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Executive Summary

This research consisted of the Canadian component of a multi-national investigation (Project 3535) of the work-family (W-F) interface.  Its objectives were: 1) to achieve a comprehensive understanding of W-F conflict, its antecedents, and its outcomes, 2) to test and extend current theory on the W-F interface in both a Canadian and an international context, and 3) to provide guidance to individuals, organizations, and policy makers regarding how to best alleviate the negative consequences of W-F conflict. The research consisted of three components: 1) a qualitative analysis of focus group discussions, 2) a quantitative two-wave survey, and 3) a social policy analysis.

We found several variables to be predictive of lower W-F conflict. These included having egalitarian (rather than traditional) gender-role attitudes, collectivistic (rather than individualistic) values, and the ability to multi-task.  Furthermore, we found that W-F conflict was predictive of several negative outcomes (i.e., decreased job, family and life satisfaction; increased turnover intentions and psychological distress). Moreover, our results showed that these negative effects were often due to the W-F guilt that workers felt as a result of the W-F conflict that they were experiencing.  In addition, our findings indicated that the effectiveness of family-friendly policies in reducing W-F conflict appeared to depend upon the type of policy and the type of employees. For managers, reduced work load policies were associated with decreased work overload which in turn was associated with decreased W-F conflict. By contrast, for non-managerial employees policies aimed at flexible scheduling were associated with increased job control which in turn was associated with lowered W-F conflict.

A social policy analysis was conducted using data from national and international sources. Data included statistics on women’s education and labour force participation, dual-earner couples, gender equality policies, government financial support to families, and work-family policies. Indexes and classificatory systems derived from the data, in conjunction with UN Gender Development Index Scores, will be correlated with survey variables and considered as factors that directly and indirectly affect work-family conflict and the importance of employer-based work-family practices.

In addition to the above, a measurement equivalence analysis was carried out to assure that all measures had equivalence of meaning to participants from the countries involved in Project 3535. Moreover a website was developed to facilitate communication among the research team and disseminate the results of the project.  The address is: www.workfamilyconflict.ca.  Finally, a successful grant application was submitted to the SSHRC International Opportunities fund to hold a workshop to bring together selected Project 3535 team members and Canadian experts in the field of work and family.  

Introduction

Purpose


This research consisted of the Canadian component of a multi-national research project (Project 3535) that investigated the W-F interface.  Its specific objectives were: 1) to achieve a comprehensive understanding of W-F conflict, its antecedents, and its outcomes, 2) to test and extend current theory on the W-F interface in both a Canadian and an international context, and 3) to provide guidance to individuals, organizations, and policy makers regarding how to best alleviate the negative consequences of W-F conflict.

Overview


The research consisted of three components: 1) a qualitative analysis of focus group discussions, 2) a quantitative two-wave survey, and 3) a social policy analysis. It was based on the extension of a comprehensive, theoretical model (Frone, Yardley, & Markle, 1997) that included a large number of antecedents and outcomes in the work, family, and well-being domains, as well as important socio-cultural and moderating variables.  It employed multiple methodologies, both qualitative and quantitative (Greenhaus & Parasuraman, 1999) and both emic (culture specific) and etic (pancultural) (Gelfand, Raver, & Erhart, 2002).  Moreover, it utilizeed both micro- and macro-level approaches.  It also made use of a multicultural and interdisciplinary team of international researchers so as to assure a deep understanding of the issues being studied and how they applied in different cultural contexts (Ayman, 1994; Gelfand et al., 2002). Furthermore, these expert researchers represented a wide number of cultures, selected based on theoretically important dimensions (Gelfand et al., 2002). Lastly, we tried to respond to Greenhaus and Parasuraman’s (1999) call for more studies of W-F balance that use short-term longitudinal approaches and that examine gender differences and to Frone’s (2002) desire that more emphasis be placed on the role of positive spillover, personal coping initiatives, and organizational W-F policies.  For additional information see Korabik, Lero and Ayman (2003).
Focus Groups

Qualitative focus group data were collected in each country see if any emic issues were being overlooked. They also helped to supplement the quantitative data so as to give more depth to the findings.  The procedure and results reported below pertain only to the Canadian data set. 

