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Process: Guiding Principles

"] Best practices for conducting cross-cultural
research (Gelfand, Raver, & Erhart, 2002)

® Multicultural & multidisciplinary team of endogenous
researchers to assure deep understanding of issues &

how they apply in different cultural contexts (Ayman,
1994; Gelfand et al., 2002)

[ Principles that embodied our value system
e Collaborative, egalitarian, supportive

* Consultative & consensus-oriented decision making
(Aycan, 2005)



Advantages & Disadvantages

| Challenges: (Aycan, 2005)

* Dealing with cultural differences in values & beliefs
(e.g., assumptions about meaning of constructs)

* Maintaining communication
* Procuring funding

] Resulted in slower progress & less etficiency

] Benefits:

e Hopefully better quality result with more emic
understanding

* Friendships formed & support we provided for each
other when team members experienced personal
challenges (Aycan, 2005)



Data Collection: Guiding Principles

1 Employed multiple methodologies
e Multilevel approach ranging from micro - macro

* Both emic (culture specific) & etic (pancultural)
components (Gelfand et al., 2002)

1 Collected: (Korabik, Lero, & Ayman, 2003)
* Social policy data
* Qualitative, focus group data

* Quantitative, survey data with both standardized
scales & items/scales we created (e.g., W-F guilt)



Data Collection: Continued

] Comprehensive, theoretically-based strategy to
variable inclusion

* Both antecedents & outcomes of W-F interface
* Important cultural moderating variables

* Positive spillover, ]Eersonal coping initiatives &
organizational W-F policies (Frone, 2002)

[ 9 cultures selected based on theoretically
important dimensions (Gelfand et al., 2002)

] Sampling criteria:
* Men & women
* Managerial & non-managerial positions



Advantages & Disadvantages
] Challenges:

e Unable to control for industry
e Unable to implement prospective design

e Different data collection methods: face-to-face vs. on-
line focus groups; paper & pencil vs electronic surveys

e Difficult to find women managers in some countries

e More difficult to obtain data in Western countries (US,
Canada, Australia) due to ethics/privacy regulations

* Concern about complexity of research, number of
variables & length of survey (aycan, 2005)

] Careful attention to proper research methodology
(e.g., translation/back-translation, pilot testing,
establishment of measurement equivalence) c?elayed
progress & increased our own W-F conflict (aycan, 2005)



Social Policy Results

(Aycan, 2005; Lero & Bardoel, 2008)

] Australia, US & Canada high government &
workplace policy support
* high human/gender development index
"] India, Indonesia & Turkey
* high extended family & paid worker support
* Jow human/gender development index

] Institutional support provided by governments &
organizations perceived to be insufficient

1 Developed countries better than underdeveloped
countries

1 Similar laws exist in underdeveloped countries, but
enforcement is a problem



Focus Group Results: Common Themes

] Sample: employed women (all countries) plus men in
US & Canada

] Those in all countries found combining work & family
to be challenging, but WIF > FIW (Aycan, 2005)

] Most conflict between worker & parent roles (Aycan, 2005)

) Many demands on women; being a proper mother
deemed very important in all societies (Aycan, 2005)

I Negative & positive spillover; W-F guilt; coping &
social support reported in all countries

] But, different issues in different cultures



Focus Groups: Culture Specific Results

(] Spain: lack of fit between work hours & family hours
(Poelmans, 2004)

] Some cultures (e.g., US & Canada) heavier work
demands & more sacrifice of family time

] Others (e.g., Turkey & Taiwan) heavier family
demands & more career sacrifices

] Collectivistic cultures (e.g., India, Turkey, Spain),
more extended family support; can be strain as
well as support (aycan, 2005)



Focus Groups: Culture Specific Results

] Economically underdeveloped countries, more
paid household help. But, quality not always

high (Aycan, 2005)

] In some cultures (e.g., India, Turkey) children’s

academic achievement extremely important
(Aycan, 2005)

] In some cultures (e.g., India, Arab Israelis
Australia) pressure to be a “superwoman”



Results: Measurement Equivalence

] Measurement equivalence established for:
e Positive Spillover: 2 factors (WIF & FIW)
Vertical Collectivism
Horizontal Collectivism @ home & @ work
Work & Family Control
Work Overload
Satisfaction: 4 factors (job, family, life, turnover intent)
Guilt: 2 factors (WIF & FIW)
Conflict of work & nonwork roles

