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ABSTRACT 
Background and purpose 
Work family literature demonstrates the great vitality and diversity of scholarship in the field 
and it is an omnipresent factor in the study of contemporary organizations and society. 
The majority of work family interference studies have been conducted in nations with 
individualist culture and the resultant prevalent conceptualisations and models mostly reflect 
such cultural contexts. Unfortunately, little work has been carried out in countries with 
collectivist culture and the research that has been done has applied the conceptualisations and 
models developed in individualist cultural contexts without question. This study therefore 
focused on Sri Lanka, a collectivist cultural nation. Its aims were to identify the prevalent 
forms of work family conflict (WFC) and to construct a model of WFC relevant to 
collectivist culture by identifying the main factors that are associated with variation in WFC. 
Method of investigation 
The research was conducted in a higher status occupation, banking, which typically has 
higher levels of WFC. It was carried out in three stages: first, a small scale exploratory 
qualitative study amongst a range of bank employees showed that WFC was seen as an issue 
by all and the significance of time based, strain based and psychological based work family 
conflict was apparent. Second, on the basis of the exploratory study, a self report 
questionnaire was developed based on the most commonly used scale of Carlson, Kacmar 
and Williams but adding a psychological dimension, and piloted with 20 employees in 7 
banking organisations. Finally, it was revised and sent to a sample of 843 employees in 12 
banks, of which 569 usable questionnaires were returned (response rate 67%). Data analysis 
included descriptive statistics, factor analysis, confirmatory factor analysis, correlation, 
stepwise regression, and structural equation modelling. 
Findings 
Results confirmed the existence of time based and strain based both work to family conflict 
and family to work conflict in the study sample. However, there was no evidence of 
behavioural based work family conflict found in the West. The existence of the proposed new 
dimension of psychological based work family conflict was confirmed and these findings are 
consistent with the differences between collectivist and individualistic cultures noted in the 
literature. Therefore, the original Carlson, Kacmar and Williams' work family conflict model 
was revised by replacing the behavioural with the new psychological based dimension. It was 
found that: 
(I) Work to family conflict was determined by work demand, and that work demand was 
predicted by working hours, tenure, gender, income, formal work life policies and 
supervisory status. Work support was shown to act as a moderator between work demand and 
work to family conflict. Overall, these variables accounted for 85.4 % of variance in work to 
family conflict. 
(2) Family to work conflict was determined by family demand, and that family demand was 
predicted by hours spent on household chores, hours spent on childcare, hours spent on 
dependents, formal work life policies, informal work life policies, and gender. Family support 
was shown to act as a moderator between family demand and family to work conflict. Overall 
these variables accounted for 82.2 % of the variance in family to work conflict. 
(3) The results further revealed that gender role ideology moderated the relationship between 
family demand and family to work conflict: the relationship between family demand and 
family to work conflict was stronger for women who reported a high level of gender role 
ideology than for those who reported lower level of gender role ideology. 
Contributions 
This study made theoretical, parametric, geographical and methodological contributions to 
the WFC literature. 
Keywords: Work to family conflict; family to work conflict; work demand; family demand; 
gender role ideology; banking sector; collectivist culture. 
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1.0 Chapter overview 

CHAPTER ONE 

INTRODUCTION 

This chapter introduces the subject matter of work family conflict and its relevance, 

the research site together with the research aims, significance and the originality, and in the 

final section a structure of the thesis is presented. 

1.1 Introduction 

The work family literature demonstrates the great vitality and diversity of scholarship in 

the field (Bianchi and Milkie, 2010) and it is an omnipresent factor in the study of 

contemporary organizations and society. Notwithstanding humans are social beings 

intertwined with their family structure, work generates sources of income necessary for 

family functioning and thus, work and family are said to be inextricably interwoven in human 

life. Generally, work allows families to support themselves, and offers many psychological 

rewards for individual family members (Kossek and Ozeki, 1998). Thus, work and family are 

interdependent and where performance of work roles impacts on family roles or family roles 

on work roles, work family conflict is generated. 

Work family conflict has been defined as 'a form of inter role conflict in which the role 

pressures from the work and family domains are mutually incompatible in some respects' 

(Greenhaus and Beutell, 1985, p.77). Thus, work family conflict (WFC) focuses on 

the difficulties employees have in balancing their work and family responsibilities 

(Adams, King and King, 1996). In the last five decades, there have been many changes that 

have blurred the boundaries between work and family such as cutting edge technology, 

increasing women's educational attainment, dual career families, policies that allow workers 

more flexibility, and changing role expectations for both the employee and the organization 

(parasuraman and Greenhaus, 2002). Therefore, research findings on the WFC sphere in 

the past may not hold water today. Notwithstanding the concept of WFC emerged in 1960s, 

the need for WFC scholarship is still imperative in the contemporary world. 

Many research scholars have contended that WFC is a deleterious factor, with negative 

effects on organizations, employees and society. The factors determining WFC and its 

magnitude are subject to variation in national context. The national influences on WFC are 

connected with both cultural and institutional factors including labour legislation: working 
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hours, employment laws, women's education, dual earner families etc. Culture is the most 

significant determinant the way people live by spelling out their norms, behaviour, and credo. 

It intrudes into work and family as such. In the taxonomy of culture used by researchers, each 

country simply falls into individualism and collectivism (Hofstede, Hofstede and 

Minkov, 2010), and does not take into account the extent and intensity of cultural difference 

found both within the same culture and across nations. It is certain that although there are 

certain similarities across nations, dissimilarities are extant. Therefore, findings from a single 

study cannot be generalised to a dissimilar setting (e.g., Choi, 2008, Hassan, Dollard and 

Winefield, 2010). Thus, WFC might be expected to be particularly prone to national 

influences. 

The preponderance of work family research has been conducted within affluent countries 

predominantly in Europe, America and Australia. These countries tend to have cultures that 

value individualism (Hofstede, Hofstede and Minkov, 2010), and many have governmental 

and corporate work family resources and policies to support individuals in their aspirations to 

be successful in both their occupational and family lives. They also tend to espouse the value 

of gender egalitarianism, and thus support the idea that both men and women apparently 

engage in fulfilling not only work but also home related activities (Hofstede, Hofstede and 

Minkov, 2010). Nonetheless, this scenario is completely different in the case of Asian 

countries with collectivist culture (Hofstede, Hofstede and Minkov, 2010). In many Asian 

countries, traditional gender role ideology still dominates (e.g., Dasgupta, 1998; Kulik, 2004; 

Nameda, 2013). The concept of traditional gender role ideology specifies separate roles for 

men and women where men are the breadwinners and women are the homemakers 

(Gutek, Searle and Klepa, 1991; Kite, 1996). The massive influx of women into labour 

market found in economically developed countries due to women's higher educational 

achievements, and laws enforcing gender equality or other external forces (e.g., increasing 

living costs) has eroded this concept. Nonetheless, the pattern in countries with collectivist 

culture is still unknown. In most collectivist cultural nations, the family culture is 

"patriarchal" where men's "headship" and women's "submission" is accepted 

(Hofstede, Hofstede and Minkov, 2010). However, no quantitative studies have been carried 

out to establish the relationship between gender role ideology and work family conflict in 

Asia. 
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In a collectivist culture, the wayan individual is connected with work, family and society are 

different from an individualist culture. In collectivistic culture, a paternalistic role is adopted 

at the work place (Abdullah, 1996; Javidan and House, 2001). In contrast, a cost-benefit 

relationship between employer-employee is typical of an individualist culture (Restubog and 

Bordia, 2007). In collectivist culture, work is viewed as a way of supporting the family more 

than it does in individualist culture (Hassan, Dollard and Winefield, 2010) and 

the harmonious workplace relationships are considered more important than tasks in 

collectivist cultural organisations (Hofstede, Hofstede and Minkov, 2010). 

Thus, the collectivist's view is 'working to live not living to work' (Hassan, Dollard and 

Winefield, 2010). The cultural connection between family and work would therefore be 

expected to uniquely contribute to WFC. However, there is a deficit of WFC studies that have 

attempted to explore the cultural influences on the nature of WFC (e.g., Joplin et aI., 2003; 

Lu et aI., 2006). 

Shaffer, Joplin and Hsu (2011) identified 49 studies in Asian countries during the last 50 

years, in line with Chang, McDonald and Burton's (2010) findings that only 5 % of WFC 

studies were conducted in Asian. These studies mostly investigated in China, Hong Kong, 

Iran, Japan, Malaysia, Singapore, Taiwan and India. Moreover, researchers of such cultural 

nations were frequently criticised by many scholars for their adoption of work family conflict 

models and theory developed in the West, and note that the Western findings cannot be 

generalised to other culturally dissimilar societies (e.g., Hassan, Dollard and 

Winefield, 20 I 0). As a result, voluminous studies would be needed in exogenous countries so 

as to establish the effect of culture on WFC (Hassan, Dollard and Winefield, 2010). 

Moreover, those who have researched collectivist cultural nations have measured work 

family conflict using scales developed in individualistic culture (e.g., Burke, Weir and 

DuWors, 1979; Bohen and Viveros-Long, 1981; Kopelman, Greenhaus and Connolly, 1983; 

Gutek, Searle and Klepa, 1991; Frone, Russell and Cooper, 1992; Netemeyer, Boles and 

McMurrian, 1996; Thompson, Beauvais and Lyness, 1999; Carlson, Kacmar and 

Williams, 2000; Greenhaus, Parasuraman and Collins, 2001; Hill, Ferris and Martinson, 

2003) rather than developing or adapting scales to fit their own culture. It is argued that 

consistent use of such questionnaires developed in another culture is problematic 

(e.g., Gelfand and Knight, 2005; Hassan, Dollard and Winefield, 2010) and needs scrupulous 

attention and care in its use. 
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Therefore, studying WFC in a previously unexplored national setting would contribute to the 

work family literature in general. The research on which this thesis is based seeks to help fin 

critical gaps identified in extant WFC literature by exploring country-culture specific factors. 

1.2 The research Site: Sri Lanka 

Sri Lanka is an island lying off the southern tip of India separated by the Palk Strait on 

the Asian continent. It was subject to three eras of colonial rule by the Portuguese (1500s), 

the Dutch (1650s) and the English (1790s). It gained its full independence on 4th of 

February, 1948. The total area of Sri Lanka is 65610 sq km with length of 435 km and width 

of 225 km. The population of Sri Lanka was 20 271 464 as in 2012, the majority women 

(51.6%) and men the remaining 48.4%. As to literacy rate, males are slightly more literate 

(96.8%) in comparison with females counterparts (94.6%). 

Sri Lanka is culturally distinct country in comparison with well developed counties such as 

the UK, the USA, Australia, Sweden, and Germany. Many scholars have argued that the 

national culture of a country influences the individual way of life and the way organisations 

work. Unfortunately, the national culture of Sri Lanka was not studied by Hofstede, Hofstede 

and Minkov (2010) in their seminal studies of national culture, nonetheless, researchers have 

noted that Sri Lanka is culturally similar to India (Kailasapathy, Kraimer and Metz, 2014). 

Sri Lanka is a collectivist cultural nation with an extended family structure where not only 

the parents and siblings but also grandparents, uncles, aunts, cousins etc live together 

(Hofstede, Hofstede and Minkov, 2010). According to the Central Bank of Sri Lanka (2013), 

average household size was 4.0 in 2009/10 which is greater in comparison with many 

developed countries, such as 2.4 in the UK (Macrory, 2012) and 2.63 in the USA in 2009 

(Nasser and Overherg, 2011). 

Respect for parents and family members is lifelong, children are a source of old age security, 

and the majority of marriages are arranged by parents and close relatives. Men delay their 

marriage until his sisters have married and have been provided with dowry. Thus, family life 

in Sri Lanka is very different from that in individualist cultural nations such as the United 

States, Australia, Great Britain, Sweden, and Germany. There are several implications for 

these differences for work family conflict. Thus, on the one hand, family support from 

extended family members would be greater in comparison with individualistic cultural 

nations. On the other hand, extended family members could cause extra family demand in the 

form of eldercare and other obligations. Thus, it would be critical to look at family demand 
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and the role of family support on work family conflict in a new and culturally different 

setting, Sri Lanka. 

Furthermore, in terms of Hofstede's cultural framework, Sri Lanka is a large power distance 

country. Power distance is "the extent to which the less powerful members of institutions and 

organizations within a country expect and accept that power is distributed unequally" 

(Hofstede, Hofstede and Minkov, 2010, p.61). Moreover, Hofstede, Hofstede and 

Minkov (2010) suggest that unequal relationships between superiors and subordinates and 

hierarchical systems are more prevalent in a large power distance country. The hierarchical 

system engenders large numbers of supervisory personnel and the boss is a benevolent 

autocrat or "good father". Moreover, in a large power distance country, subordinates are more 

dependent on superiors and thus they are often afraid of disagreeing with them. 

The relationships between superior and subordinate are emotional. Thus, the employer­

employee relationship is said to be basically moral like a family link, and thus relationships 

prevail over tasks. Therefore, organisational factors such as work support; superior 

subordinate relationships and higher dependency would be typical in Sri Lanka and 

potentially influence work family conflict. 

Besides cultural milieu, the macro environment, social, economic, political, technological and 

legal, put more pressure on balancing work and family roles in Sri Lanka than ever before. 

The population is aging: in 1980 life expectancy was 68.1 years, and in 2013 it went up to 

75.1 years (UNDP, 2013). As discussed earlier, since individuals are culturally bound to look 

after aged relatives, it may increase the burden of executing the family role. 

Moreover, during the last few decades, the labour force participation rate of women has been 

rising owing to increased attainment of educational qualifications and living costs. 

For instance, the percentage of women entering universities increased from 42% in 1989 to 

over 55% in 2012 (De Soysa, 2000; Haraldstad, 2012). According to the 2013 labour force 

survey in Sri Lanka, the participation rate of men and women was 74.4% and 34.7% 

respectively, and the majority of labour force was between ages of 35 to 44 years 

(Department of Census and Statistics, 2013). Thus, there are increasing numbers of dual 

earner families portending change in the traditional division of labour (men breadwinners and 

women homemakers) in Sri Lanka. Thus, studying the pervading nature of gender role 

ideology and its consequent impact on work family conflict would be seminal in 

conceptualising work family conflict in collectivist cultures. 
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Moreover, the Sri Lankan civil war fought between the government of Sri Lanka and 

Liberation Tigers of Tamil Eelam (L TIE) (beginning on 23 July 1983 and formally ended in 

May 2009) had a major impact on women (Sajanthan et aI., 2014). The Child Development 

and Women's Affairs Minister of Sri Lanka Tissa Karalliyadda identified over 59 000 war 

widows, many of whom are young, in the Northern and Eastern Provinces alone, not counting 

the numbers in the other parts of Sri Lanka (ColomboPage, 2011). This might cause a 

deleterious effect on women in balancing work family life that is peculiar to Sri Lanka. 

