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The majority of research on work-family conflict (WFC) has been conducted in Western industrialized countries, but there is an increasing recognition of the role of culture in work-family conflict, as work and family issues are related to cultural values, norms, beliefs and assumptions (cf. Aryee, Luk, Leung, & Lo, 1999; Poelmans, 2005). In this paper, I will describe one of the cross-cultural research projects on work-family conflict. First, I will describe what we understand from a genuine ‘cross-cultural’ project. Second, I will present the theoretical framework and the methodological approach that we adopted in this project. I will also present the preliminary findings from the qualitative phase of the project. Last, but not least, I will highlight the key lessons that we learned about working in a multicultural team on a cross-cultural project.
The project was initiated in the summer of 2002 with the aim of testing the generalizability of one of the most established models of WFC (i.e., Frone, Russell, & Cooper, 1992), and elucidating universal as well as culture-specific processes in work-family conflict. Currently ten cultural groups are included in this project: US, Canada, Spain, Australia, Indonesia, India, Israel (Arab and Jewish Sects), Turkey, and Taiwan. We are currently half way through the quantitative data collection phase. The project was set out to contribute both to the work-family conflict literature and to the cross-cultural management literature. More specifically, this project was hoped to fill the void in the WFC literature by explicitly studying the effect of culture. Equally importantly, it was hoped that the project would contribute to the cross-cultural management literature by testing the best practices (i.e., to dos and not to dos) in conducting a genuine cross-cultural research. 

Let us first describe our approach to cross-cultural management research. According to Adler (1991, p.32), cross-cultural management research aims at “…describing organizational behavior within countries and cultures: compares organizational behavior across cultures and countries, and perhaps, most importantly, seeks to understand and improve the interaction of co-workers, clients, suppliers, and alliance partners from different countries and cultures”. Building on this definition, it is argued that cross-cultural (management) research must have the objective of describing and comparing behavior across cultural units in order to systematically examine the extent to which and the way in which culture influences (or relates to) the studied phenomenon (e.g., Aycan, 2000; Berry, et al., 2004). The purpose of this pursuit is to find out the ‘universals’ as well as the ‘culture-specifics’ in the process (e.g., Dorfman, 2004). Finally, exemplary cross-cultural research must take an egalitarian approach (rather than a domination of one person or one group) and encourage the involvement of collaborators in every stage in the project (Aycan, 2000). I will describe the progress in our project in light of three broad questions: (i) how did we design the project to examine the extent to which and the way in which culture influences (or relates to) WFC? (ii) According to the preliminary findings, what seem to be the universals and culture-specifics in WFC? and (iii) What are the achievements and challenges that we experienced while working in a cross-cultural team? 
Culture’s consequences in work-family conflict: Theory & methodology 
The theoretical basis for the project is adapted from the framework proposed by Frone and his colleagues (e.g., Frone et al., 1997). According to this model, work-family conflict is comprised of both work interference with family (WIF) and family interference with work (FIW). Our model involves the antecedents (support and demands in family and work domains) and consequences (negative family, work and life outcomes) of WIF and FIW, and includes the variables that are identified as the most critical ones in the recent literature (see Figure 1; for more details, Korabik, Lero & Ayman, 2003). 
Insert Figure 1 about here

