugal were recruited online using non-
probabilistic convenience sampling. The inclusion criteria were as follows: (1) Portuguese
nationality, (2) age above 18 years, (3) current employment/professionally active, and
(4) access to the Internet.

Seven participants were excluded because they did not meet the third inclusion
criterion (professionally active). The sample comprised a total of n = 1000 participants,
with an age range between 19 and 75. The sociodemographic analysis is shown in Table 1.

Table 1. Characterization of the sample according to sociodemographic variables.

Characteristics n (SD) %

Age M (SD)

40.76 (10.58)
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Table 1. Cont.

Characteristics n (SD) %
Biological sex Masculine 316 31.6
& Feminine 684 68.4
In a relationship, and living with the partner 660 66.0
Relationship status In a relationship, but not living with the partner 135 135
Single 205 20.5
0 378 37.8
. 1 273 27.3
Number of children 2 281 281
3 or more 68 6.8
Primary, middle and high school 28 29
Education College degree 358 35.8
Post-graduate or higher (master’s/doctorate) 350 35.0
Year of work experience M (SD) 18.32 (10.67) -
Years of organizational tenure M (SD) 10.92 (9.94) ---
Weekly workload M (SD) 38.44 (9.13) -—
Employment regime Part-time 57 57
pioy & Full-time 943 94.3
Permanent contract 599 59.9
Fixed-term contract 175 17.5
Emplovment contract Indefinite duration contract 143 14.3
ploy Freelance invoices 58 5.8
Temporary work 13 1.3
Secondment 12 1.2
Micro-enterprise (1 to 9 employees) 123 123
. - Small enterprise (10 to 49 employees) 131 13.1
Size of the organization Medium-sized enterprise (50 to 249 employees) 150 15.0
Large enterprise (250 or more employees) 596 59.6

2.3. Measures
2.3.1. Professional and Sociodemographic Questionnaire

Questions were asked to characterize the sample, including sociodemographic vari-
ables (e.g., age and biological sex) and variables related to the participants” professional
context (e.g., size of the organization, weekly workload, and working regime).

2.3.2. Work-Life Balance Scale (WLB)

The current scale, developed by Pimenta et al. [41], draws upon the existing literature
and incorporates elements from the instruments of Haar et al. [42] and Wepfer et al. [43].
This scale measures Portuguese individuals’ perceptions of WLB.

The instrument comprises six items, including one inverted item, all loaded into a
single factor (e.g., “The balance between my work life and my family life (e.g., time and
energy to be with the family) is very good.”). Responses were rated on a 5-point Likert
scale (0 = Strongly Disagree; 4 = Strongly Agree).

The instrument showed a good fit to the sample under study (x*/df = 4.78;
SRMR =0.02; CFI = 0.99; GLI = 0.98; TLI = 0.98; RMSEA = 0.09). Apart from item 2,
which had a low factor weight (A = 0.39), all the items had adequate factor weights, namely
above 0.83.

The measurement had good convergent evidence (AVE = 0.79), as well as good internal
consistency (w = 0.91; a = 0.91). It should be noted that all items showed good psychometric
sensitivity (—0.54 < | Sk| < —0.18; —0.90 < | Ku | < —0.43). Overall, this instrument presents
good evidence and reliability based on its internal structure.
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2.3.3. Organizational Culture Assessment Instrument (OCAI)

The current scale was developed by Cameron and Quinn [11] based on the Competing
Values Framework, a theoretical paradigm addressing organizational effectiveness. This
scale assesses the primary strategies employed in managing institutional effectiveness
and the fundamental characteristics of the Organizational Culture typology (current and
wished), as perceived by employees. In this study, only the current Organizational Culture
was assessed.

The adaptation of the scale for a sample of the Portuguese population resulted in
modifications to its original structure. The proposed model comprises four dimensions:
Innovation (e.g., “In general, leadership in your organization is entrepreneurial, innovative,
and takes risks.”), Trust/Participation (e.g., “Your organization places a strong emphasis
on human development. High levels of trust, openness, and participation persist.”), Re-
sults/Competitiveness (e.g., “Your organization prioritizes competitive actions and success.
Achieving challenging goals and staying ahead in the market are dominant characteristics.”)
and Rigidity /Control (e.g., “What keeps your organization united are formal rules and
policies. Maintaining effective organizational functioning is essential.”). Responses were
recorded on a 100-point scale.