The employment legal system of Sri Lanka is not robust compared with developed 

economies. The majority of jobs are outside the purview of labour regulations, for example 

the women engaged in the garment industry are prone to suffer physical disabilities, long 

hours and very low pay. For instance, according to Department of Census and Statistics 

(2013), 68.8% of employees were working more than 40 hours in Sri Lanka and average 

monthly income was low (Rs. 25 778; Department of Census and Statistics, 2013). 

Moreover, organisational work life policies to reduce work family conflict are in an 

embryonic stage in Sri Lanka. 

Overall, Sri Lanka is a culturally dissimilar country in comparison with individualist cultural 

nations where the theories and models of work family conflict were developed. 

Thus, variation in characteristics such as support from members of the extended family and 

paradoxically the potential burden of eldercare, the dominance of patriarchy, traditional 

gender role ideology, the dependency nature of relationship between employer-employee, 

greater work support, long working hours, the virtual absence of formal organisational work 

life policies, and national characteristics (such as laws, income, women's labour force 

participation, education and household size), are particular to Sri Lanka. It has been argued 

by many scholars that the majority of research findings from culturally different nations 

would not be generalisable to culturally dissimilar societies and they call for studies across 

different countries (e.g., Choi, 2008, Hassan, Dollard and Winefield, 2010). Thus, studying 

work family conflict from the view of Sri Lankan would theoretically and geographically 

make a contribution beyond the extant Asian work family conflict literature. 
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Thus the research aims were to: 

• Investigate the extant forms of work family conflict in Sri Lanka. 

Six forms of work family conflict have been widely accepted as present in 

individualistic culture. However, there has been little research investigating the 

existence of these forms of WFC in a collectivistic cultural context. 

Thus, investigating the extant forms of work family conflict in Sri Lanka contributes 

to the Asian WFC literature. 

• Construct a model of WFC in Sri Lanka by identifying factors that are associated with 

variation in and forms of WFC. 

Many research scholars have found that WFC is influenced by various factors 

reflecting national cultural differences. That is, the factors and their impacts may not 

be similar across nations and cultures. Thus, this study aims to construct a 

comprehensive model of WFC to explore the determinants of WFC in Sri Lanka. 

1.3 Significance of the Study 

Imbalance between the demands of work and family generates a 'conflict' that leads to 

detrimental effects on organizations, individuals and families. The possible outcomes of work 

family conflict can be physical (e.g. poor appetite, headache, stomach upset, fatigue), 

psychological (e.g. depression, marital satisfaction and life satisfaction), behavioural related 

(e.g. heavy drinking, cigarette use, anger), and work related (e.g. job satisfaction, 

absenteeism, tardiness and poor work-related role performance, commitment) 

(e.g., Adams, King, and King, 1996; Netemeyer, Boles and McMurrian, 1996; Frone, Russell 

and Cooper, 1997; Greenhaus et aI., 1997; Kossek and Ozeki, 1998; Allen et aI., 2000; 

Glaveli, Karassavidou and Zafiropoulos, 2013). This study focused on an unexplored 

collectivist nation is therefore significant in providing evidence which can be used to design 

strategy for tackling work family conflict in collectivist cultures. This study has further 

developed and validated a scale that might also be of use beyond the culture in which it was 

originally developed. 

This study investigates the applicability of the forms of WFC developed in the West, and 

proposes a new form of psychological based WFC from the seminal works of 

Willmott (1971), Clark (2000), Ashforth, Kreiner and Fugate (2000), Carlson and Frone 

(2003) and Lu et at. (2006). The development and testing of this new dimension should also 
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be of use to future researchers and it adds to the literature supporting the existence of an 

additional dimension. Although the addition of an under-researched form of WFC -

psychological- that seems particularly appropriate to exploring WFC in collective culture, 

it is probably relevant to all cultures. 

The way work family conflict has been studied has changed over the years. Families are 

increasingly diverging from with the traditional male- breadwinner and female- homemaker 

model as women are increasingly drawn into the labour market, and raise their aspirations for 

educational attainment, careers and financial independence (e.g., Kulik, 2004; Lafreniere and 

Longman, 2008). However, the role of men and women in balancing work and family in less 

developed economies has not been explored. Moreover, factors influencing work family 

conflict such as work-related and family-related factors are strongly anchored in country­

culture specific factors. For instance, work support for employees could be greater in 

collectivist culture as the employer-employee relationship is more friendly and extends 

beyond the organisation (Hofstede, Hofstede and M inkov, 20 10) attending a birthday party, 

wedding, puberty ceremony, house-warming etc. And family support was expected to be 

greater in collectivist culture due to the extended family members living in a household, 

sharing household chores, childcare etc or, conversely, extended family members could cause 

extra burdens such as in the form of eldercare (Agarwala et al., 2014). Therefore, this detailed 

study investigating the factors influencing work family conflict would be seminal in 

theorizing and developing policies to balance work and family life. 

1.4 Originality of the research 

This research investigated the dimensions of work family conflict and found evidence of a 

new form of work family conflict reflecting nations with collectivist culture. The research 

also shed new light on three variables that moderate the relationship between the demands of 

work Ifamily and work family conflict: work support, family support and gender role 

ideology. It further found the factors that predicted work to family conflict and family to 

work conflict in an unexplored collectivist cultural nation, Sri Lanka. Thus, this research is 

original in its nature and contributes beyond extant literature of work family conflict in Asia. 
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1.5 Structure of the thesis 

The thesis is organised as follows. 

Chapter 2 provides the theoretical underpinnings of the study including conceptualising work 

family conflict, work family border theory, measurement of work family conflict, gender role 

ideology and work family conflict, work-related and family- related factors and work family 

conflict, and the research model. 

Chapter 3 presents the research design and methodology including the philosophy of 

the research design, exploratory study, data collection (target population, sampling, research 

instrument, tackling potential biases, and piloting), analytical strategy (data analysis, 

assessment of non response bias, data needs matrix), and ethical considerations. 

Chapter 4 reports on the findings of the descriptive analysis of the survey responses including 

characteristics of the survey respondents (general, family-related and work-related 

characteristics), level of variance in work family conflict and its predictor and outcome 

variables, and analysis of difference. 

Chapter 5 presents the results of the factor analysis and confirmatory factor analysis of 

the survey data. The underlying assumptions, assessment of the suitability of the data for 

factor analysis (sample size, factorability of the correlation matrix), factor extraction 

(Kaiser's criterion, Scree test and Parallel analysis) and factor rotation and interpretation are 

described. This is followed by details of the first and second order confirmatory factor 

analysis (CF A), and a comparison of the hypothesised model with Carlson, Kacmar and 

Williams' six dimensional model. In the penultimate section, the predictive validity is 

confirmed. 

Chapter 6 explores the factors related to work to family conflict and family to work conflict. 

It starts with findings of the application of correlation analysis. and multiple regression 

analysis which identify the predictors of work demand and predictors of family demand. 

Finally, it reports on the assessment of the model of work family conflict using structural 

equation modelling (SEM) and the analysis of moderating effect. 

Chapter 7 The final chapter discusses the findings in relation to the research questions, 

the contributions and implications of this study, outlining limitations and directions for future 

research. The thesis ends with a conclusion. 
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CHAPTER TWO 

THEORETICAL UNDERPINNINGS OF WORK FAMILY CONFLICT 

2.0 Chapter overview 

The purpose of this chapter is to identify the known and unknown spheres of work family 

conflict by reviewing extant knowledge from previous studies. The discussion is organised 

under the following themes: conceptualising work family conflict, a fourth form of 

psychological based work family conflict, measurement of work family conflict, gender role 

ideology, and work-related and family-related factors and work family conflict. A conceptual 

model is developed on the basis of the review and hypotheses are proposed. 

2.1 Conceptualising work family conflict 

The changing nature of workforces has increased the amount of research looking at how 

people manage the demands of both work and family. The meaning and the nature of work 

and family and their relationship to each other are of utmost importance in understanding 

work family conflict. The review starts by examining the terminology used to define 'work' 

and 'family'. Work is defined simply as 'paid employment'. Hanson (200 I) defines family as 

''two or more individuals who depend on one another for emotional, physical, and 

economical support" (p.6) and "conflict" as 'mutual interferences' or 'disharmony'. During 

their life span, individuals will perform a variety of family and work related roles and work 

family conflict (WFC) can be defined as the mutual interference between work and family 

roles in their execution. 

Role theory 

The core conception of work family conflict emanated from role theory developed 50 years 

ago (Kahn et aI., 1964). Work and family can be conceptualised as role systems and the role 

process is an interaction between role performer (focal person) and role sender. In a 

workplace, the role system mainly encompasses the employee-employer relationship 

however; it might be extended among colleagues, managers and customers as well. The 

"simultaneous occurrence of two (or more) sets of pressures such that compliance with one 

would make more difficult compliance with the other" (Kahn et aI., 1964, p.l9) creates role 

conflict. Thus in the case of WFC interrole conflict arises when pressures from the work role 

are incompatible with the pressures arising from the family role and vice versa. 
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Based on this deep rooted idea, the most widely accepted definition of work family conflict 

was postulated by Greenhaus and Beutell (1985) as "a form of interrole conflict in which the 

role pressures from the work and family domains are mutually incompatible in some 

respects" (p.77). Therefore, the interrole conflict occurs when participation in one role 

consumes more resources (e.g., working long hours), which is incompatible with 

performance of another role (say leaving less time available for performing family role). And 

thus, Lobel (1991) defined WFC as "a condition that arises when participation in either role 

(work and non work) is incompatible with participation in the other role" (p.509). 

Nonetheless, while definitions and explanations vary, most agree that WFC occurs when the 

demands of work are in disharmony with the demands of family (Bruck, Allen and Spector, 

2002). Across many disciplines, the term 'work family conflict' is interchangeably denoted 

as work home interference (e.g., Geurts et aI., 2003), work family interference (e.g., Carlson, 

Kacmar and Williams, 2000), and work non work interference (e.g., Dikkers et aI., 2005). 

Based on theoretical discourse on WFC, the conceptualisation of WFC between 1980 to date 

has been changed. In 1980s, WFC was considered as a "unidirectional and one dimensional 

construct" by many researchers (e.g., Kopelman, Greenhaus and Connolly, 1983; Cooke and 

Rousseau, 1984; Bedeian, Burke, and Moffett, 1988). In terms of dimensions, Greenhaus and 

Beutell's (1985) scholarship was revolutionary in bringing three forms of work family 

conflict to light: time-based conflict, strain-based conflict, and behaviour-based conflict. 

Time-based conflict occurs because "time spent on activities within one role generally cannot 

be devoted to activities within another role" (Greenhaus and Beutell, 1985, p.??). It is the 

time interference on performing either work or family role, for example, working more than 

eight hours or working on more than five days might interfere with hislher ability to get 

things done at home. Time is therefore disproportionately spent on work related matters 

compared to family related matters. 

Strain-based conflict occurs when strain from one role makes it difficult to perform in 

another role. For example, anxiety and fatigue caused by strain from the work role might 

make it difficult to perform in a family role. Strain based WFC is when "roles are 

incompatible in the sense that the strain created by one makes it difficult to comply with the 

demands of another" (Greenhaus and Buetell, 1985, p.80). 
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The third form of WFC defined by Greenhaus and Buetall (1985) is behaviour-based 

conflict, in which "specific patterns of in-role behaviors may be incompatible with 

expectations regarding behavior in another role" (p.81). Behaviour based conflict occurs 

when the employee behaves the same way at home and work. For example, a male 

managerial business executive might be expected to be aggressive and objective on the job, 

but his family members expect love and kindness. Therefore, the different behaviour 

expected of work and family members can cause for this form of conflict. 

Turning to the direction of the relationship, during the 1990s, the unidirectional model of 

WFC was replaced by a bidirectional model in terms of the sources of the conflict: work to 

family conflict (work interference with family) and family to work conflict (family 

interference with work) (e.g., Gutek, Searle and Klepa, 1991; Frone, Russell and Cooper, 

1992; Williams and Alliger, 1994; Netemeyer, Boles and McMurrian, 1996; Kelloway, 

Gottlieb and Barham, 1999; Carlson, Kacmar and Williams, 2000). 

Among many seminal studies, Carlson, Kacmar and Williams (2000) brought the constructs 

of directions and dimensions together in a six dimensional model of WFC: work to family 

conflict including three forms (time- based, strain-based and behaviour- based) and family to 

work conflict including three forms (time-based, strain- based and behaviour-based). 

Consequently, work to family conflict is used to describe conflict that is perceived to 

originate in the work domain and family to work conflict is used to describe conflict that is 

perceived to originate in the family domain. The bidirectional nature of the WFC is important 

because the consequences of the conflict are dependent on where the conflict originates 

(work or family). Thus, many researchers assert that both directions of WFC need to be 

examined to fully understand the work family interface (e.g., Gutek, Searle and Klepa, 1991; 

Frone, Russell and Cooper, 1992; Carlson, Kacmar and Williams, 2000; Anafarta, 2010). The 

six dimensional model of WFC is presented in below table 2.1 
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Table 2.1: Six dimensional model of work family conflict 

Directions of Work family Conflict 

.... o 

Time 

Strain 

Behaviour 

Work interference with 

family 

Time-based work 

interfering with family 

Strain-based work 

interfering with family 

Behaviour-based work 

interfering with family 

Family interference 

with work 

Time-based family 

interfering with work 

Strain-based family 

interfering with work 

Behaviour-based family 

interfering with work 

Source: Six dimensional model of WFC (Carlson, Kacmar and Williams, 2000, p.251) 

All these directions and forms of WFC have been developed from studies carried out in 

nations with individualist cultures, predominantly in Europe, Latin America and North 

America. However, studies in collectivist cultures have been very few. More recently, 

Shaffer, Joplin and Hsu (2011) have identified 49 research papers carried out in collectivist 

cultural nations in Asia: China, Hong Kong, India, Iran, Japan, Malaysia, Singapore and 

Taiwan, none of which have confirmed the existence of three forms of WFC. For instance, 

albeit Spector et at. (2007), Hassan, Dollard and Winefield (2010) and Fiksenbaum et at. 