What qualifies this project as a cross-cultural research are a number of characteristics. First, the socio-cultural context has been explicitly included in the theory and measurement. In specific, we attempted to capture the critical elements of the cultural context (cf. Klockhohn & Strodbeck, 1961) by measuring values (i.e., individualism-collectivism), norms (i.e., monochronic / polychronic time orientation), and belief systems and assumptions (i.e., gender role ideology). We measure these elements and plan to conduct our analysis at the individual level. Although this is not an ideal approach in the best practices of cross-cultural research, we have to opt for this because of the limited number of cultural contexts that are included in this project (N = 10). Measuring and analyzing culture at the individual level has become an approach that receives increasing support in the recent literature. In fact, individual-level analysis may be preferred over the ecological level of analysis, because it reflects the diversity within a single cultural context (e.g., Adler & Graham, 1989; Au, 1999). We plan to circumvent the problem of levels of analysis by controlling for the country (with a dummy variable) in the individual-level analyses (Klein & Kozlowski, 2000). Alternatively, we may consider conducting multilevel analysis (Klein & Kozlowski, 2000) to examine the interaction between macro level (e.g., cultural values, governmental and institutional policies and practices) and micro level (e.g., work and family demands, coping strategies) factors affecting work and family interface.
Secondly, in light of the definition that we provided above, this study is qualified as a genuine cross-cultural research also because we attempt to identify the extent to which and the ways in which the cultural context influences the phenomenon. Let us first discuss the extent to which culture influences WFC. In cross-cultural research, one must avoid “cultural reductionism”; that is, attributing everything to culture and considering culture as a giant umbrella term that includes everything in the society (e.g., legal system, level of industrialization, size of organizations, etc.). In our project, we will attempt to understand the influence of core cultural elements (Schein, 1992) (i.e., especially values, beliefs, norms and assumptions) vis-à-vis individuals’ personality-related characteristics (e.g., coping strategies) and the degree of public policy support and service provision available to assist individuals to reconcile work and family responsibilities. This way, we are hoping to understand the extent to which culture (values, beliefs, assumptions, and norms) influences the WFC process compared to organizational and societal policies, practices and individual personalities. Of course, policies, practices and personalities can be (and possibly are) influenced by the cultural context as reflected in our model. However, they do not comprise the core of culture (Schein, 1992). 
In order to capture the ways in which culture influences the process, we asked ourselves how culture influences the WFC process. We used the typology of Lytle, Brett, Barsness, Tinsley and Janssen (1995) and propose that culture is both a main effect directly influencing the antecedents and consequences of WFC (Type I hypothesis of culture) as well as a moderator, moderating the relationship between antecedent variables, WFC and consequent variables (Type II hypothesis of culture). In specific, we expect that cultural context (esp. values, beliefs, norms, assumptions) would be related to the type and extent of support one would get from work and family. Similarly, it would influence the type and magnitude of demands experienced in work and family domains. 
One of our hypothesis, for example, state that in countries with a more traditional gender-role ideology (e.g. India), working women will face greater family demands than in countries where gender roles are more egalitarian (e.g., USA) (see, Korabik et al., 2003). 
In addition to the direct effect, culture is expected to moderate the relationships among WFC, its antecedents and consequences. For example, we expect that gender role ideology would moderate the relationship between family overload and FIW in such a way that this relationship is strengthened (i.e., there will be a stronger positive relationship between overload and conflict) in cultures with high, rather than low, gender inegalitarianism. 
Another characteristic of the project that qualifies it as a good cross-cultural research is the fact that country selection was based on theoretical criteria. In selecting countries for the project, we have developed an a priori classification on two key dimensions that are critical for work-family conflict research. The first dimension was the extent of ‘gender egalitarianism’. For this, we used the Gender Development Index of UNDP as a general measure (Human Development Report, 2003; www.undp.org). The second dimension is based on the support mechanisms available to reconcile paid and unpaid work. This ranges from Institutional supports (e.g., government, labour, and social policies; family-friendly organizational policies and practices) to non-institutional ones (e.g., extended family support, paid helpers). Project members provided information on this second dimension (Figure 2). 
Insert Figure 2 about here
Finally, in our theoretical and methodological approach, we adopted the ‘derived etic’ perspective (Berry, 1992). The present project initially adopted an ‘imposed etic’ perspective and took the model developed by Frone and his colleagues (Frone et al., 1992) as the theoretical basis. However, the choice of latent constructs (e.g., work support, negative life outcomes) and their observed indicators (i.e., study variables) were finalized after the focus group discussions and interviews conducted in each country. The focus group discussions were extremely useful to make sure that the WFC phenomenon was salient in all studied cultural contexts and the themes identified in the focus group discussions could be classified under the latent constructs in Frone et al.’s theory. Frone et al.’s model was developed and modified by adding cultural context (e.g., monochronic vs. polychronic time orientation and gender-role ideology) and variables such as ‘guilt’ that emerge as important after the qualitative analysis (i.e., focus group discussions) in the first phase of the project. This helped us to ensure that most of the measures were ‘derived-etic’ and the study itself had the variables that were valid and salient in the participating countries. We took a similar approach in designing our measures. Culture-specific themes were incorporated in our measurement and we tested our measures repeated times in pilot studies in every country. 
Preliminary findings from qualitative analysis: Culture-generals and culture-specifics