-] Still working on other measures

] Problem with WIF & FIW

* Other research comparing US with Australia/NZ has called

into question measurement invariance of Carlson et al scale
(Hearst, 2004)



Quantitative Survey Results

] Role Overload & Job Demands

[ Job & Family Satistaction; Turnover Intent
"] Positive Spillover

] Gender-Role Attitudes

1 Coping & Gender-Role Attitudes

' Work-Family Guilt

"] Satistaction with Supervisor & Policies



Role Overload & Job Demands

1 US (Ishaya & Ayman, 2008)
* More work & family overload, more time- & strain-based WIF
* More family overload, more time- & strain-based FIW

] Canada (Korabik & Lero, 2004; Korabik, McElwain & Lero, 2009)
* More work overload, more WIF conflict & WIF guilt
* More family overload, more FIW conflict and WIF & FIW guilt
* More job demands, more WIF conflict
* More family demands, more FIW contflict

1 Canada (Oliver, McElwain, Korabik, & Lero, 2008)

* Managers: reduced work hours associated with lower work
overload & less WIF

* Non-managers: flexible scheduling associated with higher job
control & less WIF



Job & Family Satisfaction; Turnover Intent

1 US (Velgach, Ishaya, & Ayman, 2006)
* More time-based FIW, less job satisfaction
* More strain-based WIF, less family satisfaction

1 Canada (Korabik et al., 2009)

* More WIF, less job satisfaction
* More FIW, less family satisfaction

* More job demands, more WIF; more WIF, more
turnover intentions

1 Taiwan (Huang, 2009)

* More work & family overload, more WIF & FIW
* More WIF & FIW, less job & family satisfaction



Positive Spillover

1 Australia. (Haar & Bardoel, 2007, 2009)

] More work-family positive spillover:
* more job satisfaction
* Less psychological distress & turnover intent

] More tamily-work positive spillover:
e more family satisfaction
* less psychological distress

"] Positive spillover originating from both work &
home buffered effects of negative spillover on job
satisfaction & psychological distress



Gender-Role Attitudes

1 Spain, Taiwan, India, US & Canada (Poelmans, Ayman,
Korabik, Rajadhyaksha, Huang, Lero & Desai, 2006)

* N. America & Europe > Asia in egalitarianism
e Traditionals > egalitarians in both WIF & FIW

1 India (Rajadhyaksha & Velgach, 2009)

e Both men & women traditionals > egalitarians in WIF &
FIW

1 UusS (Velgach, Ayman, Antani, & Ishaya, 2006; Velgach, Ishaya, & Ayman, 2006)
e Gender role attitudes better predict WFC than gender

e Traditionals > egalitarians in both time- & strain- based
WIF & FIW



Coping and Gender-Role Attitudes

1 Israel (Somech & Drach-Zahavy, 2007)

] 8 categories of coping

[ Dittferentially related to WIF & FIW for men
& women with traditional vs. egalitarian
gender-role attitudes



Higher | Higher Lower |Lower
WIF FIW WIF FIW
Traditional | None Delegate None Good enough
@ work @ home;
Men super @ work
Egalitarian Good Good Delegate |Delegate &
enough |enough @ |@ work prioritize @
Men @ work | home work
Traditional | Good Good Good Delegate &
enough |enough & |enough & | prioritize @
Women @ home |delegate @ | delegate |work
home; @ work
super @
work
Egalitarian Good None Good Good enough
enough enough @ | & delegate @
Women @ work home home; super

@ work




Work-Family Guilt

7 Canada (Korabik & Lero, 2004; Korabik et al., 2009)

* More WIF conflict, more WIF guilt
* More FIW conflict, more FIW guilt

e WIF guilt partially mediates the relationship
between WIF conflict & psychological distress



Satisfaction with Supervisor & Policies

1 US (Velgach, Ishaya, & Ayman, 2006)

* Organizational policies related to lower strain-based
WIF & time-based FIW

1 Canada (Lero, Korabik, & MacElwain, 2006)

e For men

» More satisfaction with supervisor & satisfaction with
organizational policies, less WIF

= Less WIF, more job satistaction, better ease of balancing &
less turnover intent
e For women

= More satisfaction with policies, less WIF
m Less WIF & FIW, better ease of balancing



Thank You!

For more information
visit our website:

www.worklifecontlict.ca
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