(2010) employed the Carlson, Kacmar and Williams' (2000) measure, they have not 

attempted to confirm or reject the existence of those three forms of work family conflict. Of 

late, Kailasapathy, Kraimer and Metz (2014) conducted a study of the interactive effects of 

leader-member exchange, gender and spouse's gender role orientation on conflict arising 

from work interference with family. Their study has shortcomings and failed to confirm the 

extant forms of work family conflict. In their analysis, they only considered one direction of 

work family conflict (work to family conflict) with three forms. Moreover, they discarded the 

behaviour based dimension (items) for further analysis with the view to improving model fit 

even though behaviour based items clumped together as a separate dimension. In nutshell, 

while some research has explained WFC in collectivist cultures, they have not undertaken 
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analysis in order to identify extant forms of bidirectional WFC. Thus, this study extends 

beyond all studies carried out in nations with collectivist cultures by investigating the extant 

forms of bidirectional WFC using a sample from Sri Lanka. 

Therefore, since all three forms of work family conflict developed are based on individualist 

cultures, the existence of those forms of WFC is an unidentified gap in extant collectivistic 

cultural WFC literature. 

This raises the question: 

RQ,: Are the three forms of work family conflict developed from research In 

individualistic cultures applicable in Sri Lanka? 

2.2 A fourth form of WFC: Psychological- based WFC 

Work/family border theory 

In an advancement of work family research , Clark (2000) introduced a theory of work/family 

border. Work/family border theory explains "how individuals manage and negotiate the work 

and family spheres and the borders between them in order to attain balance" (Clark, 2000, 

p. 750). Clark's work/family border theory has four major characteristics: the work and home 

domains, the border between work and home, the border-crosser and the border-keepers. The 

model of the work/ family border theory is shown in figure 2.1 

Figure 2.1: Clark's (2000) work! family border theory 

Work 
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14 

f '<lm il 

Bordtt .kCq>n"S' 
dom~m memben 

Pennealions 

r;;::;l 
~ 

Wo.k 
b ' UU/l,l1l 
honw 



Of the work and family domains, work primarily satisfies the goals of providing an income 

and giving a sense of accomplishment and home that of attaining close relationships and 

personal happiness (Clark and Farmer, 1998 cited in Clark, 2000). According to border 

theory, the boundaries between work and family domains form a continuum from complete 

segmentation to complete integration of roles: high segmentation implies work and family 

domains are separate in terms of physical, temporal and psychological boundaries whereas in 

high integration there is no distinction between the work and family domain (Clark, 2000). 

Physical borders can be the location or walls of a workplace or home, temporal borders are 

set working hours, and psychological borders are thinking patterns, behaviour patterns and 

emotions (Clark, 2000). 

Research has found that flexibility of temporal borders (for instance flexible working hours) 

and physical borders (for instance can work in any location) are more prevalent in 

economically developed countries than less developed countries. Thus, the permeability of 

borders in less developed nations indicates the potential for mutual intrusion of work and 

family domains that could cause imbalance between work and family to a greater extent than 

in the West. While physical and temporal borders are reflected in time based and strain based 

work family conflict, the psychological border has not been fully researched in theoretical 

models of work family conflict or even in measurement of work family conflict (e.g., 

Carlson, Kacmar and Williams, 2000). The psychological border permeates spillover of 

negative emotions and attitudes from work to home and vice versa (Evans and Bartolome, 

1980) that could prevent one in his/her performance of either work or family role. Willmott 

(1971) found that 96% of senior staff (such as assistant general managers, marketing 

managers, works managers, research engineers), 79% of junior staff (such as technical 

assistant, maintenance foremen) and 39% of works (such as instrument makers, adhesive 

process workers) were thinking about the work when at home. Therefore psychological based 

WFC has been identified as an important fourth dimension of WFC. 

Renowned researchers on WFC in the West have been looking at special features of WFC 

from collectivistic cultures. More recently 23 research scholars on WFC collectively 

conducted a research study on 'cross-national differences in relationships of work demands, 

job satisfaction and turnover intentions with work family conflict' (Spector et aI., 2007). 

They suggest that there are likely to be unidentified factors that have stronger effects on 

WFC in the collectivistic than the individualistic world. Owing to closely tied up social 
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connections and networks, collectivists are more sensitive to interpersonal problems and 

other interpersonal conflict. Thus, high integration makes it difficult for one to decouple 

roles psychologically and completely disengage from one in favour of another (Ashforth, 

Kreiner and Fugate, 2000). Therefore, this psychological aspect might make them more 

susceptible to WFC (Spector et aI., 2007). 

'One cannot stop thinking or ruminating about work when he or she is at work' (Carlson and 

Frone, 2003, p.5t8). More specifically, in collectivistic cultures, common features are 

cohesive groups (extended families), sense of identity and belonging, and loyalty (Hofstede, 

Hofstede and Minkov, 20 to) typifying that a family living in a house in collectivist culture 

would include the extended family members like parents, aunts, uncles, cousins, sisters in 

law, and brother in laws. Moreover, workplaces in collectivistic cultures are seen as having a 

'paternalistic role' (Abdullah, 1996) reflecting the fact that the supervisor is presumed as a 

'father or mother' not only taking care of work related but also personal issues (Abdullah, 

1996) and thus, the relationships go beyond the workplace, for example, the supervisor can 

be invited as a guest of honour for the family ceremonies (weddings, house-warming, birth of 

a child or puberty ceremonies). The nature of such relationships was noted in the cultural 

studies of Hofstede, Hofstede and Minkov (2010) where they explained that relationships 

prevail over tasks in collectivist cultural organisations, which is different from individualistic 

cultures where organisations tasks take precedence over personal relationships. Moreover, the 

majority of countries with collectivist cultures are typified by large power distance creating 

unequal relationships between superiors and subordinates within the hierarchical system. And 

employees are dependent on superiors and thus often afraid of disagreeing with their 

superiors. The relationships of superior and employee are emotional (Hofstede, Hofstede and 

Minkov, 2010). Thus, Mesquita (200 I) explained that emotion in collectivist cultures is a 

relational phenomenon that reflects the state of relationship. Collectively, filial piety and 

'father or mother' connectedness at the workplace are the hallmarks of collectivist culture. 

On this ground, any conflict created either by family or work roles execution would 

psychologically interfere with the performance of the other role. It implies that the 

psychological preoccupation with either work or family role interferes with performance of 

the opposite role. Thus, the possibility of psychological based work family conflict needs to 

be tested and empirically established. 
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In line with this argument, Lu et al. (2006) proposed a new form of 'worry based' work 

family conflict relating to collectivist culture. They argued that persistently high 

unemployment rates, increasing living costs, marital distress, and parental stress may damage 

the stability of family life causing worries which interfere with work (Lu et al., 2006). Thus, 

in the contemporary world, macro (for example, economic recession) meso and micro 

environment uncertainty can also lead to psychological based work family conflict. Although 

strain based work family conflict seems to be related to psychological based work family 

conflict, they are conceptually different. The crux of psychological based work family 

conflict is the distractions/preoccupations that affect the performance of work role on family 

role or family role on work role. That is, the mind becomes preoccupied and this can distract 

focus on the task at hand. Cardenas, Major and Bernas (2004) pointed out that "distractions 

as a specific type of interruption in the workplace" (p.351) that interrupt focused 

concentration on a task by affecting a person's cognitive processes by diverting attention. 

However, strain based is a specific form of work family conflict where stress or anxiety 

arising from home or work affects performance in the other role. That is stress and anxiety 

that prevents one's state of total involvement in any task being performed (Jett and George, 

2003). Therefore as explained, the distractions (Le., thinking/preoccupation carries over to 

interrupt focus on a task) and the nature of stress (Le., overburdening / strain) which affects 

the capability to perform a role are different concepts per se (Greenhaus and Buetell, 1985; 

Jett and George, 2003; Cardenas, Major and Bernas, 2004). Thus, the working definition of 

strain based conflict is one's strain experience in one role, for example, fatigue, affects 

performance (or active participation) in another role. That is, either a work or family role 

exhausts one and that prevents the performance of another role, i.e., work role on family role 

or family role on work role. In contrast, psychological based conflict can thus be defined as 

one's psychological preoccupation with one role affects performance in another role. That is, 

thinking about either work or family distracts one's attention while performing in another 

role. 

In nutshell, albeit there is a piecemeal approach to the concept of psychological matters 

related to work family conflict (e.g., Willmott, 1971; Clark, 2000; Ashforth, Kreiner and 

Fugate, 2000; Carlson and Frone, 2003; Lu et at., 2006), there is no systematic body of 

research conceptualising the new form of psychological based work family conflict with 

extant forms of time based, strain based and behavioural based work family conflict. 

Moreover, it has been argued that the specific characteristics of collectivist cultures would 
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make them particularly ·prone to this type of WFC. However, currently there has been little 

empirical investigation of this fonn of WFC. Thus, a gap in conceptualising WFC in 

collectivist culture has been identified, leading to the second research question: 

RQz: Is psychological based work family conflict apparent in Sri Lanka? 

2.3 Measurement of work family conflict 

A number of WFC measures have been developed by many researchers. As explained earlier, 

initially researchers gauged WFC as 'unidirectional' and they presumed conflict occurs when 

work interferes with family, but later studies recognised that WFC can occur in both 

directions: work interference with family and family interference with work (e.g., Gutek, 

Searle and Klepa, 1991; Duxbury, Higgins, and Mills, 1992). Consequently, measurement 

has focused on the multidimensional fonn of WFC (Carlson, Kacmar and Williams, 2000) as 

shown in figure 2.1. More than 20 ditTerent measures have been used by work family 

researchers (ShatTer, Joplin and Hsu, 2011) including: Burke, Weir, and DuWors (1979), 

Kopelman, Greenhaus, and Connoly (1983), Loerch, Russel, and Rush (1989), Small and 

Riley, (1990), Frone, Russell, and Cooper (1992), Williams and Alliger (1994), Netemeyer, 

Boles and McMurrian (1996), Carlson, Kacmar and Williams (2000), Matthews, Kath and 

Barnes-Farrell (2010). Several standard measures ofWFC are now prevalent. 

The most consistently citied in the 1980s was Kopelman, Greenhaus and Connolly's (1983) 

whereas in the 1990s it was Netemeyer, Boles and McMurrian's (1996) 10- item measure of 

WFC (ShatTer, Joplin and Hsu, 2011). However, Carlson, Kacmar and Williams' (2000) 

multidimensional measure of WFC has recently become more popular and their research has 

been cited over 1005 times in published peer reviewed studies. 

The WFC concept emerged in 1960s (e.g., Kahn et aI, 1964) and its history in the literature 

spans more than 5 decades. Although fifteen cross cultural studies (lS) and seven cross 

national studies (7) and forty nine (49) studies on WFC have included collectivistic cultures, 

a valid measure of WFC in collectivist cultures has yet to be developed, despite the fact that 

many Asian research scholars argue that using questionnaires developed in another culture is 

problematic (e.g., Gelfand and Knight, 2005; Hassan, Dollard and Winefield, 2010). 

Moreover, while researchers are in consensus over the definition of WFC, they are not in 

agreement about how to best measure it (ShatTer, Joplin and Hsu, 2011). Thus, researchers 

have chosen WFC measures from a diverse pool. Therefore, it is difficult to compare, 
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generalise and interpret results across studies in a meaningful way (Shaffer, Joplin and Hsu, 

2011). 

Even in seminal studies conducted in advanced economies have experienced difficulties in 

applying Carlson, Kacmar and Williams' (2000) work family conflict measure. For instance, 

Lapierre et at. (2005) carried out a study among Canadian and New Zealand samples of 

managers for assessing the generalisability of the six factor structure beyond American 

samples and had problems in distinguishing both directions of behaviour based conflict. They 

called for further study across different national samples. 

Many WFC researchers in collectivistic cultures used Carlson, Kacmar and Williams' 

(2000) multidimensional WFC questionnaire during the last decade and a summation of the 

work to family conflict and family to work conflict score was used to interpret results (e.g., 

Spector et at, 2007; Hassan, Dollard and Winefield, 2010; Fiksenbaum et aI., 20 10; 

Kailasapathy, Kraimer and Metz, 2014). However, although Carlson, Kacmar and Williams' 

WFC questionnaire is widely used in collectivist cultures, none of the studies attempted to 

validate this questionnaire to see its appropriateness. Thus, the six factor structure of the 

WFC scale developed by Carlson, Kacmar and Williams in individualist culture may require 

substantial adaptation for use in a collectivist cultures. Thus, further validation of Carlson, 

Kacmar and Williams' (2000) work family conflict questionnaire outside of the culture in 

which it was developed would be a methodological contribution leading to the third research 

question: 

RQ3: How far is Carlson, Kacmar and Williams' (2000) work family conflict 

questionnaire developed in individualist culture valid for investigating WFC in Sri 

Lanka? 

2.4 Gender role ideology and work family conflict 

The perception of gender role ideology influence on work family conflict is one of the major 

cultural differences between the East and the West. Generally, gender egalitarianism is more 

pervasive in the West than the East (Hofstede, Hofstede and Minkov, 20 I 0). This section 

discusses the role of gender role ideology on work family interference in the extant literature. 
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Social role theory and cognitive theories of gender development 

Gender and gender role ideology are two different constructs. The first refers to biological 

sex whilst the second is an attitudinal identification in performance of roles (e.g., Livingston 

and Judge, 2008). Social role theory suggests that there are gender differences in 

occupational roles suggesting that women are more likely to be homemakers and men are 

more likely to be the breadwinner (Le., employed outside of the home) (e.g., Gutek, Searle 

and Klepa, 1991; Kite, 1996). Slan-lerusalim and Chen (2009) demarcated gender role 

ideology as "along a continuum from traditional (family responsibilities are primarily for 

women; work responsibilities are men's obligations) to egalitarian (belief in an equal role 

distribution for men and women)" (p.493). Further, women are assumed to have traits such 

as kindness, nurturance, sensitivity to the needs of others, termed as "feminine" traits whilst 

men are tended to occupy agentic traits such as self confidence, assertiveness aggressiveness, 

decisiveness, independence, achievement), termed as "masculine" traits (Kite, 1996; Powell 

and Greenhaus, 20 I 0). 