The instrument exhibited acceptable fit to the sample of the study (x>/df = 5.00;
SRMR = 0.60; CFI = 0.91; NFI = 0.89; GFI = 0.90; RMSEA = 0.09). The items displayed
suitable factor loadings, notably exceeding 0.58. The measure presented adequate values
of convergent evidence (AVEResults /Competitiveness = 0-51; AVERigidity /Control = 0.55), apart
from two factors (AVEtyst,Participation = 0-39; AVEmnovation = 0.45). Regarding the internal
consistency, the instrument presented good values (0.71 < w < 0.84; 0.74 < « < 0.88), and all
items exhibited reasonable sensitivity (0.96 < 1Skl <1.92;0.79 < | Ku| < 6.51). In general,
the scale presents reasonable psychometric properties.

2.3.4. Organizational Life Cycle (OLC)

The OLC scale was originally created and developed by Lester et al. [23] to identify
the stage of the life cycle in which organizations find themselves.

In adapting this instrument for a sample of the Portuguese population, the original
structure of the scale was retained. It includes 20 items grouped into five categories:
existence stage (e.g., “Our organization is small, both in size and in comparison, to our
competitors.”), survival stage (e.g., “Power in our company is distributed among a group
of various owners/investors.”), success stage (e.g., “As a company, we are larger than most
of our competitors but not as large as we could be.”), renewal stage (e.g., “We are a widely
dispersed organization with a board of directors and shareholders.”), and the decline stage
(e.g., “Our structure is centralized with few control systems.”). Responses were rated on a
5-point Likert scale (1 = Strongly Disagree; 5 = Strongly Agree).

The instrument exhibited a modest fit with the sample under study (x?/df = 4.56;
SRMR = 0.09; CFI = 0.83; TLI = 0.79; GFI = 0.85; RMSEA = 0.08). Apart from item
20, which displayed a lower factor weight (A = 0.39), the items demonstrated suit-
able factor loadings, exceeding 0.50. Concerning the convergent evidence, the mea-
sure presented values below the recommended range (0.30 < AVE < 0.44). The in-
strument presented low-to-acceptable values for internal consistency (0.62 < w < 0.75;
0.57 < & < 0.71). It should be noted that all items showed reasonable psychometric sensi-
tivity (0.34 < ISkl <0.20; 0.38 < | Ku| <0.11). Overall, this instrument presents acceptable
evidence and reliability based on its internal structure.
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2.3.5. Health and Work Questionnaire (HWQ)

The present scale, developed by Shikiar et al. [3], aims to assess employees” work
performance and mental health. In our study of the psychometric properties of this
instrument for this sample, no modifications to the original scale structure were necessary.

The scale comprises 20 items, organized into six subscales: productivity (e.g., “Rate
your highest level of efficiency this week.”), concentration impairment (e.g., “Feeling
restless while at work?”), relationships with supervisors (e.g., “How satisfied were you this
week with your relationships with your supervisors?”), non-work satisfaction (e.g., “How
personally fulfilling was your life outside of work this week?”), job satisfaction (e.g., “How
satisfied were you this week with the physical environment in which you work, for example,
the level of noise, temperature?”) and impatience/irritability (e.g., “Getting annoyed or
irritated with coworkers, boss/supervisor, customers/suppliers, or others?”). It is worth
noting that, for the subscales of concentration impairment and impatience/irritability, the
constructs were assessed in a negative direction.

Participants’ responses were recorded using a 10-point Likert scale, ranging from 1
(Not Stressful at All; Very Dissatisfied; Not Gratifying at All; No Control; Not Easy at All;
Worst Week Ever; or Never) to 10 (Very Stressful; Very Satisfied; Very Gratifying; Total
Control; Very Easy; Best Week Ever; or Almost Always).

The structural model demonstrated a good fit with the study sample (x?/df = 3.70;
SRMR =0.05; CFI =0.94; GFI = 0.90; TLI = 0.93; RMSEA = 0.07). The items displayed suitable
factor loadings exceeding 0.52. Regarding convergent evidence, the values presented were
below the recommended range (0.30 < AVE < 0.44) but showed good values for internal
consistency (0.61 < w < 0.86; 0.80 < o« < 0.90). Regarding psychometric sensitivity, all items
exhibited good psychometric sensitivity (0.96 < | Skl <1.92;0.79 < | Ku| < 6.51). In general,
the measure presents reasonable psychometric properties.