The first critical step in the project was to develop a proper understanding of the cultural contexts included in the project. This way, we were hoping to identify the culture-specific patterns that we needed to be incorporated into our theoretical model and measurement. Country collaborators were required to conduct a preliminary analysis of the policies and practices that were designed to help families to balance work and family responsibilities. Furthermore, in-depth reviews of the literature were conducted and findings of studies based on data from participating countries were summarized. Finally, country collaborators conducted focus group discussions to generate qualitative data pertaining to the salience, frequency, causes and consequences of WFC. In this section, a brief summary of this phase will be presented. This summary is based on the symposium presented at the annual conference of the Society of Industrial and Organizational Psychology in 2004 (for more details, please visit: http://home.ku.edu.tr/~zaycan).  
SPAIN 

Recently, women’s labor force participation in Spain has increased rapidly to reach 52.5% in 2000. At the same time, fertility rates have sharply decreased, partly due related to the lack of adequate work-family arrangements, especially for women. Working hours in Spain are from nine to eight, which makes combining work and family difficult in Spanish families. The problem is partly alleviated as the extended family members are helpful in taking care of children. Coping strategies in Spain have been intergenerational solidarity through family networks and low fertility. Institutional childcare, which is very expensive, remains an unsolved problem. As arrangements to meet family needs are felt to be private matters, employees lack a sense of entitlement to develop strategies to reconcile working time and family time. In temporary employment, such basic rights as job continuity are not guaranteed in the event of pregnancy. Young women face a dilemma between work and motherhood. A series of interviews were conducted with 29 respondents. The emerging themes refer to the importance of personal values and priorities, decision making and choices in situations of work-family conflict, the quality of the relationship of the couple, time people actually spend with their children, job characteristics, and learning. Results suggest that one could frame work-family conflict as an individual decision making process that is based on personality, values and situational factors. Respondents alluded to a gender/class culture in Spain creating an implicit but strong social pressure on young women to work and have a career, rather than stay at home and devote oneself to childcare. 

UKRAINE

In Ukraine, women mostly concentrate in four branches of economy: industry (24.3% of all employed women), agricultural sector (15.2%), health protection (12.8%), education (15.3%). While the employment levels for women have dropped dramatically in many East European countries, Ukrainian women still comprise 50% of the workforce. The labour participation may be an indication of equal opportunities for men and women in education, professional training, and employment. The mirage of equality disappears, however, when it comes to childcare and household duties. In a recent study by Shafiro, Himelein, and Best (2003), Ukrainian women were found to hold more traditional gender role ideologies than U.S. women. While Ukrainian women may not receive much help from their spouses with family responsibilities, the extended family members and friends often provide many types of social support. It is still common for grandparents to live together with the nuclear family and/or provide help with childcare and household tasks. In addition, the state allows up to 120 days paid maternity leave and state-funded kindergartens. Ukrainians were found to be both individualistic and collectivistic, indicating that they hold traditionally collectivistic values in relation to family and friends, whereas Westernized views in relation to work attitudes. 

AUSTRALIA

Australia has experienced a dramatic increase in the participation of women in the labour market; 65 % of women are in the paid workforce. Women with children under five years of age are the fastest growing segment of the Australian workforce. Almost one third of these women are in part-time work, while only 16% are in full time work. Part-time workers have restricted labour market rights and entitlements. In Australia the hours spent in paid work are increasing (41.3 hours/week). The stated government policy objective in relation to reconciling work and family life in Australia is to allow parents to choose to stay at home or care for children. Currently Australian employees with more than 12 months continuous service are entitled to 52 weeks unpaid leave on a shared basis for the care of a newborn or adopted child.  However, Australia is one of only two OECD countries that do not provide some form of paid maternity leave. At present, many family-friendly practices at the workplace are not formalised. Despite the dramatic increase in female employment rates over the last 30 years, a considerable part of the population believe that mothers with young children should work part time or not work at all. In 1998 the Australian federal government set up the Work and Family Unit, which provides information and advice to employers and employees on how to improve the balance between work and family life, with a focus on flexible working arrangements. Australia is an individualistic society and therefore work-family conflict is perceived as the individual’s responsibility to solve. A recent focus group study found a dissonance between what mothers are doing (i.e. working in the paid workforce) and what is still seen as ‘proper mothering’ (i.e. women should stay at home). 