As to status characteristics theory, the positions of power that a person receives in society 

are determined by gender and typically males are considered to be more valuable in society 

than females (e.g., Eagly and Wood, 1982; Ridgeway, 1991). Thus, consensual cultural 

beliefs have a substantial influence on social role theory. In collectivist cultural nations, 

women are more likely to see the family role as part of their social identity than men do and 

the majority of the families are "patriarchal" where men's "headship" and women's 

"submission" is the norm (e.g., Fernando and Cohen, 2011). Cognitive theories of gender 

development suggests that children acquire gender belief systems from the environment that 

surrounds them and interpret what they see and hear (Martin and Ruble, 2004). Thus, in 

collectivist cultures, as a child grows up among grandparents, uncles, aunts, cousins etc 

(within extended family structure) (Powell, Francesco and Ling, 2009), the nature of such 

collectivist cultural identity is passed through generation by generation. 

"Women have made great strides in gaining entrance to firms and cracking the glass 

ceiling .... "(Mainiero and Sulliva, 2005, p.lIS). In the contemporary world, women became 

well educated, they go to work, look after their children and they can operate independently. 

So the role of the women seems to changing in the past decades resulting in a more 

egalitarian gender ideology implying that men and women are actively participating in both 

work and family roles (Minnotte, Minnotte, and Pedersen, 2013). 
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Albeit a relaxing of the separation of gendered roles (Livingston and Judge, 2008) pervades 

across many developed countries with individualist cultures, the traditional gender role 

ideology is still prevalent in nations with collectivist cultures (Hofstede, Hofstede and 

Minkov, 2010). It was opined that while the majority of women may perceive work as 

essential for economic benefits (family functioning) in less developed economies, they 

nonetheless see the family as their central role (e.g., Livingston and Judge, 2008). Thus, 

working women would experience a greater amount of family to work conflict in absence of 

reduced family role (Livingston and Burley, 1991; Hochschild cited in Grandey, Cordeiro 

and Crouter, 2005). In 2006, Noor also stated that despite women being employed, they 

continue to be predominantly responsible for household matters. Hence, when women try to 

fulfil the responsibilities of both family and work roles, the conflict would become 

unavoidable. For instance, Japanese working mothers reported higher WFC than men 

(Matsui, Ohsawa and Onglatco, 1995), as do women in Malaysian dual career couples 

(Ahmad, 1996) and married female professionals in Hong Kong (Lo, 2003). 

A number of studies have explored the degree of difference in WFC between men and 

women. However, the findings are not consistent. Some studies have found that women 

report more conflict between work and home than men (e.g., Loerch, Russell and Rush, 1989; 

Gutek, Searle and Klepa, 1991; Lundberg, Mardberg and Frankenhaeuser, 1994; Nielson, 

Carlson and Lankau, 2001) whereas others have found that men and women report similar 

levels of conflict (e.g., Eagle, Miles and Icenogle, 1997; Emslie, Hunt and Macintyre, 2004; 

Winslow, 2005). In contrast, some of the studies revealed that men experience higher WFC 

than women (e.g., Parasurman and Simmers, 2001). Others however, have not found any 

significant differences between gender in the experience ofWFC (e.g., Duxbury and Higgins, 

1991; Frone, Russell and Cooper, 1992; Eagle, Miles and Icenogle, 1997; Grandey and 

Cropanzano, 1999). 

Notwithstanding, the conflicting conclusions of these studies, there is still good ground to 

suggest that where there is a higher degree of family to work conflict among women as they 

perceive themselves as primarily responsible for household activities. In contrast, men would 

perceive a higher level of work to family conflict as they perceive themselves as primarily 

responsible for work outside of the family (work demand). Thus, the degree of gender role 

traditionalism would be expected to determine the strength of work family conflict. However, 

no studies have examined the influence of men and women's perceptions of traditional 
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gender role ideology on work family interference in nations with collectivist cultures. Thus, 

this research focuses on how gender role attitudes moderate the relationship of work and 

family demand with work family conflict. Therefore, this study has the potential to add to our 

understanding of gender role ideology and WFC in Asian culture leading to fourth research 

question: 

RQ4: To what extent does traditional gender role ideology exist in Sri Lanka and if so, 

what is the consequent impact on WFC? 

2.5 Work-related and family-related factors and work family conflict 

The nature of WFC varies across nations and cultures and thus, it is problematic to generalise 

such findings from one nation to another nation (e.g., Choi, 2008). It is argued that the factors 

determining WFC and its effects are specific to nations. National studies on WFC conducted 

in Asia are very few in comparison with nations outside of Asia (e.g., Hassan, Dollard and 

Winefield, 2010). Consequently, research scholars call for more studies to reflect distinct 

nations and diverse cultures to capture the overall arena of WFC. Thus, this research attempts 

to fill the gap by identifying country-culture specific factors determining work family conflict 

in Sri Lanka and they are organised under work-related factors and family-related factors. 

Work-related factors and work family conflict 

In this section, work-related factors including work demand, supervisor/co-worker supports, 

working hours, organisational HR policies, education and income, tenure and workgroup 

behaviour/role that support individuals in their aspirations to be successful in both their 

occupational and family lives are examined. Such factors are expected to vary across national 

cultures. 

Work demand 

Yang et al. (2000) define work demand as "pressures arising from excessive workloads and 

typical workplace time pressures such as rush jobs and deadlines" (p.114). Many studies have 

been conducted in order to establish the relationship between work demand and WFC (e.g., 

Lu et al., 2006; Schieman, Whitestone and Van Gundy, 2006; Spector et al., 2007; Boyar et 

al., 2008; Choi, 2008). For instance, Lu et al. (2006) carried out a cross cultural study of 

work/family demands, WFC, and wellbeing, on samples of full time employees in Taiwan 

and UK. Results showed that work demands were positively related to WFC both in Taiwan 

and the UK. In 2008, Choi studied the effects of work demands on the life stress of Chinese 
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employees. His findings revealed that work demand was related to life stress. And thus, most 

recently, Bagger and Li (2012) defined work to family conflict as "conflict caused by 

demands from the work domain that limits one's abilities to meet responsibilities in the 

family" (p.474). Work demand was found as a predictor of work to family conflict and the 

relationship was stronger for the individualist British compared to the collectivist Taiwanese 

(Lu et al.. 2006; Spector et aI., 2007). The relationship of work demand with work to family 

conflict has never been explored in Sri Lanka although such relationship is not even clear in 

nations with collectivist cultures. Work support would be expected to influence the 

relationship of work demand and work to family conflict in nations with collectivist cultures 

owing to higher level of work support (Powell, Francesco and Ling, 2009) as explained 

below. 

Work support 

In line with Griggs, Casper and Eby's (2013) discussion, work support embraces supervisors 

support and co-workers support. Support from supervisors to subordinates can be 

instrumental and emotional and such support has been found to lower the work to family 

conflict (Kossek et aI., 2011). Co-workers engage in helping one another in dealing with 

incompatible work and family demands. Such co-workers provide both emotional support 

(e.g., offering emotional support those who struggle in meeting the demands of work and 

family) and instrumental support as well (e.g., temporarily covering co-worker's job) 

(Mesmer-Magnus et aI., 2010). It has been noted that work support is as a matter of culture 

(Major et aI., 2008). Sri Lanka is a high power distance country in comparison with countries 

with individualist cultures like the UK, USA (Kailasapathy, Kraimer and Metz. 2014). 

Moreover, the relationship between supervisors and subordinates goes beyond the workplace 

and thus, higher levels of work support in comparison with developed countries would be 

expected. 

Prior studies found that supervisors Ico workers support was negatively associated to work 

interference with family (e.g .• Thomas and Ganster. 1995; Frone. Yardley and Markel. 1997; 

Carlson and Perrewe, 1999; Anderson, Coffey and Byerly, 2002; Thompson and Prottas, 

2005; Major et aI., 2008). Carlson and Perrewe (1999) found that social support was an 

antecedent to perceived stressors and suggested that individuals who acquire greater social 

support at work perceive less WFC. It shows that employees who experience high levels of 

perceived social support at the workplace from colleagues and supervisors will experience 
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lower levels of iriterference between work and family domains. Frone, Russell and Cooper 

(1997) found that work related support (i.e. supervisor support and co-worker support) was a 

predictor of WFC. Their findings were consistent with Adams, King and King (1996) and 

Moen and Yu (2000). 

However, as in the recent Job Demands-Resources model, job resources buffer the impact 

of job demands on job strain by moderating the relation between job demands and stress 

(Bakker et aI., 2003; Bakker and Demerouti, 2007). Of the predictors of job resources, the 

support of supervisors and co-workers is cited as one of the primary job resources. Thus, it 

was expected that in cases of high levels of job demand, supervisor support would ameliorate 

work to family conflict. Drawing on the job demands-resources model (Bakker and 

Demerouti, 2007) and given the higher amounts of work support expected in nations with 

collectivist cultures, this study will investigate how co-worker/supervisor support moderates 

the relationship between work demand and work to family conflict, and thus this study goes 

beyond previous research on the effect of the influence of co workers/supervisor support on 

WFC. 

Working hours 

Variation in legislation with regard to working time would appear to be particularly 

important. Several findings show that working long hours serious affect the balance between 

work and family (e.g., Pleck, Staines and Lang, 1980; Shamir, 1983; Greenhaus, Bedeian and 

Mossholder, 1987; Carlson and Perrewe, 1999; Grzywacz and Marks, 2000; Nielson, Carlson 

and Lankau, 2001; Fagan, 2001; Keene and Quadagno, 2004; Voydanoff, 2004; Macinnes, 

2005; Russell, O'Connell and McGinnity, 2009) and some studies have found that men tend 

to report more hours than women (e.g., Cousins and Tang, 2004; Martinengo, Jacob and Hill, 

2010). For instance, Cousins and Tang (2004) conducted a study on Netherlands, Sweden and 

the UK to find out working time and the experience of WFC. Working hours were different 

in three different countries. Males working hours were 40.5 hours, 41.7 hours and 43.5 hours 

per week respectively in the Netherlands, Sweden and the UK. Correspondently, females 

working hours were 26.0 hours, 36.5 hours and 29.1 hours per week respectively. According 

to the Department of Census and Statistics (2003), 68.8% of employees were working more 

than 40 hours per week in Sri Lanka. 

It is thus obvious that the gap between men's and women's average working hours is much 

dissimilar across many countries reflecting national differences (Le., employment law, 
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tradition, economic status and culture). Nonetheless, the relationship of working hours on 

work to family conflict would not be expected to produce similar impact on nations with 

collectivist cultures and individualist cultures owing to the influence of extended family 

members sharing family demand in collectivist cultures. Thus, the influence of working hours 

on work demandIWFC is vital in conceptualising WFC. 

Organisational work life policies 

Since WFC is associated with severe negative consequences for both organisation and family, 

organisation responsiveness to work family issues is of significant importance. In 1990s, 

large numbers of organisations started to fashion ways to accommodate family obligations of 

employees and employers focused on maternity and parental leave, child and dependent care 

programmes, alternative work schedules and work stations, and employee assistance and 

relocation programmes (Zedeck and Mosier, 1990). The wide range of responses designed to 

attenuate work family conflict now include temporal and operational flexible work options 

(e.g., Milliken, Martins and Morgan,1998; Baltes et aI., 1999; Clark, 2001; Allen, 2001), 

compressed week (e.g., Baltes et aI., 1999), financial work family benefits (e.g., Milliken, 

Martins and Morgan, 1998), informal work accommodation such as rearranging work 

schedules, taking work home, bringing children to work (e.g., Behson, 2002), childcare (e.g., 

Goff, Mount and Jamison, 1990; Kossek and Nichol, 1992), eldercare assistance (e.g., 

Wagner and Hunt, 1994; Goodstein, 1995), telecommuting (e.g., Bailey and Kurland, 2002) 

and flexible career paths (e.g., Honeycutt and Rosen,1997). However, these formal work life 

policies are very rare in less developed countries. Beyond these formal policies, informal 

practices, for instance, allowing lateness to work or early going home to deal with family 

problems could also be available at superior discretion in organisations. Thus, it would be 

envisaged that formal and informal organisational policies will influence WFC. 

Education and income 

According to Sok, Blomme and Tromp (2014), the term higher education refers to employees 

who have completed a bachelor or master level educational programme. Many studies 

assume that the highly educated tend to hold professional jobs that generate more income and 

pressure and thus they experience greater conflict than the less educated (e.g., Grzywacz, 

Almeida, and McDonald, 2002; Voydanoff, 2004; Mennino, Rubin and Brayfield, 2005; 

Nomaguchi, 2009). Recently, Schieman and Glavin (2011) found that education was 

associated with higher work demand contributing to higher levels of work to family conflict, 
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because highly qualified employees occupy higher status jobs with more pressures, 

responsibilities and accountability. 

The level of pay is strongly dependent on justice theory: distributive justice (what they get) 

and procedural justice (how it is given) (e.g., Sweeney and McFarlin, 1993; Colquitt et ai., 

2001). A few studies conducted in the past have established positive linkage between pay 

level and work family conflict (e.g., Boyar et aI., 2008; Bhave, Kramer and Glomb, 2013). 

Notwithstanding, the nature of relationship of education and income with work to family 

conflict has not been established in countries like Sri Lanka. 

Job status 

Employees with supervisory positions are more responsible and accountable than employees 

who do not hold supervising roles (Frone, 2000; Boyar et aI., 2008). Moreover, employees 

with longer tenure would expect to experience less work to family conflict in comparison 

with less experienced employees as experienced employees become attuned to perfonning 

the job. 

In sum, WFC was found to be associated with work demands, work support, working hours, 

organisational work life policies, education and income, tenure and supervisory status across 

many studies (e.g., GotT, Mount and Jamison, 1990; Frone, Yardley and Markel, 1997; Yang 

et aI., 2000; Parasunnan and Simmers, 2001; Behson, 2002; Spector et aI., 2007). However, 

all these factors appear to vary across countries. Thus, such unexplored work-related 

variables in Sri Lanka are of substantive importance in conceptualising work family conflict 

Family-related factors and work family conflict 

Family-related factors are another important domain needs investigating in conceptual ising 

WFC. Family-related factors that include family demand, family support, age, marital status, 

family structures, number of children, number of dependents, household chores vary across 

nations and cultures. 

Family demand 

Yang et al. (2000) defined family demand as "primarily time pressures associated with tasks 

like housekeeping and childcare" (p.l14). Studies have found that family demand impacts 

positively on family to work conflict (e.g., Korabik, Lero and Ayman, 2003; Lu et aI., 2006). 