Participants and Procedure  

In Canada, 20 individuals (15 women and 5 men) participated in the focus groups. They were all members of dual earner couples with at least one child under the age of 18 living at home. On average they had 1.56 children. Their children ranged in age from 1-15 years.  The average age of the participants was 41 years. They held primarily managerial or technical occupations.  On average they worked hours 39 hours per week. Their spouses/partners were employed for an average of 44 hours per week.

Data were collected via on-line focus groups with 2-4 same sex participants in each group. A moderator posted a series of questions to a website on a daily basis. Participants were asked to sign on for ten minutes each day for a one week period at any time that was convenient to them and to respond to the moderator’s questions and to comments posted by the other focus group members.  
For a discussion of the results reported thus far see Korabik and Lero (2004) and McElwain, Korabik and Lero (2007).
Survey

Pilot Study


A pilot study was carried out in all countries for the purpose of pre-testing the two-wave survey.  In Canada 17 individuals (11 women and 6 men) participated in the pilot study. The data were collected via a survey that was administered either on-line or in a paper and pencil format.  The survey contained the following scales (among other measures):  Work Overload was assessed using the role overload subscale from Peterson et al.’s (1995) measure of cross-cultural role conflict, ambiguity, and overload.  A Family Overload scale was made up by adapting items from the from work overload measure. Two aspects of work-family conflict and guilt were assessed.  The first related to Work Interference with Family (WIF) and the second to Family Interference with Work (FIW).  WIF and FIW Conflict were assessed with the scale developed by Carlson, Kacmar and Williams (2000).  Guilt (WIFG and FIWG) was measured with a new scale that had been created by McElwain (2003).  The coefficient alphas for all measures were excellent: work overload (α = .92), family overload (α = .96), WIF conflict (α = .88), FIW conflict (α = .91), WIFG (α = .97), and FIWG (α = .81).

Greater work overload was correlated with both higher WIF conflict, r (15) = .59, p<.01, and higher WIFGt, r (15) = .73, p < .001. Likewise, greater family overload was associated with higher FIW conflict, r (15) = .51, p < .04, and with higher WIFG, r (15) = .61, p < .01, and higher FIWG, r (15) = .51, p < .04.  WIF conflict and WIFG were positively correlated, r (15) = .81, p < .001.  FIW conflict was positively related to both WIFG, r (15) = .54, p < .03, and FIWG, r (15) = .79, p < .001.

Two-Wave Survey


Participants and procedure. Organizations were contacted by the research team.  The individual participants were then contacted through their organization and were given a choice to complete the surveys online or in paper and pencil format.  Participants were then contacted between two to four months later to complete the second wave of the study. 

Data were collected from three organizations in the manufacturing, education and health care sectors, respectively.  First, a manufacturing company participated.  In the manufacturing company, of the total of 1,819 participants who potentially could have completed the first wave of the survey, 538 did so, resulting in a 30% response rate Two months later, the questionnaire was e-mailed to 396 people, and 259 responses were received (a 65% return rate).  A paper and pencil version was sent to 142 employees for whom the researchers did not have e-mail addresses. Thirty-eight responded (a 27% return rate).  Overall, fourteen percent of responses were in French
.  Most respondents came from Ontario (56%), Quebec (17%) or Alberta (12%).

In the educational organization a total of 1837 employees were contacted to participate in the first wave of the survey and 107 responded (a 6% response rate).  These employees were contacted between two and four months later to complete the second wave, and 59 returned the survey (a 55% return rate).    
Of the 38 employees from the health care organization who could have completed the survey, 30 responded (a 79% response rate).  Of the 30 respondents, 13 completed the second wave two months later (a 54% return rate).

Therefore, in total, across the three sectors, 3694 employees were contacted.  There was a total of 675 responses to the first wave (an 18% response rate) and 331 responses to the second wave (a 49% response rate).  Although some of the response rates are considered low for this type of research, it is important to note that due to Tri-council Ethics regulations, we were not able to contact the participants directly and therefore depended on organizational representatives to inform their employees about the survey and to distribute the surveys.  The response rates reported are conservative as we are unable to ascertain the actual number of people contacted (i.e., it is possible that some of the employees were not provided with access to the survey).  