2.4. Procedure

The survey was created using the Google Forms platform, which enabled online
distribution via social media platforms (Facebook, Instagram, and LinkedIn) between
March 2020 and January 2021. The questionnaire consisted of the previously mentioned
instruments, accompanied by an informed consent form presented to participants before
they accessed the survey. This form informed participants about the study’s objectives,
ensured the anonymity and confidentiality of the collected data, clarified that participants
could withdraw at any time without consequences, and provided the contact details of the
principal researcher.

It is important to note that the project WorkHappy, in which this protocol is embedded,
was submitted to the Ethics Committee of Ispa—Instituto Universitario and subsequently
approved (I/055/05/2021). Throughout this research, adherence to the guidelines of the
American Psychological Association [44] and the standards of the Portuguese Order of
Psychologists [45] was maintained.

2.5. Data Analysis

Data were transferred from Google Forms to Microsoft Excel for data cleaning and
coding, after which the analysis was carried out using the Statistical Package for Social
Sciences (SPSS, v. 31).

Given that the instruments used in this study had not previously been validated for a
Portuguese sample, exploratory and confirmatory factor analyses of the scales described
in the Section 2.3 were conducted using Analysis of Moment Structures (AMOS) software
(v. 29). Furthermore, a structural equation analysis was performed, employing the AMOS
program. A structural equation model was constructed to assess whether the independent
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variables were significantly related to the dependent variables in question [46] based on the
theoretical framework of the JD-R model [34], with O.C., WLB, and O.L.C operationalized
as job resources predicting work performance. The specification of paths between specific
dimensions of these constructs was informed by the existing literature but should be
considered exploratory in nature, given the absence of prior empirical evidence for each
individual path.

The assessment of the structural equation model goodness of fit was conducted based
on reference values. Concerning x2/df, values above 5 showed poor fit; values between
2 and 5 showed acceptable fit; and values around 1 reflected very good fit. It is worth noting
that, according to the literature, the RMSEA (root mean square error of approximation)
index tends to increase with the addition of more variables to the model, with values
that vary as follows: >0.10, unacceptable fit; [0.10; 0.05], fair fit; [0.05; 0.01], good fit; and
<0.01, very good fit [46]. As for the SRMR (Standardized Root Mean Square Residual),
reference values are typically <0.10. For the CFI (Comparative Fit Index) and TLI (Tucker—
Lewis Index) indicators, values below 0.9 signified poor fit; [0.9; 1.0] signified good fit;
and 1.0 signified perfect fit. Lastly for the GFI (Goodness-of-Fit index), values below 0.9
indicate poor fit; [0.9; 0.95] indicate good fit; and >0.95 indicate very good fit [46].

Regarding the values of convergent evidence (AVE), those higher than 0.50 are consid-
ered appropriate [40]. As for the composite reliability, McDonald’s Omega was used. The
existing literature indicates that all values greater than 0.70 are considered suitable [47]. The
reference values for the internal consistency indicator, Cronbach’s alpha, were as follows:
>0.90, high consistency; [0.8; 0.9], good consistency; [0.7; 0.8], satisfactory consistency;
[0.6; 0.7], low consistency; and <0.6, unacceptable [46].

The sensitivity of the data was also examined by analyzing minimum and maximum
values, as well as assessing the asymmetry (Skewness, Sk) and Kurtosis (Ku) coefficients.
In this context, absolute values indicating |Sk| >3 and |Kul > 7 were taken as indicators
of potential sensitivity problems [46].

3. Results
3.1. Descriptive Statistics

As illustrated in Table 2, participants exhibited moderate levels of WLB and O.L.C,,
while they reported low levels of O.C. Concerning the dependent variable, participants
reported an overall moderate level of work performance, with the productivity sub-
scale receiving the highest score and the impatience/irritability subscale receiving the
lowest score.

Table 2. Descriptive statistics of the variables: Performance, Work-Life Balance, Organizational
Culture and Organizational Life Cycle.

Characteristics M (DP) Minimum * Maximum *
Productivity 34.14 (8.11) 5.00 50.00
Concentration Impairment 14.85 (8.72) 4.00 40.00
Perf. Supervisor Relationship 13.14 (4.92) 2.00 20.00
eriormance Impatience Irritability 10.30 (6.21) 3.00 30.00
Job Satisfaction 26.35 (7.91) 4.00 40.00
Non-Job Satisfaction 14.43 (4.05) 2.00 20.00
WLB 13.76 (5.28) 0.00 24.00
Innovation 121.96 (88.08) 0.00 600.00
0.C Trust Participation 121.58 (80.93) 0.00 400.00
o Results Competitiveness 79.73 (54.52) 0.00 300.00
Rigidity Control 92.91 (59.97) 0.00 300.00
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Table 2. Cont.