And thus, most recently, Bagger and Li (2012) defined family to work conflict as "conflict 

caused by demands from the family domain that limits one's abilities to meet responsibilities 
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at work" (p.474). However, the strength of the relationship between family demand and 

WFC would not be similar across nations; for instance, some studies have found family 

demand as a predictor of family to work conflict stronger for the individualist British 

compared to the collectivist Taiwanese (e.g., Lu et aI., 2006; Spector et aI., 2007). Moreover, 

Yang et at. (2000) found that American employees reported greater family demands than 

Chinese employees, and consequently family demands had a greater effect on WFC among 

Americans employees. The level of family demand could be less in nations with extended 

family structure as members of the extended family take on domestic responsibilities and 

would reduce the amount of demand from the family. The relationship of family demand with 

family to work conflict has not been explored in Sri Lanka, and there is a paucity of such 

research in nations with collectivist cultures. 

Family support 

Many researchers have found that family support is a dominant factor influencing WFC. 

Generally, family support occurs when either an employed or unemployed member of the 

family helps an employed family member. Adams, King and King (1996) found that the 

effects of family support were dependent on the direction of the conflict. Specifically, low 

levels of family support were related to high levels of work to family conflict and high levels 

of family support were related to lower levels of family to work conflict. In 1999, Carlson 

and Perrewe in their study of "the role of social support in the stressor-strain relationship: An 

examination of work family conflict" found that family support was negatively associated 

with WFC. Moreover, some studies specifically found that spousal support was negatively 

associated with family to work conflict (e.g., Burke, 1988; Voydanoff, 2005). It was strongly 

argued that the individualist cultural findings would not necessarily be the same as 

collectivist cultural findings as the typical level of family support is higher owing to the 

prevalence of "extended family structure" in collectivist culture. On the one hand, it is 

expected that members of the extended family would provide higher physical and mental 

support; for instance, members from extended family would share child caring responsibility, 

household chores etc. On the other hand, extended family members could be an extra burden 

when demanding caring for themselves, and! or adding financial and social obligations 

(poster and Prasad, 2005). In line with this argument, Frone, Russell and Cooper (1997) 

found that parental stressors are related to WFC. For example, parents of respondents may 
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provide childcare for grandchildren; however, in contrast add to the burden for caring as they 

become aged. 

A few studies have found that family support moderates the relationship between family 

demand and family to work conflict (e.g., Fu and Shaffer, 2001). However, strength of family 

support in collectivist cultures is greater because of the prevalent extended family structure. 

For example, as discussed earlier, American employees reported greater family demands than 

Chinese employees, and consequently family demands had a greater effect on WFC among 

Americans employees (Yang et aI., 2000). However, Choi (2008) argued that the findings 

from individualist cultures are not generalisable to collectivist cultures. Of late, Griggs, 

Casper and Eby (2013) supported previous studies in an examination of important of 

extended family members in work family studies and opined that they were not aware of any 

published studies investigating extended family support and work family conflict. Thus, the 

position of family support needs to be studied in collectivist culture in order to strengthen 

Asian workfamily literature and conceptualising WFC. 

Age and marital status 

A number of previous studies have investigated experience of WFC between men and women 

at different ages and status (e.g, Chandola et aI., 2004; Emslie, Hunt and Macintyre, 2004). 

Recently, Emslie and Hunt (2009) conducted semi structured interviews specifically with 

middle aged men and women (aged 50 to 52 years). They found that the women perform 

varieties of tasks at home (despite having no young children at home) and thus experience 

more WFC than men. Albeit some studies found that age was positively related to WFC (e.g., 

Voydanoff, 2005), a certain number of studies did not find any significant relationship 

between age and work to family conflict or family to work conflict (e.g., Frone, Russell and 

Cooper, 1997). In 2000, Grzywacz and Marks found that younger men reported more work to 

family conflict and family to work conflict than older men and younger women reported 

more family to work conflict than older women. Notwithstanding, the conflicting conclusions 

of previous studies in identifying the relationship between age and WFC, family demand 

would be expected to increase as individuals get aged. 

It would be expected that married individuals will have more family demand in form of 

family obligations as a spouse than individuals who are not married (Boyar et aI., 2008). 

A few studies found marital status would determine family demand (e.g., Schieman, 

Whitestone and Van Gundy, 2006; Boyar et aI., 2008). Nonetheless, the relationship of age 
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and marital status on WFC has not been established in Sri Lanka, and research into such 

relationships is scant in nations with collectivist cultures. 

Family structure 

Previous studies lent credence to the view that the presence of children and dependent care 

increase family demand/work family conflict (e.g., Goff, Mount and Jamison, 1990; 

Hammer, Allen and Grigsby, 1997; Carlson, 1999; Grzywacz and Marks, 2000; Foley, Hang­

Vue and Lui, 2005; Lu et aI., 2006; Boyar et aI., 2008; Hoobler, Wayne and Lemmon, 2009). 

In culture with extended family structure, it was expected that hours spent on family activities 

(e.g., time spend on household chores, childcare and dependent care) would determine family 

demand rather absolute number of children and dependent at home denoting to the fact that 

extended family members at home would share child caring and elder caring. In contrast, 

dependent care would be addition burden within an extended family structure. Recently, 

Agarwala et al. (2014) found that childcare and elder caring responsibilities were greater in 

India (collectivist cultural nations) than Spain and Peru. Moreover, Lu et al. (2006) found 

household chores predict family demand. Therefore, there is an unexplored gap identified in 

WFC research in collectivist countries in identifying the impact of family structure on family 

demand. 

Thus it can be concluded that these variables have not been fully explored in a collectivist 

cultural nation or at all in Sri Lanka viz., family demand, family support, age and marital 

status and family structure (number of children, number of dependents, hours on household 

chores, hours on children and dependents). They are of substantive importance in 

conceptualising work family conflict. 

Overall, this study will shed new light on the predictors of WFC in Sri Lanka leading to fifth 

research question 

RQs: What are the main factors influencing WFC in Sri Lanka? 

2.6 Work family conflict and job satisfaction and family satisfaction 

The main aim of this study is to explore the nature of work family conflict rather than its 

consequences. Nonetheless, linking it to some outcome variables of work family conflict is 

vital for interpretative and predictive validity purposes in a complete model. Albeit work 

family conflict has been found to be related to many outcomes viz., job satisfaction, family 

satisfaction, absenteeism, tardiness and poor work-related role performance, marital 

29 



satisfaction,' commitment, heavy drinking, cigarette use, anger, poor appetite, headache, 

stomach upset, fatigue and depression (e.g., Adams, King, and King, 1996; Netemeyer, Boles 

and McMurrian, 1996; Frone, Russell and Cooper. 1997; Greenhaus et at, 1997; Kossek 

and Ozeki, 1998; Allen et at, 2000; Glaveli, Karassavidou and Zafiropoulos, 2013), the most 

frequently cited bottom line outcomes of work family conflict are job and family 

satisfaction (e.g., Adams, King. and King, 1996; Bruck, Allen and Spector, 2002; Lo, Wright 

and Wright, 2003; Brough, O'Driscoll and Kalliath, 2005; Ford, Heinen and Langkamer, 

2007; Boyar and Mosley, 2007; Rathi and Barath, 2013). 

Many seminal studies have claimed that work to family conflict is negatively related to job 

satisfaction, and in a similar vein, family to work conflict is negatively related to family 

satisfaction (e.g., Thomas and Ganster, 1995; Anderson, Coffey and Byerly, 2002; Boyar and 

Mosley, 2007; Brough, O'Driscoll and Kalliath, 2005; Rathi and Barath, 2013). Similarly, 

Kossek and Ozeki (1998) found a negative relationship between all forms of work to family 

conflict and job satisfaction. Eminent research scholars in terrain of work family conflict 

connote that job satisfaction and family satisfaction are positively and reciprocally related 

implying a crossover effect (e.g., Lambert, 1990; Frone, Russell and Cooper, 1994). 

Consequently, in the research model as depicted in figure 2.2, work to family conflict is 

related to job satisfaction and family to work conflict is related to family satisfaction. 

Moreover, both job satisfaction and family satisfaction are reciprocally related to each other. 

2.7 The research model 

A research model was devised to investigate the research questions posed above. It is based 

on the discussion of theories and previous studies. The research model diagrammatically 

portraying relationships among variables developed is presented in figure 2.2. 
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Figure 2.2: Research model 
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The following hypotheses were developed in order to answer the research questions raised 

HI The Six factor structure of Carlson, Kacmar and Williams' (2000) scale of work 

family contlict developed in individualist culture will exist in Sri Lanka. 

H2. Men will experience a higher level of time based work to family contlict than 

women. 

H 2b Men will experience a higher level of strain based work to family conflict than 

women. 
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Hzc Men will experience a higher level of behaviour based work to family conflict than 

women. 

HZd Men will experience a higher level of psychological based work to family conflict 

than women. 

Hze Women will experience a higher level of time based family to work conflict than 

men. 

Hzr Women will experience a higher level of strain based family to work conflict than 

men. 

Hzg Women will experience a higher level of behaviour based family to work conflict 

than men. 

HZb Women will experience a higher level of psychological based family to work 

conflict than men. 

HZI Men will experience a higher level of work to family conflict and women will 

experience higher level of family to work conflict. 

H3. Working hours will have a positive impact on work demand. 

H3b Supervisory status will have a positive impact on work demand. 

Ihc Working experience will have a negative impact on work demand. 

H3d Level of income will have a positive impact on work demand. 

H3e Educational qualification will have a positive impact on work demand. 

H3f Formal and informal WLP will have a negative impact on work demand. 

Hlg Work demand will be significantly higher among men than that of women. 

H4. Age of the respondents will have a positive impact on family demand. 

H4b Being married will have a positive impact on family demand. 

H4e Number of children and dependents living at home will have a positive impact on 

family demand. 

H4d Hours spent on household chores, hours spent on children and hours spent on 

dependents will have a positive impact on family demand. 

H4e Formal and informal WLP will have a negative impact on family demand. 

H4f Family demand will be significantly higher among women than that of men. 

H5 Work demand will have a positive impact on work to family conflict. 

H6 Family demand will have a positive impact on family to work conflict. 
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H, . Work related support will moderate the relationship between work demand and 

work to family conflict such that the relationship between work demand and work 

to family conflict will be weaker for employees who receive a high level of work 

related support than for those who experience a low level of work related support. 

Hs Extended family support will moderate the relationship between family demand 

and family to work conflict such that the relationship between family demand and 

family to work conflict will be weaker for employees who receive high level of 

extended family support than for those who experience low level of extended 

family support. 

H9a Gender role ideology moderates the relationship between work demand and work 

to family conflict such that the relationship between work demand and work to 

family conflict will be stronger for men who report high level of gender role 

ideology than for those who report lower level of gender role ideology. 

H9b Gender role ideology moderates the relationship between family demand and 

family to work conflict such that the relationship between family demand and 

family to work conflict will be stronger for women who report a high level of 

gender role ideology than for those who report lower levels of gender role 

ideology. 

2.8 Summary 

The concept of work family conflict is based on role theory. WFC refers to the mutual 

interference of work role (family role) with family role (work role). Conceptually, there are 

three forms of WFC: time based; strain based; and behaviour based, with two directions: 

work to family conflict; and family to work conflict. Drawing on work/family border theory 

and previous seminal studies, a new form of psychological based work family conflict was 

devised. In line with previous studies, differences in factors determining work family conflict 

between individualist cultures and collectivist cultures were found. Moreover, robust 

evidence was found in support of national influences on WFC. The review of previous 

theories and studies in this area has revealed several gaps in the WFC literature. Thus, filling 

those gaps would contribute knowledge to increase understanding of the relationship between 

work and family. Finally, a research model has been developed and series of hypotheses were 

postulated in order to answer the research questions raised. 
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3.0 Chapter overview 

CHAPTER THREE 

METHODOLOGY 

This chapter describes the context of the research, and presents a detailed discussion of the 

methodology that underpins the study. The choice of the appropriate methodology followed 

throughout the research was determined by the overall aim and the context of the research. 

The primary aim is to shed new light on the nature, forms and the determinants of work 

family interference in a collectivist cultural milieu. This chapter paves the way to achieve this 

aim systematically. It begins with the fundamental research philosophical assumptions and 

followed by a justification for the choice of the research approach and strategy. A section on 

data collection describes the target population, sampling method, research instruments used, 

tackling potential biases in a self administered questionnaire, piloting and the data collection 

procedures. Succeeding sections describe the data analysis techniques and ethical 

considerations. This chapter ends with a brief summary. 

3.1 The philosophy of the research design 

3.1.1 Research Philosophy 

Research philosophies tell about the world of reality, the nature of knowledge and the 

approach to the study of the particular phenomena. One of the research philosophies is the 

ontological assumption that we make about the 'nature of reality', and it is pivotal for the 

study, otherwise, a study is treated as "blinded" (Easterby-Smith, Thorpe and Lowe, 2002, 

p. 27). This research assumes the ontological belief that the real world is made of people's 

experiences of Work Family Conflict (WFC). Work and family are two different constructs 

but they are interdependent. Theory presumes that consumption of resources (for example, 

time spent on work/family) will compete with the execution of work and family roles. It 

further holds that the nature of work demands and family demands have effect on WFC but 

the nature and the extent of its effect would not be similar across nations. Therefore, it is an 

objective reality that independently exists, not an illusion in the contemporary world. 

Thus this research assumes that the knowledge on WFC can be identified, measured and 

described in different scenarios. It further assumes that not all individuals will experience the 

same level of conflict which varies in terms of national, organisational and family 

(individual) characteristics. Consequently, the research was designed to explore the nature of 
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WFC in different settings. Thus, since this study presumes that a world exists external 

(separate to the researcher) and theory neutral, this research adopts an objective (positivist) 

epistemology. Positivism assumes that the real world exists externally and its properties can 

be measured in terms of objective rather subjective methods such as through sensation, 

reflection or intuition (Easterby-Smith, Thorpe and Lowe, 2002). 

3.1.2 Research Approach 

A research approach can be a deductive or inductive (Saunders, Lewis and Thornhill, 2007). 

Gilbert (2001) opined that the deductive approach is the mainstay to develop valid and 

reliable ways of collecting facts about the social phenomena that facilitate to use of statistical 

analysis to make explanations about how the social world operates. An inductive approach on 

the other hand, is used to gain deep understanding of human behaviour regarding people's 

values, interpretive schemes and belief systems (Cavana, Delahye and Sekaran, 200 I). The 

philosophies underpinning this research are objectivistic and positivist in nature, and adopts a 

deductive approach. The knowledge therefore can be discovered through categorization and 

scientific measurement leading to use of quantitative methods and statistical analysis to 

achieve determined research aims (Saunders, Lewis and Thornhill, 2007). 