TAIWAN

Taiwan has a population of about 23 millions, and about 11 millions of the population are women (48.6%). The percentage of female population in the workforce between the ages of 15 and 65 years is about 46%. Women mostly are in service and commerce industries, followed by manufactory, mining, and public sectors. The public regulations and policies provide two kinds of protection to working women. The first is the principle of anti-discrimination, which describes the ideal of equal opportunity and equal pay for the same job. The second is related to maternity protection, including adjusting the working conditions (hours, job content) for pregnant women, and allowing maternity leave and child care. Women are likely to quit the job after getting married (53.49%) or after having a child (31.7%). The traditional culture of Taiwan is influenced by Confucianism which places strong emphasis on family and woman’s duties towards her husband and children. According to the recent focus group discussion with working women, the problem of work-family in Taiwan echoes similar experiences of women in other countries. There are probable emic themes include different interpretations and degrees of acceptance of the work-family conflict. While some women completely accepted the conflict, others considered it as unfair and try to get help from their husband, parents or parent-in-laws. This phenomenon may be due to that women have different attitudes to traditional women role model in Taiwan.

INDONESIA
Indonesia has 43.5 % of females participating in workforce, comparing to 72 % males. Although women dominated Indonesian populations (51%), their participation in workforce is low. Work-family conflict is an important barrier to women’s career advancement in Indonesia. As a collectivist culture and adopting traditional gender orientation, women in Indonesia are faced with demands to carry more responsibilities in domestic life. Focus group discussions revealed that work demands arise from frequent meetings after work hours, lack of reliable administrative support system, ineffective leadership in the organization, unskilled co-workers or subordinates. Family demands include care and education of children, unequal distribution of domestic chores with spouse, unavailable or incompetent domestic helpers. Work-family conflict has negative outcomes including low work motivation, difficulty in concentrating on the job, withdrawal from work, distress, irritability, sleep deprivation, guilt feelings, experiences of panic and sadness. Furthermore, the conflict increases the intention to quit from work and marriage. Even though women cannot terminate their marriages due to social and religious sanctions, some expressed resentment for getting married and having children. Extended family could be a source of strain as well as support. Governmental and organizational policies and practices to aid women workers are not satisfactory. Even though childcare and eldercare facilities are now available, they are rarely been utilized. Sending children to childcare or elderly to eldercare raises humiliation and resentment in Indonesia.
INDIA  

India’s female population comprised of 48% of the total population and about 32% of the working population. Majority of workingwomen are in the unorganized sector; only 4% of all women working are employed in the organized sector. Although India has progressive laws aiding women balance work and family responsibilities (e.g., 12 weeks paid maternity leave; nursing breaks during work hours; subsidised daycare by organizations employing more than 30 women), most organizations sought ingenious ways to circumvent the laws. Most common sources of support to Indian workingwomen include extended family, friends, neighbours, and household labour saving technology and paid help. Support from the extended family comes with a set of reciprocal responsibilities which tends to even out the net support received. Focus group discussions with 32 working women revealed that work-family conflict occurs most often between the work and parental role. Although most participants employed some form of hired help, responsibility for household work still lay with the woman. Some women accepted that demands of working at home and at work, others feel a deep-seated resentment about the dual and unequal distribution of responsibilities. The family-to-work interference occurred on account of demands placed due to children. Academic achievement of offspring is very important, as it is considered to be the personal achievement of parents. Coping with conflict included prioritizing of tasks, relying on a web of social support that included the extended family, hired maids, tutors for their children, friends and neighbours; segregating work and family domains to the extent possible; consciously avoiding guilt; becoming a superwoman and doing many things simultaneously (like the goddess Durga who has multiple hands); taking a career break; sticking to like-minded friends for emotional support. Working women see themselves pioneers in a transitioning society.