O.L.C.

Characteristics M (DP) Minimum * Maximum *
Existence Stage 10.04 (3.45) 4.00 20.00
Survival Stage 11.54 (3.26) 4.00 20.00
Success Stage 11.25 (3.16) 4.00 20.00
Renovation Stage 10.92 (3.58) 4.00 20.00
Decline Stage 11.17 (3.19) 4.00 20.00

* Minimum and maximum possible, considering the response scale of the instruments. Work-Life Balance = WLB;
Organizational Culture = O.C.; Organizational Life Cycle = O.L.C.

3.2. Structural Equation Modeling of Organizational Conditions and Performance

The preliminary structural model demonstrated an acceptable fit (x>/df = 3.38;
SRMR = 0.07; CFI = 0.86; TLI = 0.85; GFI = 0.81; RMSEA = 0.04); however, it was observed
that some variables did not show significant relationships with the various dimensions of
performance (e.g., O.L.C. existence — job satisfaction). Therefore, non-significant pathways
were removed.

After removing these pathways, the fit of the structural model remained acceptable
(x?/df = 4.14; SRMR = 0.07; CFI = 0.82; TLI = 0.81; GFI = 0.80; RMSEA = 0.05, p < 0.001),
as represented in Figure 1. The developed model explains between 11% and 29% of the
variability in work performance for variables such as WLB, O.C., O.L.C,, sex, age, and
working hours in this sample.

Q.C Trust/
Participation

Concentration
Commitment

Supervisor
Relationship

Impatience
Irritability

Job
Satisfaction

Weekly
Workload

Figure 1. Structural equation modeling of organizational conditions and performance. Note.
WLB = Work-Life Balance; O.C. = Organizational Culture.

4. Discussion
4.1. Discussion of Study Results

The present study aimed to examine whether organizational conditions, namely
Work-Life Balance (WLB), Organizational Culture (O.C.), and Organizational Life Cycle
(O.L.C.), predict work performance dimensions in a sample of Portuguese working adults,

https:/ /doi.org/10.3390/ occuphealth1030032


https://doi.org/10.3390/occuphealth1030032

Occup. Health 2026, 1, 32

9of 15

controlling for sociodemographic and occupational variables. The findings were interpreted
within the theoretical framework of the Job Demands—Resources (JD-R) model [34], which
conceptualizes WLB and O.C. as job resources that may buffer the impact of job demands on
performance outcomes. Overall, the results partially supported the proposed hypotheses,
with WLB and a trusted/participative O.C. emerging as the most consistent predictors of
performance across dimensions, while the role of O.L.C. was more limited in scope. The
following sections discuss these findings in detail, considering their theoretical implications
and the limitations inherent to the exploratory and cross-sectional nature of the study.

Based on the data analysis carried out, the results suggest that, in the sample studied,
workers with a more positive perception of WLB reported greater productivity, confirming
our first hypothesis. In the eyes of the JD-R model [34], WLB may be viewed as a job
resource that enhances motivation and promotes goal completion. This outcome may be
attributed to the adept organization of time by these workers in the workplace, resulting in
increased efficiency, aligning with findings from the existing literature [1].

Regarding the sex variable, women reported lower productivity. This result may
reflect an imbalance between job demands and job resources among women, consistent
with research indicating that women tend to experience higher levels of work—family
conflict, which may constrain the resources available for work tasks [34]. Similar findings
have been reported in the literature, with some studies suggesting that gender differences
in productivity may be context-dependent [48].

Lastly, participants in an O.C. characterized by trust/participation revealed higher
productivity. One explanation in the eyes of JD-R model [34] is that, when employees
feel listened to and participate in team decisions, they are more willing to be efficient and
perceive more job resources. This aligns with the data reported by Pechincha [49], who
emphasized the positive impact of adopting this type of O.C. This will allow the institution
to be seen as a place where everyone contributes to maintaining the organization and
increasing productivity [15].