This deductive study passes through five sequential stages as recommended by Cavana, 

Delahye and Sekaran (2001) and Robson (2002): deducing a hypothesis from the theory 

(chapter 2), expressing the hypothesis in operational terms (measuring) (chapter 2 and 3), 

testing this operational hypothesis (chapter 4,5 and 6), examining the specific outcome of the 

inquiry (chapter 4, 5, 6 and 7), and if necessary, modifying the theory in the light of the 

findings (chapter 7). Furthermore, this hypothetico - the deductive method of inquiry requires 

sufficient sample size so as to generate conclusions and generalise the findings (see 

discussion on 3.3.2). 

Notwithstanding, there is not a great deal of WFC research in nations with collectivist 

culture, and thus initially a more exploratory, qualitative approach was carried out to 

investigate the phenomenon in the particular context in order to clarify and adapt existing 

concepts. The exploratory research took the form of in-depth qualitative interviews with 

employees as proxy of the target population. The results of exploratory qualitative research 

were proffered insights and contributed to the development of a WFC measure. 
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3.1.3 Research strategy 

Research strategy states the 'general plan of how you will go about answering your research 

question(s)' (Saunders, Lewis and Thornhill, 2007, p.l31). It takes many forms such as 

experiment, survey, case study, action research, grounded theory, ethnography and archival 

research and used for exploratory, descriptive and explanatory research. Albeit there are 

number of research strategies, researchers have to choose the best strategy that would 

answer the research questions. Since research questions can be answered by testing 

hypotheses using statistical means (hypothetico -deductive), a "survey" with a cross sectional 

time horizon is the most commonly used strategy. 

The survey collects quantitative data from a sample of a population that enables analysing the 

collected data by means of descriptive and inferential statistics in order to test relationships 

between variables and produce models of the relationships (Saunders, Lewis and Thornhill, 

2007). The survey method investigates phenomena in their normal setting (Verma and Beard, 

1981) and is the mainstay of research strategy in business and management studies. 

The foregoing discussion encapsulates that this research has an objective reality and the 

research questions can be answered by adopting positivist, hypothetico -deductive approach 

using a survey strategy with a cross sectional time horizon. Notwithstanding, as there was a 

scarcity of studies in Sri Lanka, initially an exploratory study was conducted to collect 

qualitative data to capture any issues specific to the Sri Lankan context. 

The research was conducted in three stages, an exploratory study, a pilot of the survey 

questionnaire and the main survey. 

3.2 Exploratory Study 

Since there are very few studies of work family conflict in Sri Lanka and little research has 

been undertaken in similar Asian countries, it was decided to conduct an exploratory study as 

a preliminary step. The purpose was twofold: one was designed to understand the nature of 

work and family; the second was sought to explore the extant form of work family conflict. 

As discussed in chapter 2 (p.l4), drawing on seminal works of Willmott (1971), Clark 

(2000), Ashforth, Kreiner and Fugate (2000). Carlson and Frone (2003) and Lu et al. (2006), 

a new form of WFC- psychological based bidirectional work family conflict was proposed in 

a collectivist culture, Sri Lanka. Therefore, an exploratory study was necessary to gain in 
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depth understanding of the issues and to provide material for the development of a structured 

questionnaire for the collection of quantitative data. 

A sample of fifteen bank employees (i.e. from a higher status occupation) was chosen to 

cover a range of variation in role, gender and potential experience of work family conflict and 

in depth interviews were conducted. Thus, input from experienced participants would impart 

great insight into the nature and context of work family conflict. Initial approval was sought 

from managers for the selection of potential participants and finally the participants made up 

with managers (2), senior assistant managers (2), assistant managers (5), executive manager 

(I), staff assistant (I), management trainee (1), multi duty assistant (I), bank assistant (I) and 

a cashier (I). Of them, men accounted for 60% (N= 9) whilst women accounted for 40% 

(N= 6). Highest number of informants fell between 36-45 age group (5), followed by an equal 

number of informants between 36-35 (4) and over 45 age groups (4) and (2) informants were 

from 18-25 years. Informants were also with years of experience between 3 to 20 years. On 

average, monthly pay of the managers, senior managers and executive managers fell over 

Rs. 60 000; however the assistant manager's pay fell between the range of Rs. 40001-60000. 

All varying characteristics of the participants such as age groups, gender, educational 

qualifications, banking organisations, position/job status, experience and average monthly 

income were shown table I (appendix E). 

Semi-structured questions were combined with open ended questions that covered the core 

themes of work family conflict (see appendix B). Interviews were mainly conducted in the 

workplace and 4 in the participant's home. Prior to commencing interview the researcher 

established good rapport and assured privacy, anonymity and confidentiality. Consequently, 

trust and a friendly atmosphere encouraged the participants to talk freely. All interviews were 

held between July 2012 to August 2012 and each lasted about 30 to 60 minutes. They were 

conducted and transcribed in Tamil and then translated into English by the researcher. 

Interview transcripts were analysed using thematic content analysis. Based on strong 

theoretical grounds, themes were brought to the data in coding and thus, the coding was 

"Deductive coding" of both manifest and latent nature. Manifest content is something that 

can be easily observed within the data. For example, work family conflict related to time 

dimension can be directly identifiable; in contrast, the proposed dimension of psychological 

based work family conflict is not easily identifiable requiring latent coding. NVivo 10 was 

used to assist with the coding and data analysis. 
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With the view to ensuring validity of the research, two approaches were adopted; avoidance 

of leading questions and cumulative validation (a participatory approach where findings are 

evaluated by participants). Moreover, dependability (reliability) was confirmed by dint of 

observed stability and consistency across interviews, for instance, the semi structured 

questionnaire included some similar types of questions reflecting the same concept; one 

question asked about "Do you experience any problems with managing housework such as 

cooking and cleaning, and working? And another question also asked about "Do you feel 

you have plenty of time to look after household chores and tasks at work?" Furthermore, the 

face to face interviews enabled a rapport to be established and reassurances of confidentiality 

made which further strengthened the validity. 

Findings and discussion 

The analysis confirmed the prevalence of the extended family structure, consisting of father, 

mother, father in law, mother in law, brother in law, sister in law and sibling of participants. 

The participants expounded that the extended family members were supportive in performing 

household chores and childcare, although some of the participants deliver eldercare for them. 

The reported men's working hours per week was greater (M = 48.78) in comparison with 

female counterparts (M =44.67). In contrast, women spent greater numbers of hours in doing 

household chores (M =2.33) and childcare (M =2.91) than men spent on household chores 

(M =1.44) and childcare (M =2.00). Only 40% of participants deliver eldercare with average 

hours of 1.25 on a working day. The pattern of hours spent on family and work are depicted 

in table 2 (appendix E). The majority of participants interviewed agreed that there is conflict 

between work and family. 

As discussed in chapter 2 (p.12), the findings of the exploratory study was consistent with 

previous studies in that that the work family conflict can be originated from either work or 

family (e.g., Gutek, Searle and Klepa, 1991; Frone, Russell and Cooper, 1992; Kelloway, 

Gottlieb and Barham, 1999; Carlson, Kacmar and Williams, 2000). Overall, the vast majority 

of participants agreed the existence of time, strain and psychological based work family 

conflict; however, there was little evidence in support of the behavioural form of work family 

conflict. Formal organisational support for reducing work family conflict was found to be 

only at an embryonic stage. The participants said they would like to have far more support 

from their organisation including: transportation facilities, medical benefits, educational 
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benefits for children, child school benefits, relocation benefits, nursery for children, flexible 

working hours and days, pay increases, compression week, counselling services, and training. 

Overall, despite differences in family structure and culture, work family conflict was seen as 

an issue by all participants and the factors associated with variance in work family conflict 

appear to be consistent with studies carried out in the West. Further, this study confirms the 

significance of time based, strain based and psychological based work family conflict in this 

unexplored area paving the way for continuing quantitative extended research in this field. 

Moreover, on the basis of this study nine new pertinent questions for measuring the 

psychological dimension of work family conflict were devised: 

- When I am at work I see things that need doing at home; planning and scheduling family 

related activities that prevent me doing the tasks at work 

- I am often not in good mood at work due to the preoccupation with family responsibilities 

that prevent me doing the tasks at work 

- I often think about work related problems at home that prevent me doing the tasks at home 

- I often think about work matters at home that prevent me doing the tasks at home 

- I often think about family related problems at work that prevent me doing the tasks at 

work 

- When I am at home I see things needs doing at work; planning and scheduling work 

related activities that prevent me doing the tasks at home 

- I often think about family matters at work that prevent me doing the tasks at work 

- I am often not in good mood at home due to the preoccupation with work responsibilities 

that prevent me doing the tasks at home 

- I take work home that prevents me from doing family responsibilities 

A brief summary of the findings is shown in table 3.t. 
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Table 3.1: A brief summary ofthe findings 

Work family 
interference 

Time spent on work 
interference with 
family activities 

General description 

Household activities 
It was the opinion of the majority of participants interviewed that 
working long hours inhibits their engagement on doing household 
chores. 67% of participants work six days a week and working 
overtime was compUlsory. Tasks performing at work include: 
supervlsmg, authorising payment, pawning, engaging with 
promotional activities, cheque management! c/earingpostinglcash 
management, personnel management tasks (e.g., leave approval, 
recording, updating and keeping all staff related information), safety 
locker facilities, verifying all loans applications, customer service , 
credit evaluation, foreign cu"ency exchange, loan approval and 
evaluation, customer complaint handling, bringing customers 
complain to management, dealing with customer complains, loan 
inquires and estimation and relatedfield visit, achieving branch loan 
portfolio target, canvassing potential customer and cross selling. 
Most employees wanted to stay on beyond their working hours. 
However, most informants articulated that working overtime causes 
difficulties in doing household chores. 
Cbildcare 
The majority of participants interviewed agreed that the wife was the 
prime carer for their children. However, extended family members' 
support for looking after children was also found. Paid carer was 
seldom available. The majority of participants articulated that they 
were struggling in managing childcare and they wish they had more 
time to spend with children. 
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Sample of verbatim quote 

"I haven 'I gal enough time for doing household chores, and for looking after children. 
Most of the tasks at home would usually be left or planning to do next day. It's common if 
both are working, everything doesn't look like the way it looks like to be. I feel I let my 
family down due to the long hours spent on work. .. (Assistant Manager, People's Bank) 

....... / have got too much responsibility at work. I work roughly 49 hours per week. ..... . 
hunting time for doing household chores is like a wild goose chase. / hardly find time to do 
household chores because / spent many hours 01 work. / ain't really supporting in doing 
household chores ........ .. (Senior Assistant Manager, National Savings Bank). 

"I do overtime, / think it is necessary to make reasonable earnings, But if/would 
manage without it, it would be better, / am able to avail myself of extra hours with 
my family ....... .. (Bank Assistant, Commercial Bank). 

.. .... We do work for earning money needs for running our family. Children are ours 
riches. Family is most important. / wish / had more time to spend with them ...... 
(Assistant Manager, Seylan Bank) 

.... / am feeling guilty that / couldn't spend enough time with my child Most of the time my 
mum looks after my baby. / feel sometimes my baby might feel she is her mum (her 
grandma) .. (Assistant Manager, Sam path Bank) 

"/ didn't really have much time to spend with my son, however, he has grown up and old 
enough to look after himself Time for childcare used to be big challenge when he was too 
little ... .. (Manager, National Savings Bank) 



Time spent on family 
interference with 
work activities 

Strain based work 
family interference 

Eldercare 
Informants have expressed their respect and willingness to look after 
their parents. 40% of participants interviewed agreed that time spent 
on work affects looking after their parents, however, informants 
showed their priority in looking after them. Eldercare was found to be 
collective responsibility of family members. In general, filial piety, 
respecting elders and giving them care are the key elements of 
collectivist cultures. No one has expressed any burden or dislike 
looking after them. 

Participants perform variety family responsibilities: household chores 
including cooking. cleaning, teaching children, shopping, laundering, 

tiding up, washing, ironing, sweeping, taking children school, feeding 
pets, vehicle maintenance, watering plant, and gardening at home; 

childcare; and eldercare. More such household chores were mainly 
carried out by women and thus, the majority of women expounded 
that hours spent on family responsibilities inhibits the performance at 
work. Interesting, the majority of men interviewed said that they did 
not know cooking but they deliver a significant amount of support in 
doing other family related tasks. Of paramount importance is the role 
of extended family members notably in providing support by taking 
on family responsibilities. 

The majority of participants expounded that strain on the performance 
of work and family roles mutually interfere with each other. On one 
hand, participants opined that work overload, working long hours, 
stress, workplace pressure, and tiredness at work affect the execution 
of family activities. On the other hand, energy spent on doing 
household chores, childcare and eldercare would prevent the 
performance of work responsibilities. However, most participants 
reported that they were physically and mentally exhausted when 
getting home from work. 
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"My dad and mum are living with us. They are too old to look after themselves. My first 
job in mornings is to support them for making lheir morning beller. / am so proud of 
caring them. My wife always supports them and does whatever Ihey needed So, infact we 
are looking after them very well. J..1y children love them very much. This is the way we 
respect our parents. " (Bank Assistant, Commercial Bank) 

..... Staying long hours at work really causes much more difficulties in looking after our 

parents. / am a manager, / have got to do lots of tasks at work, and am accountable for 

this branch. / have no time, stress, depressed. and sometimes bad emotion. / spend more 
hours with them on Sundays. However, / would like to engage more hours with them on 
weekdays as well" (Manager, National Savings Bank) 

"I've got too much responsibility at family ... c1eaning, shopping, taking children to 
school.. all tasks take more time. / am a senior assistant manager, / have more work 
responsibilities at bank too, want to spend more hours, but / am really struggling due to 
family involvement." (Senior Assistant Manager, People's Bank) 

"/ am really got tired when / get home from work. /t is difficult to do household chores 
straight away from work. / often feel/need a rest after coming home from 
work. "(Cashier, Bank of Ceylon). 

"/ get physically and mentally exhausted when get home from work, mostly because of 
work responsibilities .... "(Executive Manager, Bank of Ceylon) 

.. / am really worn out when / get work from home. / do lots of household chores everyday 

and gelling my children ready for school. Family responsibilities interfere in doing work 
responsibilities. So / can 'I perform well on my job. "(Assistant Manager, People's Bank) 



Behaviour 
work 
interference 

based I The majority of participants would not express any needs for 
family changing behavioural pattern between work and family. That is, 

participants expressed that the behaviour at work and home are 
mostly similar; we are more openness and treat each other as family 
members but are more serious on our tasks at work. 