TURKEY
In Turkey, 29.7 % of women and 68.3% of men comprise economically active population over 12 years of age. Among working women, 56.8% of them employed in the agricultural sector, 28.8% were employed in the services sector, and 14.4% were employed in the industry. Majority of women work as unpaid family labor and in informal sector. Among professional jobs, 60% of pharmacists, 19% of physicians, 30% of dentists, 34% of lawyers, and 23% of professors are women in Turkey. Approximately 4% of Turkish women hold top level managerial positions. Turkish women professionals are influenced by the confluence of two forces. On the one hand, they operate in a masculine society influenced partly by traditional Islamic middle-eastern values and practices, on the other hand the dominant ideology of the Turkish state (i.e., secularism, Kemalism) promote emancipation of women to the status of their counterparts in Western modern nations. Turkish labour laws protect women from gender-based discrimination in workplace. Moreover, there are provisions to aid women balance work and family responsibilities. The largest source of support include family and paid household workers. Research showed that childbearing can be a serious barrier to women’s career advancement. Focus group discussions with 15 working women revealed that conflict is experienced especially between work and parental roles. Development and education of children are the primary responsibilities of women. Despite household helpers, women coordinate and plan how things run at home and with children. They have hands-on approach in handling work and family responsibilities, which puts a lot of demand on women’s shoulders. Despite all the demands, they feel that they have fulfilled lives. They are proud of the fact that they sacrifice themselves for their families (especially children). Instead of lowering standards at home (e.g., not preparing proper meal), they prefer lowing standards at work (e.g., working part-time or change jobs). Often times they blame themselves for being perfectionist and not delegating responsibilities to others around them, especially to their husbands. They believe that they need to retrain themselves, first for a more egalitarian society.

ISRAEL

Israel has a population of about 6.5 millions in total. Within the Arab sector, 23% of the female population with ages between 15 and 60 are working, while within the Jewish sector 64% are working. In Israel, 1.4% of the workingwomen are employers, as compared with 7.1% of the workingmen. As to managerial positions, 10% of the CEOs and 32 % of the senior managers are women. Public laws and regulations protect women against discrimination, and assure equal opportunity and equal pay for the same job and position. In addition, every woman is entitled by law to 12 weeks paid maternity leave, that can be extended (without payment) to one year. Women cannot be fired during pregnancy and have the right to reduce 5 working hours a week until her children become 10 years old. A mother is entitled to a tax reduction for each child till the age of 18. The country has a net for childcare services for working mother, supervised by the ministry of employment. Israel is a multinational country, in which the majority is Jewish and the main minorities consist of Druses, Muslims, and Christians Arabs. Focus group discussions were carried out with seven Jewish and six Arab women. While all Jewish women reported to experience work interfering with family conflict (WIF), only two Arab women reported so. In both samples, slightly more than one-third of the women reported to suffer from family interfering with work (FIW). Interestingly enough, despite high prevalence of work-family conflict, all of the women in both samples perceive work and family complementing one another. Women stated that they could not see themselves as parents or as workers alone. While Jewish sample reported experiencing parents-worker role conflict, Arab sample experienced conflict of their worker role with the role of the parent, house keeper, and social women. The most common type of conflict for Jewish women was the time-based conflict, whereas for Arab women the behaviour-based conflict. Arab sample coped with multiple role demands by being a ‘superwomen’ and using family and community networks for support. Jewish women, on the other hand, try to be a good enough mother and house keeper, coordinate and delegate activities at home, and change their state of mind with respect to gender roles. In both samples, women received little instrumental support from their spouses, and Arab women received strong support from the extended family. Women reported experiencing guilt for not fulfilling traditional gender roles. 

CANADA: 
Seven working men and women participated in the focus group discussions. They

were preliminarily holding managerial/technical occupations. The following are some of the demographic characteristics of the sample. 
· Dual earners with children 

· Average age = 41 years

· Average work hours = 39/week

· Average work hours for spouse/partner = 44/week

· Average number of children = 1.86

· Age range of children 3-15 years

Findings about the reasons for W-F Conflict

· Long hours (4 women)

· Flexibility (3 women, 2 men)

· Child care problems (3 women, 1 man)

· No family support (1 woman)

· Difficulty enforcing boundaries (3 women)

“Children need you when they need you, they are not projects to be completed on time and in a predictable task oriented way”

Negative Outcomes of WFC
· Lack of time for partner/children (5 women, 1 man)

· Arguments with partner (1 man)

· Tiredness (2 women)

· Stress (2 women, 1 man)

· Negative emotions & distraction (5 women, 2 men)

· Guilt (5 women, 1 man)

· Lack of time for self (1 woman, 1 man)

· Lack of professional growth (3 women, 1 man)

Positive Outcomes 
· Strengthens relationship (1 woman)

“It strengthens my relationship with my husband when [we]…provide support for each other in coping with workplace overload. It is good to need each other, and to feel you can trust each other to understand and to go the extra mile to make things work out.”