Concentration impairment was another dimension of performance under investigation.
Participants who reported better perceived WLB experienced lower levels of concentration
impairment. Within the JD-R model [34], WLB may operate as a resource that reduces the
impact of job demands. The current literature corroborates the presented results, while
highlighting the consequences of a negative perception of WLB, such as heart disease
and insecurity [50]. Another result reflects the impact of workers” age: older workers
reported having less difficulty concentrating. A possible explanation for this result is
the experience and strategies that older workers have developed to concentrate on their
tasks [51]. Regarding the sex variable, men reported having more concentration impairment
than women. The reported results align with the current state of the art [52]; in most studies,
men reported cognitive difficulties (e.g., memory lapses) [53]. Regarding the workload
variable, participants who worked more hours per week reported greater concentration
impairment. A possible explanation is that people with longer working hours (job demand)
are at a greater risk of experiencing difficulties in maintaining focus, as the literature
verifies [54].

Another performance dimension studied was the relationship with the supervisor.
Regarding the WLB variable, participants with a more positive WLB perception indicated
that they had a better quality of relationship with their supervisor (job resource). This aligns
with the literature, where employees characterize their relationships as safe and flexible [55],
as hypothesized in this study. For the sex variable, men reported having a higher quality
of relationship with their supervisor compared to women. This result is inconsistent with
the prevailing literature. One possible explanation, supported by research on work—family
conflict, is that women may face additional demands outside of the workplace that affect
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the quality of workplace relationships [56], though this interpretation requires further
empirical investigation.

Regarding the variable O.C., participants indicated that working in an O.C. that is
trustworthy/ participative improves the quality of their relationship with their supervi-
sor. One possible explanation for this outcome is that employees perceive their opinions
and efforts as valued within the framework of their relationships with supervisors, repre-
senting a positive job resource [34,57]. Additionally, the variable O.L.C., specifically the
survival stage, had a positive impact on the quality of a participant’s relationship with
their supervisor. This result can be attributed to organizations” emphasis on facilitating
communication between departments, fostering improved interaction between employees
and supervisors [23,25].

Impatience/irritability was another performance dimension examined in the study.
For the WLB variable, participants with a more positive WLB perception reported feeling
less impatience/irritability. One explanation for this finding is the fact that workers can
find a balance between their professional and non-work responsibilities, meaning that they
perceive fewer conflicts and more job resources [34,58]. On the other hand, the results We
obtained suggest that women tend to report feeling less impatience and irritability. This
finding is consistent with research suggesting gender differences in emotional regulation
strategies in occupational contexts [59], though the mechanisms underlying this association
remain unclear. Regarding the workload variable, participants reported that the more
hours per week they worked, the more impatience/irritability they felt. The current litera-
ture corroborates the reported results, but researchers emphasize that working conditions
can be a mediating factor in the relationship between working hours and workers” impa-
tience/irritability [59], leading to the hypothesis of there being more job demands than job
resources [34].

The fifth dimension of performance studied was job satisfaction. Analysis of the data
concerning the sex variable revealed that women reported lower professional satisfaction,
a finding supported by the existing literature. Research suggests that gender differences
in job satisfaction may be associated with structural factors, including unequal access to
career advancement opportunities and greater work—family conflict among women [60].
Regarding the WLB variable, workers with a better perception of WLB perceive greater
job satisfaction. This outcome could be attributed to the notion that participants with an
improved WLB foster more satisfying relationships with colleagues and perceive their
work as more rewarding, while perceiving more job resources [34,61]. For the O.C. vari-
able, employees integrated into a trustworthy and participatory O.C. perceived greater
professional satisfaction. An explanatory hypothesis for this outcome is that employees
may feel empowered to share their opinions, resulting in greater job satisfaction and more
positive relationships with colleagues [62,63]. In the O.L.C. survival stage, employees
reported greater job satisfaction. One explanation for this result is that employees working
in organizations at this stage may feel part of the organization’s foundation, reinforcing the
role of organizational resources in promoting positive work-related outcomes [34]. This
sense of involvement allows them to derive greater satisfaction from work and perceive
relationships with colleagues as more rewarding [23,31].