Taking work home Some of the participants said that they were doing work related tasks 
at home and showed its interference with family. For example, doing 
work related tasks at home would prevent doing household chore, 
playing with children and teaching them, helping their parents and so 
on. Participants were not willing to do work related tasks at home and 
understand its consequences on family. 

Psychological based 
work family 
interference 

The majority of participants said that they were thinking of work 
matters at home, for example. planning and scheduling the work 
matters, any rows/problems at work, bad mood and tempered etc and 
family related matters at work, for example, any rows/ problem at 
family. planning and scheduling the family activities. bad mood and 
tempered etc. Thus, the majority of participants agreed that the 
psychological preoccupation of work matters at family and family 
matters at work inhibit the performance work and family activities. 
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441 don 'tthink there is a need for behavioural adjustment between work and home. We 
treat, be treated asfamily members in workplace. We work as team and have a complete 
openness among us" (Senior Assistant Manager, National Savings Bank) 

"I am at the lowest level in the bank. Almost everyone is my boss. I don't feel any 
behavioural issue in my experience. I observed the way we ask our children to get things 
done is virtually similar way supervisors ask me to do things. Friendly lifo in both places, 
however, I know I need to be more serious at working place. Needs completing task in 
time . .. (Multi duty Assistant, Seylan Bank.) 

"I don't think the way I behave at family affects the workplace. We are working together 
happily, we respect each other. You know the way I am speaking to is the way I behave at 
work and home." (Assistant Manager. Commercial bank). 

"My wife gets tempered if she sees me doing any work's tasks at home. She always says 
don't be stupid! Once you finish your work, leave it there, don't take home. I am cooking, 
washing, and putting the children to bed .. but you do not really understand the burden 
and warn me I am better to be at work rather coming home ..... " 
(Senior Assistant Manager, People's Bank) 

•. When I am at work I see something needs doing at home, I make plan and schedule to do 
things. Sometimes, leave some things for tomorrow, but it easily distracts me from work. .. 
(Manager, Hallon National Bank) 

"/ would have a list of things to be done at home. / ponder my mind in arranging things 
when at work. ..... If sometimes, any of my children come down with illness or any other 
problem, my mind get wandering and wanting to know their progress." 
(Executive Manager, Bank of Ceylon) 

"If any row with family, it lets me pondering on the matter at work. I would be thinking 
and judging myself and trying to find the solution when engaging with work. It disturbs 
my active participation on work and cause bad mood. / really understand it should not be 
blended with work matters, but I could not! (Assistant Manager, People's Bank) 
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..... You know if any problems at home, 1 am of course breathing of it, 1 can't offer my best 
to work. An interesting example, / strongly argued with my husband about buying a new 

car, but he did not agree with me. Then / came in to work, and thinking of the matter we 

discussed, and / thought / didn't wake up and smell the coffee and then phoned husband. 
So you know / killed many working hours on phoning and thinking the molter. /t's the life. 
/sn't it? / would say, / think many kinds of the problems raised home at work." 
(Manager, National Savings Bank) 

.. / am getting on well with coJleagues and boss, if any unpleasant incident happened at 
work would really affect me and let me look back. If/have got any problem inside me, / 
cannot listen what my family is telling to, / always was thinking of work issues, it really 
causes many problems at home . .. (Assistant Manager, Seylan Bank) 

.. / enjoy doing the tasks at work, so it is difficult for me to be without thinking of work 

matters at home. / sometimes plan and schedule work related tasks beforehand at home. 

Sometimes work related malters don't let me sleep well at night . .. 
(Senior Assistant Manager, National Savings Bank) 

"/ am mulling over some deep work related problem. Sometime in past, / had marvellous 
solution when thinking the work problem at home. Mind wandering with work matters 
affects the work / enjoy at home . .. (Manager, Hatlon National Bank) 

"Any problem or arguments at work left me ruminating at home. We have sense, feeling 

and intuition. Any conflict or misunderstanding at work pulls us to think about the feeling 

of others, let say, what they feel? How they feel? Am / right? ..... . 
(Assistant Manager, Commercial Bank) 



3.3 Data Collection 

The main objective of this study was to investigate the prevailing direction and the 

dimensions of work family conflict in a collective-cultural nation. Greenhaus and Beutell 

(1985) proposed three forms of work family conflict and two directions of work family 

conflict on the basis of several seminal studies (e.g., Netemeyer, Boles, and McMurrian, 

1996; Carlson, Kacmar and Williams, 2000; Wayne, Musisca and Fleeson, 2004; Haines et 

al., 2013; Allen et al., 2013). Albeit there are a number of work family conflict measures 

across work family studies (e.g., Bohen and Viveros-Long, 1981; Kopelman, Greenhaus, and 

Connolly, 1983; Gutek, Searle, and Klepa, 1991; Frone, Russell and Cooper, 1992; 

Netemeyer, Boles, and McMurrian, 1996; Carlson, Kacmar and Williams, 2000), only 

Carlson, Kacmar and Williams' multidimensional measure of work family conflict is robust 

representing entire theoretical constructs and has been used in many seminal studies (e.g., 

O'Driscoll et al., 2003; Allen and Armstrong, 2006; Spector et al.,2007; Matthews, Kath and 

Barnes-Farrell, 2010; Halbesleben, Wheeler and Rossi, 2012; Liu, et al., 2013; Cowlishaw et 

aI., 2014). Thus, the multidimensional measure developed by Carlson, Kacmar and Williams 

(2000) was used as main vehicle for the data collection in this study. 

3.3.1 Target Population 

Respondents for this study were selected from a higher status occupation that has been found 

to have high levels of WFC in other studies. Higher status occupations are characterised by 

large amounts of responsibility, longer working hours, tight working schedules and high pay 

(e.g., Schieman, Whitestone and Van Gundy, 2006), leading to cause WFC (e.g., Grzywacz 

and Marks 2000; Major, Klein and Ehrhart, 2002; Bellavia and Frone, 2005; Schieman, 

Whitestone and Van Gundy, 2006). It has been further argued that employees in the higher 

status occupations feel greater devotion and commitment to their work as a source of identity 

(Bielby, 1992; Hodson, 2004), and have obligations and affiliation to the organisation 

(Bielby, 1992; Hodson, 2004) that impinges on their life. However, there is a dearth of 

empirical studies on work family conflict within higher status occupations (e.g., Schieman, 

Whitestone and Van Gundy, 2006). 

The major higher status occupations in Sri Lanka are banking, medicine, education, 

engineering, law, accountancy, and Sri Lankan administrative service (SLAS). Among these 

spectra, the banking sector is gaining prominence, being technology driven, customer centric 
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and engaging in cut throat competition. A striking feature of the banking service is a 2417 

service with call centres, A TMs and internet banking, and at least a 6 days working week at 

branches. Thus characteristics of work in the sector include high levels of responsibility, long 

working hours, tight working schedules and high paid. Moreover, the recruitment system in 

banking sector is highly formal with selection criteria; mostly in terms of educational 

qualifications, experience, performance of the interview, and in theory, without any 

discrimination. On these grounds, the banking sector can be seen as a typical of higher status 

occupation. 

The licensed commercial banks in Sri Lanka are classified into local banks and foreign 

owned banks. Local banks take the form of either private or state owned banks. There are 24 

licensed commercial banks in Sri Lanka as at September 2012 (Central Bank of Sri Lanka, 

20 I 2), of which 12 banks are local (l0 private banks and 2 state banks) and the remaining 12 

banks are the foreign owned. According to Fitch rating (2012), six local banks are more 

dominant and operating widespread business across many districts in Sri Lanka: Bank of 

Ceylon (BOC), People's Bank (PB), Commercial Bank of Ceylon Pic (CB), Hatton National 

Bank Pic (HNB), Sam path Bank Pic (SAMB) and Seylan Bank PIc. The largest foreign bank 

in Sri Lanka is the Hongkong & Shanghai Banking Corporation Ltd (HSBC) (Thalgodapitiya 

and Bhoumik, 2012). 

3.3.2 Sampling 

The target population of this study were the employees (N=123793) from all licensed 

commercial banks in Sri Lanka. However, it is impractical to survey all the employees 

working in banking sector due to the time, accessibility, cost and other resource constraints 

and, thus sampling was chosen (Bryman and Bell, 2007). Sampling is "the segment of the 

population that is selected for investigation and it is a subset of the population" (Bryman and 

Bell, 2007, p.182). In the first stage, the selection of banking organisations was chosen in 

terms of number of branches, employees, business performance and widespread operations 

(presence nationwide) to cover the range of variation in the banking sector. Considering all 

these features resided in the 2012 Fitch rating report (Thalgodapitiya and Bhoumik, 2012), 

twelve banks were purposively chosen from it for this study. The details of banks are 

depicted in the table 3.2 below. 
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Table 3.2: Types of the banks selected for this study 

No Name of the bank Nature of Bank POEulation 
1 Commercial Bank of Ceylon PLC Private Bank 4602 

2 Hatton National Bank PLC Private Bank 4352 

3 Sampath Bank PLC Private Bank 3688 

4 Seylan Bank PLC Private Bank 3061 

5 DFCC Vardhana Bank PLC Private Bank 750 

6 National Development Bank PLC Private Bank 1583 

7 Bank of Ceylon State bank 8968 

8 People's Bank State bank 7823 

9 National savings bank (licensed specialised bank) State bank 3128 

10 The Hongkong & Shanghai Banking Foreign owned 1700 
Corporation Ltd (HSBC) 

11 Citibank Foreign owned 724 

12 Standard Chartered Bank Foreign owned 496 

This study employed a non probability sampling, convenience sampling for selecting 

branches of all 12 banks by virtue of accessibility and time, a sampling technique often used 

in management and business research (Bryman and Bell, 2007; Blumberg, Cooper and 

Schindler, 2008). Once branches were chosen, 843 potential respondents were randomly 

selected according to the proportion of employees working in each bank. Of which, 582 were 

returned the questionnaire, yielding a return rate of 69 %. Of the returned questionnaires, 

unfortunately, a few important questions were left blank and these were excluded from the 

study. Finally, sample made up of 569 respondents yielding a rate of 67% of distributed. 

A note on the size of the sample 

The adequate sample for a given size of a population has been defined by many eminent 

research scholars. If the population elements equal to 5000, the required sample size would 

be 357 at 95 % confidence level, however if the population is I 000 000, the recommended 

minimum sample size is 384 at 95 % confidence level (Sekaran and Bougie, 2010). It is 

interesting point that if the elements in a population increases, the required sample size will 

also increase, but at a diminishing rate. This research had a sample of 569 respondents which 

is sufficient as the population is equal to 123793. 

It is further important to satisfy the adequacy of sample size in terms of the analysis 

requirement. The aim of the research required use of advanced quantitative analysis, viz. 
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exploratory factor analysis using SPSS and confirmatory factor analysis (CF A) and structural 

equation modelling (SEM) using AMOS. Before deploying such analysis, it is imperative to 

ensure sufficient respondents take part in the study. Exploratory factor analysis primarily 

depends on correlation coefficients among the variables. The correlation coefficients are 

much more sensitive to sample size, tending to fluctuate from sample to sample. In small 

samples, the correlation coefficients among the variables become less reliable than in large 

samples (Pallant, 20 10). Thus, many authors say: the larger, the better, although, there is little 

agreement among them regarding the minimum sample size. On the one hand, Tabachnick 

and Fidell (2007) suggest that "it is comforting to have at least 300 cases for factor analysis" 

(p.t 83). Hair et.al (2010) put forward that researchers would not factor analyse a sample of 

fewer than 50 and preferably sample should be 100 or more. However, Comrey and Lee 

(1992) recommended that 300 as a good sample size, 100 as poor and 1000 as excellent. 

Thus, this study had a good sample size as having 569 cases (respondents). 

On the other hand, some authors describe the minimum requirement of sample size in terms 

of respondents' ratio. Nunnally (1978) recommends that 10 to 1 ratio (10:1) which implies 

that ten cases for each variable (cited in Pallant, 2010, p.l83). Kass and Tinsley (1979) 

recommend that having between 5 and 10 respondents for each variable up to a total of 300 

(cited in Field, 2013) Since this study has 27 variables for factor analysis, the minimum 

sample size should be 270 (27 x 10 = 270). Consequently, it is fair to say that this study has 

sufficient sample size (569 > 270). 

3.3.3 Research instrument 

Owing to practical constraints of time, accessibility and the resources, a self administered 

questionnaire was employed in the main survey. This method of data collection is relatively 

unobtrusive and inexpensive (Zikmund et aI., 2010). Moreover, as data collection focused on 

large and geographically dispersed locations, it limits face to face encounters in terms oftime 

and cost (Babbie, 1995). In addition, self administrated questionnaire was the best method for 

eliciting frank responses as it is anonymous and properly administered can ensure 

confidentiality. 
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Self Administered Questionnaire 

The self administered questionnaire consisted of two parts; Part I and Part II. The choice and 

the content of the questionnaire were dependent on the contextual relevancy of the literature. 

Part I 

Part I of the questionnaire assessed work family conflict, work demand and family demand, 

work support and family support, job satisfaction and family satisfaction, gender role 

ideology and workplace policies in forms of attitudinal statements. An attitudinal statement is 

"a single sentence that expresses a point of view, a brief, a preference, a judgement, an 

emotional feeling, a position for or against something" (Oppenheim, 1992, p. 174). These 

attitudinal statements that possessed explanatory power tackle subjective views and used for 

understandings of the phenomena enquiring that are difficult to observe. 

Measuring work family conflict 

Work family conflict was measured using twenty seven items. Of them, 18 questions were 

borrowed from Carlson, Kacmar and Williams' (2000) three forms (time based, strain based 

and behaviour based) of bidirectional (work to family conflict and family to work conflict) 

questionnaire (Appendix A; First 18 questions). Work to family conflict contains 9 items 

measuring three forms, each represented by equal three items. In a similar vein, family to 

work conflict contains 9 items measuring three forms, each represented by equal three items. 

An example of each form of work to family conflict is: time based- My work keeps me from 

my family activities more than I would like; strain based- When I get home from work I am 

often too frazzled to participate in family activities/responsibilities; behaviour based- The 

problem-solving behaviours I use in my job are not effective in resolving problems at home. 