· Provides positive role model (2 women)

“My working outside the home has established a positive female role model for my son.”

Coping Strategies

· Compartmentalize work and family (2 women, 1 man)

· Make family a priority (2 women, 2 men)

· Negotiate role with partner (3 women, 1 man)

· Choose family friendly job (0 women, 2 men) 

· Flextime (5 women, 1 man)

· Job sharing (1 woman, 0 men)

· Self-care (3 women, 1 man)

· Social Support

· Support given by partner (4 women)

· More support needed from partner (3 women)

· Family support (5 women, 1 man)

· Supportive friends (5 women, 2 men)

· Paid help (2 women, 1 man)

· Managerial support (2 women, 2 men)

· Suggestions for Helping to Alleviate W-F Conflict

· More organizational policies and programs (e.g., wellness/exercise)

· Universal, affordable, accessible, high quality childcare

· Place more value on parenting and caregiving

· Special arrangements

“Let me take 3-4 years of retirement now (give me an advance on my pension) in exchange for a commitment to work 3-4 years after my planned retirement age”


Based on the preliminary data from focus group discussions and policy analysis, a number of common themes could be identified. 

1. Work-family conflict is a phenomenon shared in all countries included in the project. According to the preliminary data, work-to-family conflict is more common than family-to-work conflict. In some countries women cope with WFC by shifting jobs or changing work schedules. Perhaps this could be considered as another form of family’s interference with work. Among the interrole conflicts, worker and parental role conflict seems to be the most salient one. 

2. Another commonality is that institutional support provided by governments and organizations to working parents is perceived to be quite insufficient. It appears that economically developed countries are doing better than economically underdeveloped countries in instituting laws and legislations to help work-family balance. Although similar laws exist in economically underdeveloped countries, their enforcement is a major problem. 
3. The final common theme appears to be the demands and expectations from women in society. Being a proper mother is extremely important in the value systems of all societies. In some cultural contexts, working mothers express a strong feeling of guilt resulting from being a working mother and ignoring children. In cultures where there is gender inegalitarianism, women, more strongly than men, believe that women must belong to home and take care of children. This possibly creates more WFC for women in such cultural contexts. 

There are some culture-specific themes that emerged in the first phase of the 

project. 
1. In more collectivistic cultures (e.g., India, Turkey, Spain), extended family support is available to working parents. However, involvement of extended family is a support as well as a strain for working parents. 

2. In economically underdeveloped countries, paid household help (e.g., cleaning ladies, nannies) are cheap and available. However, the quality of support received is not always high and this may create an extra strain on women. 
3. In some cultural contexts (e.g., India, Turkey), children’s academic achievement is extremely important and reflective of parents’ achievement. This may cause an additional demand in the family domain for working parents. 

Rewards and challenges of working in a cross-cultural team: Lessons to be learned
Working in a multinational team offers both rewards and challenges. In our case, rewards were greater than the challenges. In many instances, dealing with the challenges itself was a rewarding learning process at the end. Let me try to summarize the lessons that we have learned so far. 
1. Ensure equality. 