The last dimension of performance studied was non-work satisfaction, with partici-
pants reporting greater satisfaction with non-work aspects when they had a more positive
perception of WLB. One explanation for this result is that employees with a better percep-
tion of WLB tend to invest more in their life outside of work, consequently experiencing
greater satisfaction in their non-work life. Current research aligns with these results and
highlights that this relationship acts as a protective factor against the symptoms of Burnout
syndrome [64,65].
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Regarding the generalizability of these findings, the occupational heterogeneity of
the sample warrants consideration. Because recruitment was conducted online [66] with
professional activity as the sole occupational inclusion criterion, the sample reflects a broad
cross-section of Portuguese working adults rather than a specific professional field. This
sampling approach is consistent with the study’s theoretical framework, as the JD-R model
was developed as a heuristic applicable across a wide range of occupations and work
settings [34], and its core propositions have been empirically supported across distinct
occupational samples [37]. Similarly, the relationship between WLB and work-related out-
comes has been demonstrated across diverse samples of workers and cultural contexts [42].
Accordingly, the present findings are best interpreted as applying to professionally active
Portuguese adults in general, within the specific socio-historical context of data collection.
Nevertheless, because individual occupation was not recorded in the survey protocol, it
was not possible to test whether the observed associations vary across professional fields,
which constitutes a boundary condition of the present conclusions.

4.2. Study Limitations

Regarding the limitations of the study, the following should be highlighted: (1) there
was a lack of measurements for peer relationships in the workplace; (2) the O.C. scale,
with multi-thematic items and an extensive response scale, may have led participants to
exceed or fall below 100 points when characterizing their organization; (3) the measures
used to assess O.C., O.L.C. and performance variables revealed a low level of convergent
validity, which we attribute to the fact that the scales assessed different characteristics
of the constructs; (4) the lack of recent literature on the O.L.C. potentially affected the
applicability of the model, given advances in the organizational structure; (5) there was a
low participation for men; (6) the online sample and data collection method facilitated data
collection but could exclude people with low digital literacy [66]; (7) the JD-R model [34]
was not constructed through data analysis, and therefore these interpretations should be
considered theoretical rather than confirmatory; and (8) the use of a convenience sample of
Portuguese working adults, without controlling for the specifics of the work or knowing
the impact of the characteristics of different professions, limits the generalizability of the
findings. The results should not be extrapolated to other occupational groups, cultural
contexts, or national populations without further empirical verification. Additionally, the
predominantly female sample further restricts the extent to which the findings can be
generalized across gender groups.

4.3. Future Research

Future research should explore the impact of various variables on job performance,
particularly by examining how employees seek organizations that align with their personal
values and exploring the phenomena of job hopping and quiet quitting. Additionally,
research should investigate the influence of workplace peer relationships on performance.
Future studies may benefit from developing and adapting instruments with Likert-type
response scales to facilitate a more intuitive participant response. Regarding O.L.C., future
studies should investigate the formation of new organizations and how Artificial Narrow
Intelligence is influencing this process. In terms of methodology, future studies should
consider combining qualitative methods with quantitative studies. Finally, it would be
valuable for future research projects to replicate the present study to determine if the
results obtained hold in non-pandemic periods, using the reported results as a point
of comparison.
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4.4. Implications for Occupational Health

The findings of the present study provide relevant insights into occupational health by
highlighting how different working conditions contribute to employees’ functioning and
well-being. In line with the Job Demands—Resources (JD-R) model [34], variables such as
workload operate as job demands, being associated with concentration difficulties and irri-
tability. Conversely, variables such as WLB and an O.C. characterized by trust/participation
can be understood as key job resources, consistently related to more favorable outcomes,
including a better perception of productivity, improved supervisory relationships, and
greater job satisfaction.

From an occupational health perspective, these findings are consistent with the notion
that employee functioning may not be solely determined by the presence of job demands
but may also be influenced by the balance between job demands and available job resources.
In particular, the findings indicate that resource-enhancing conditions may mitigate the
negative impact of demanding work environments, supporting both well-being and per-
formance. This has practical implications for organizations, as these findings tentatively
suggest that interventions targeting both the reduction in job demands and the strengthen-
ing of structural and social resources within the workplace may be worth exploring, though
longitudinal research is needed to verify these associations.

5. Conclusions

In conclusion, this study involving professionally active adults revealed that O.C.,
O.L.C., WLB, sex, age, and workload are the most influential predictors for the performance
of job demands. However, certain characteristics of these job demands, such as O.C. (Inno-
vation, Results/Competitiveness, and Rigidity/Control), stages of the O.L.C. (existence,
success, renewal, and decline), and the organization’s size, were not found to be significant
predictors of performance based on the proposed model. The results from this study empha-
size the importance of institutions investing in measures to promote WLB and foster trust
and participation within their O.C. These institutions may witness improved employee job
resources and performance, potentially leading to increased organizational profitability.
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