For Wave One data, the age of participants ranged from 21 to 62 (M = 40.91; SD = 8.39).  On average, these participants had been working in their position for 6.40 years (SD = 6.72) and for their organization for 10.87 years (SD = 8.85).  Further, 15.6% were employed in education, 80.1% worked in manufacturing, and 4.2% were employed in the health sector.  For the Wave Two data, the age of participants ranged from 24 to 63 (M = 38.87; SD = 8.95).  On average, these participants had been working in their position for 5.62 years (SD = 6.81) and for their organization for 10.18 years (SD = 8.51).  Further, 16.2% were employed in education, 80.8% worked in manufacturing, and 3.1% were employed in the health sector.


Key findings.  We found that:

· several variables were associated with lower W-F conflict. These included having egalitarian (rather than traditional) gender-role attitudes, collectivistic (rather than individualistic) values, and the ability to multi-task.  
· W-F conflict was predictive of several negative outcomes (i.e., decreased job, family and life satisfaction; increased turnover intentions and psychological distress). 
· increased WIF was associated with increased guilt due to work interference with family (WIFG) which was in turn associated with lowered job and life satisfaction and increased turnover intentions and psychological distress. 
· increased FIW was predictive of lowered family and life satisfaction

· increased FIW was associated with increased guilt due to family interference with work (FIWG) which in turn was associated with increased psychological distress

·  the effectiveness of family-friendly policies in reducing W-F conflict depended upon the type of policy and the type of employees. For managers, reduced work load policies were associated with decreased work overload which in turn was associated with decreased W-F conflict. By contrast, for non-managerial employees policies aimed at flexible scheduling were associated with increased job control which in turn was associated with lowered W-F conflict.

Social Policy Analysis

.
An extensive policy analysis was conducted to complement and contextualize the analysis of cross-national survey data. Information was compiled from national and international sources (OECD, ILO, the UN) to allow a rich description and comparative policy analysis of institutional factors that affect women’s employment and opportunities for men and women to balance work and family responsibilities. Key domains included statistics on women’s and mothers’ education and labour force participation, dual-earner couples, gender equality policies, government financial support to families, and work-family policies including leave policies, child care provision, and policies related to part-time work and flexible work scheduling. Indexes and classificatory systems derived from the data, in conjunction with UN Gender Development Index Scores, will be correlated with obtained scores on the Gender Ideology Scale and considered as factors that directly and indirectly affect work-family conflict and the importance of employer-based work-family practices. 

Additional Work Accomplished


In addition to completion of the three components above, we were also able to accomplish three things that will move this research project forward in the future.

Measurement Equivalence Analysis


The data that have been collected in each country have so far allowed for within country analyses to be conducted. In order to properly conduct cross-cultural analyses, it is first necessary to assure that the measures used have equivalence of meaning for the participants in the various countries sampled.  Therefore, measurement equivalence analyses were conducted on all measures.
Website


Secondly, a website was developed in order to facilitate communication among the research team and disseminate the results of the project.  The address is: www.workfamilycanada.ca.  

Further Grant Funding


Thirdly, a successful grant application was submitted to the SSHRC International Opportunities Fund.  This will allow us to hold a workshop to bring together selected Project 3535 team members to discuss the results of the project so far and to coordinate future analyses on the data.  Moreover, Canadian experts in the field of work and family will be invited to the workshop to network with the Project 3535 team and brainstorm ideas for future joint research projects
Student Training and Development


Several students worked as research assistants on this project. They included both graduate students ( SEQ CHAPTER \h \r 1Allyson McElwain, Steven Risavy, Shannon Ellis, Sebastien Houde, Chester Kam, Melissa Warner, Carolyn Pletsch (PhD) and Allyson McElwain, Tricia Van Rhijn, Thomas Oliver, Linda Yuval, Jen McTaggert, DH Seward, Anne Bergen, Ben Goddard (MA), and undergraduate students (Dara Chappell and Adam McKie, Natalie Roach). In addition to developing valuable research skills (e.g., in data collection and analyses), these students were involved in collaborating on the write up and presentation of several of the papers listed below.
Publications and Presentations


A large number of publications and presentations have already resulted from this project. It is anticipated that there will be many more in the future.
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� For the manufacturing sample only, the survey was available in French.  A translation and back-translation procedure was followed (Brislin, 1980) in which a bilingual individual translated the survey into another language.  This survey was then translated by another bilingual individual back into the original English version and the two versions were then compared for accuracy.  