In the majority of cross-cultural research teams, there are core and peripheral groups. The core group is usually dominated by a group of scholars (mainly ‘Western’) and take the ownership of the intellectual decisions to be made in the project (e.g., theory, methodology, measures). The peripheral group is comprised of members whose primary role is data collection in diverse (hard-to-reach) countries or cultural contexts. We purposefully tried to refrain from creating such duality in our team.  To the maximum extent possible, we encouraged participation of each member in every stage of the project. So far, we greatly benefited from it and the project is significantly enriched because of the involvement of the members. At times, ensuring equality was difficult due to many reasons (e.g., there are mostly women in our group), but we kept reminding ourselves and each other (literally warning one another!) that everybody had to be heard in the group. In our presentations or publications, we make sure that the names of all the group members are listed or acknowledged. 
2. Never assume anything. 
It is interesting to see that the cross-cultural differences in values, assumptions, and beliefs that we find in our own research actually exist in cross-cultural teams. The team members in our group held different values, assumptions, and beliefs about many issues concerning the project and we learned that it is best to check with each other before we proceed further. To give some examples, the meanings of simple daily constructs such as ‘family’, ‘friend’, ‘partner’ differed among us. Such differences were very exciting to see but at the same time challenging to incorporate into the questionnaire. Often times, we had to use multiple words to denote the same thing (e.g., “spouse / partner”) or provide descriptions of what we mean by the constructs. At a different level, we held different expectations about the outcomes of the project. While the most important outcome that motivated some of our members was producing publication in top journals, for others it was giving back to society (e.g., trainings, intervention programs). Similarly, while some members were happy about the level of participativeness in the process, others believed that there was too much participation. In such cases, the strategy that I followed, as the project coordinator, was to ask the opinions of people about the process and try to find a mid-way that would satisfy the large majority of members. 
3. Take a wholistic approach. 
We care about each other not only because we are experts in our own fields and have the potential to contribute to the project, but also we would like to believe that we are friends. Interestingly enough, working on a work-family conflict project caused some of us to increase our own work-family conflict. At times, we had to travel long distances to meet with each other and leave a sick child at home. In such times, we cried together and thought about what we learned from our project for ourselves. We also shared the joys in our lives and celebrated each others’ mothers’ and fathers’ days. We developed a habit of gift-giving to each other from our own countries whenever we met; this was a symbol of friendship and caring for one another. We called each other when we heard about an earthquake or bomb in our countries. Taking a wholistic approach helped us to communicate and collaborate better. 
4. Never underestimate the importance of face-to-face meetings.
As suggested in the recent literature on teams, in general, and cross-cultural teams in particular, face-to-face meetings are very important for team’s cohesiveness and performance. As a group we met three times so far and we definitely benefited from them.  
5. Provide right amount of information. 

Working in a cross-cultural team requires that we work virtually through e-mail most of the time. The challenge in this form of communication is to control the amount of information going back and forth among members. By ‘control’ I don’t mean censoring the content of information, but keeping an eye of the amount of information that is being shared so that members don’t feel overburdened to read many, long and detailed mails. When we consult each other on different matters, I usually ask that members to send their opinions to me, so that I can consolidate them and share them with the group. In the messages that are sent to the group, we try to be brief and concise. This way, we try to keep the amount of information to a reasonable level and ensure that everybody reads and responds to them carefully. 
Conclusions

This paper attempted to summarize the development of one of the multi-country researches on WFC. We spend a lot of time and effort to follow the scientific and procedural rule-of-thumbs in our project, but it is impossible to claim that the process has been without problems or limitations. We have a very ambitious sampling scheme. We are aiming at collecting data from at least 350 men and women in 3 sectors (health, education, manufacturing) holding both managerial and non-managerial jobs. In some countries (e.g., India) finding so many women at managerial positions has been a problem. Most of us had difficulties persuading companies to participate in the study, simply because the questionnaire was too long. Length of the questionnaire (17 pages in English; 50+ pages in Indonesian language) was mainly because of the fact that all of us wanted to include the best measure in our own field of expertise. Despite such problems, the quantitative data collection phase is going well and in some countries it is completed. As I indicated several times, this has been a joyful, exciting and challenging journey and we look forward to learning from it and sharing the lessons with our colleagues and students. 
 (*) Project coordinator; presenting this work on behalf of the team members: Roya Ayman, Anne Bardoel, Tripti Pande Desai, Leslie Hammer , Ting-Pang Huang, Karen Korabik, Donna S. Lero, Artiwati Mawardi, Steven Poelmans, Ujvala Rajadhyaksha, Maggie Shafiro, Anit Somech, Anat Drach-Zahavy
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Figure 2. The sampling of countries. [image: image2.png]



Figure 1. The Integrated Model of the Project
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