An example of each form of family to work conflict is: time based- The time I spend on 

family responsibilities often interferes with my work responsibilities; strain based- Because 1 

am often stressedfromfamily responsibilities, 1 have a hard time concentrating on my work; 

behaviour based- The behaviours that work for me at home do not seem to be effective at 

work. 

In addition, 9 new items were added to the Carlson, Kacmar and Williams' (2000) work 

family conflict questionnaire that related to psychological based both work to family conflict 

and family to work conflict and typifying the collectivist cultural milieu. An example of 

psychological based work to family conflict is: "1 often think about work related problems at 
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home that prevent me doing ihe tasks at home" and psychological based family to work 

conflict; "f often think about family related problems at work that prevent me doing the tasks 

at work". All these nine questions were developed from the exploratory study in line with 

extant literature. 

All work family conflict questions were assessed using a five point likert scale where 

respondents were asked to indicate to what extent they agree with each statement, ranging 

from strongly disagree (1) to strongly agree (5) with high scores indicating high levels of 

conflict. All these items were subjected to confirmatory factor analysis, and finally 18 items 

were retained and used for further analysis: X2 (120) = 249.553, p < 0.05; CFI::: .971; 

TLI = .963; RMSEA = .044; SRMR = .043 (The extraction method, techniques and reliability 

were presented in chapter 5). 

Measuring work demand and family demand 

Work demand and family demand were assessed using six questions, of which three 

questions measure work demand and other three measure family demand. Of six questions, 

three were originally developed by Boyar et al. (2008) and the remaining three were new 

items developed by researcher from previous studies. Items borrowed from Boyar et al. 

(2008) include ffeellike f have a lot of work demand, ffeellike f have a lot offamily demand 

and f have to work hard onfamily related activities. New items include f never seem to have 

enough time to get everything done at work. f never seem to have enough time to get 

everything done at home and f have a lot of responsibility at work. Respondents were asked 

to indicate the extent to which they agree with the statements using a five point Iikert scale 

from strongly disagree (1) to strongly agree (5). The reliability coefficient Cronbach's alpha 

for work demand and family demand was .882 and .838 respectively. 

Measuring work support and family support: 

Work support was measured with six items, of which two items were adapted from Anderson, 

Coffey and Byerly (2002) and include (1) My supervisor is supportive when I have a work 

problem and (2) My supervisor accommodates me when f have family or personal business to 

take care of -for example. medical appointments, meeting with child's teacher, etc. The 

remaining four statements reflect special characteristics of the collectivist cultural context 

were developed by researcher on the basis of idea drew on previous studies and exploratory 

study, including; (1) I feel my supervisor is like a family member and understands my family 
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demands, (2) My supervisors usually attend my family events such as marriage, birthday, 

funeral etc, (3) My colleagues are supportive when I have a work problem and (4) My 

colleagues usually attend my family events such as marriage, birthday, funeral etc 

As to the measure of family support, of four items, two were taken from King et al. (1995): 

(1) My family members do their fair share of household chores, and (2) If my job gets very 

demanding, someone in my family will take on extra household responsibilities and the 

remaining additional two items were new indicating characteristics of collectivist culture. 

They were (1) Extendedfamily members (parents or spouse parents/brother in law/sister in 

law etc) support in doing routine household chores (2) My relative supports looking after my 

children. All of these statement were asked the respondents to indicate their level of 

agreement using a five point Iikert scale with ranging from strongly disagree (1) to strongly 

agree(5). The reliability coefficient Cronbach's alpha for work support and family support 

was .915 and .922 respectively. 

Measuring job satisfaction and family sati.'ifaction 

Job satisfaction was measured using the Michigan Organizational Assessment Questionnaire 

(Cammann et al., 1979). The measure consists of three statement includes (1) All in all I am 

satisfied with my job (2) In general, I like working here and (3) In general, I don't like my 

job. Respondents were asked to indicate their level of agreement with the above three 

statements using a five point likert scale with response choices ranging from 1 (strongly 

disagree) to 5 (strongly agree). Despite the age of this measure, Bowling and Hammond 

(2008) have recently confirmed its reliability and construct validity. This measure is the most 

commonly used measure of job satisfaction in business and psychological studies. 

Family satisfaction was assessed adapting the job satisfaction questionnaire by substituting 

the word "family life" instead of "job". This modification is prevalent in the area of work 

family research (e.g., Kopelman, Greenhaus~ and Connolly, 1983; Aryee, Fields and Luk, 

1999; O'Driscoll, Brough and Kattiath, 2004). An example item is "All in all, I am satisfied 

with my family life". Respondents were asked to indicate the extent of their agreement using a 

five point likert scale with response choices ranging from 1 (strongly disagree) to 5 (strongly 

agree). The reliability coefficient Cronbach's alpha for job satisfaction and family satisfaction 

were .849 and .819 respectively. 
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Measuring gender role ideology 

Gender role ideology was assessed with adapting a four-item attitudinal scale that was 

originally developed by Spence and Helrnreich (1978). Despite of the age of this measure, 

seminal recent studies have confirmed its validity and relevancy in the current context (e.g., 

Stevens, Kiger and Riley, 2001; Stevens et aI., 2007; Minnotte et aI., 2007; Minnotte et aI., 

2010). The selection of items was in terms of its appropriateness to the work family 

interference. Each item was measured using a five point likert scale where respondents were 

asked to indicate their level of agreement with the following items:"(I) A woman should not 

expect to have quite the same freedom of action as a man;(2) A husband should earn more 

money than his wife;(3} A working mother can have just as good a relationship with her 

children as a mother who does not work and (4) Even if the wife works outside the home, the 

husband should be the main breadwinner and the wife should carry the responsibility for the 

home and children. The reliability coefficient Cronbach's alpha for gender role ideology was 

.961. 

Measuring workplace policies 

A workplace policies' measurement scale was developed by the researcher using a five point 

Iikert scale ranging from strongly disagree (l) to strongly agree (5) Items include: Generally 

speaking I am very satisfied with available work life policies, and Organisational work life 

policies alleviate family problems. The reliability coefficient Cronbach's alpha for workplace 

policy was. 728. 

Respondents were asked to indicate available work life policies from a list provided, with a 

straightforward "yes" or "No". The list includes flexible working hours, compressed 

working week, paid leave to deal with family problems, unpaid leave, maternity leave 

paternity leave, part time working, eldercare, childcare, job sharing, working from home, 

transportation facilities, childcare advice and support, work training and returner schemes 

(career break/sabbatical). 

Demographic and behavioural information 

Part II of the questionnaire was designed by the researcher to elicit demographic and 

behavioural infonnation (Appendix A). It covered information about respondents' age 

(group), gender, marital status, educational qualifications, main earner of a family, average 

monthly income, average monthly income of a family, members of a family (extended 

nature), number of children and their ages, childcare responsibilities and hours spend on 
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them, number of dependentS, its nature and time spend on them, nature of work (full-time or 

part-time), hours spend on work per week, work responsibilities and reporting nature, work 

experience, mode of travelling to get in work place and hours spend on travelling, nature of 

bank (private, public, multi-national), nature of employment (permanent, temporary, and 

contract), details of spouse (working or not, full-time or part-time and hours per week), and 

details of domestic helper (hours spend with childcare, eldercare, and household chores). Of 

these questions, most of them are dichotomous choice questions, some are multi-option 

questions and filter (contingency) questions, and a few of them are open ended questions. 

3.3.4 Tackling Potential Biases in the self administered questionnaire 

Use of a self administered questionnaire is prone to three types of bias in situ: subject 

response pattern bias, social desirability bias and bias from semantic problems. Thus, tackling 

bias on a measurement instrument is of profound importance in assuring the validity and 

reliability of the research. The response pattern bias is related to the pattern of the question 

being asked, for example, the respondent finds some form of pattern in first part of the 

questionnaire and assumes the pattern will be repeated (Bennett, 1991). The response pattern 

bias can be attenuated using both positive and negative worded questions on a measurement 

instrument (Oppenheim, 1992; Rattray and Jones, 2007). Thus, the self administered 

questionnaire was designed blending positively and negatively worded items to avoid the 

danger of possible response pattern bias. 

Social desirability bias can lead to misleading research results. Social desirability bias is a 

"systematic error in self-administered measures resulting from the desire of respondents to 

avoid embarrassment and project a favourable image to others" (Fisher, 1993, p.303) and thus 

some responses are more ego flattering (PodsakofT and Organ, 1986). All variables measured 

in this research are not considered socially sensitive, although, the importance of accuracy 

and genuine responses were emphasised on the front page of the questionnaire to minimise 

social desirability bias. Moreover, when distributing questionnaires, researcher said to the 

respondents that there is no best answer to the questions asked: I want data from the bottom 

of your heart! 

Semantic problems arise when respondents interpret the question differently from the 

researcher's intention (May, 1997). To minimise the problems, the questionnaire was 

translated using the back translation method into the local language. Moreover, the translated 

questionnaire was also discussed with a few potential respondents with the original version to 
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ensure respondents understood the intended meaning. The pilot test found that there were no 

semantic problems. 

3.3.5 The pilot study 

It is of paramount importance to conduct pilot test to ensure that the questionnaire is clear to 

respondents before the survey is carried out (Adams et aI., 2007). Blumberg, Cooper and 

Schindler (2008) note that the aim of the pilot test is to detect weakness in data collection 

instruments. Thus, pilot test is the pre-testing or 'trying ouf of a particular research 

instrument (Baker, 1994). The pilot study was conducted in the same manner as a real study 

(Neuman, 2003) using paper based self administered questionnaires with a small sample. 

Initially, permission sought from a branch manager to carry out a pilot test and twenty 

employees agreed to participate, of them male constituted 60% (N= 12) and female were 40 % 

(N=08). In the pilot test, observing respondents when filling in questionnaire and having 

interviews with them are profoundly important (Adams et aI., 2007). Of 20 respondents, five 

of them were agreed to be interviewed and fill in the questionnaire in the presence of 

researcher. Respondents were observed when filling in the questionnaire to see if respondents 

understood the questions being asked, instructions were clear and to see how long it took 

them to complete it. Respondents struggled in understanding questions 7 and 14 of the work 

family conflict questionnaire (translated version). Subsequently, both questions were fine 

tuned in meaningful way. Respondents were clear on the instructions provided. Moreover, it 

was observed that respondents spent, on average, 20 to 25 minutes in filling out the 

questionnaire. The respondents interviewed did not highlight any major issues. Most 

importantly, it was confirmed that the respondents interpreted the questions in the same way 

as the researcher intended. Careful review of the completed pilot questionnaire did not 

identify any problems. 

A pilot test is also vital in business and management research for ensuring the reliability and 

validity of the questionnaire being used in main study. Reliability refers to whether the 

instrument is interpreted consistently across different situations and the validity is about how 

the instrument measures actually what it was intended (Field, 2013). Thus, in the pilot study, 

it was ensured that questions were understood by the respondents the way researcher intended 

and the responses were understood by the researcher the way respondents intended. 
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In order to ensure reliability of the instrument, test-retest reliability method was employed in 

that reliability was measured at two different points in time with the same respondents. To 

facilitate this process, the 20 respondents completed the questionnaire twice at an interval of 

two weeks. The results of the test retest reliability was presented in the below table 3.3. 

Table 3.3: Test - retest reliability 

Variables Alpha (Time 1) Alpha (Time 2) 

Work demand 0.82 0.85 

Family demand 0.81 0.80 

Work Support 0.71 0.79 

Family support 0.79 0.82 

Job satisfaction 0.81 0.79 

Family satisfaction 0.74 0.76 

Gender role ideology 0.82 0.87 

Workplace policies 0.73 0.77 

In these two cases, the Cronbach's alpha (a) was greater than 0.70 indicating acceptable level 

of reliability score (Hair et aI., 20 to). However, in test retest reliability, it is advised that the 

higher the correlation the greater reliability (Hair et aI., 2010). The correlation between two 

time slots was r = 0.72 indicating strong reliability of the instrument. However, reliability has 

not been calculated for the questions measuring work family conflict owing to the limitation 

in use of factor analysis with a small sample. 

The Pilot test ensured that contents of the questionnaire were clearly understandable, capable 

of being answered by potential respondents and the analysis showed that the questionnaire 

was reliable and valid. Thus, the questionnaire revised in the pilot study is meaningful, 

understandable and applicable in this different cultural context. 
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3.3.6 Data collection procedures 

As aforementioned, sample of 569 respondents were chosen from banking organisations in 

Sri Lanka that covered a range of variation. Initially, prior approval to access employees was 

sought from the managers who were in charge of the branches, by the researcher during a 

personal visit. The purpose of the study was clearly articulated and the majority of managers 

granted immediate permission to access their employees. Notwithstanding, a few branch 

managers advised the researcher to obtain permission from regional head office. Once 

permission to access potential respondents was granted, the researcher approached employees 

to explain the purpose of the study. Potential respondents were selected from the list of 

employees provided by managers of the respective banks. Most respondents showed their 

willingness to take part in this survey and only a handful of them refused to take part due to 

time constraints. 

Originally, the survey questionnaire was developed in English since the banking business is 

international and English is used in day to day business. Employees who work in banks are 

ipso facto good at speaking, writing and understanding English, hence they would be able to 

understand the questionnaire. 

However, the questionnaire was, in as a precautionary measure, translated into local language 

(Tamil language), to make sure respondents thoroughly captured the meaning of the 

questions asked, and the translated questionnaire was attached to the original questionnaire. 

This method is the "bilingual method" suggested by (Harpaz, 2003) where the both versions 

of questionnaires are sent to respondents. The "back translation method" was employed. 

Initially, the questionnaire was translated into Tamil by the researcher himself. Subsequently, 

the translated questions were translated back to English by an independent academic who was 

the senior lecturer in the department of English Language at the University of Jaffna, Sri 

Lanka. Then, the translated English version was compared with the original version of 

English to ensure robustness of the translation. 

As discussed in earlier, before embarking on main data collection, an exploratory study and 

the pilot study were carried out. In the exploratory study, the translated questionnaire and 

original version was discussed with the bank's employees and their input was also 

accommodated before piloting the questionnaire. Then, the questionnaire was piloted with a 

sample of 20 employees working in the banking sector and the details of the pilot test 

elaborated on penultimate section and no major problem was reported on the pilot study. 
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Having confirmed all required standards of the questionnaire, the finalised questionnaire was 

directly distributed among the respondents who consented to participate, with a stamped, self­

addressed envelope. The rationale behind choosing direct distribution of questionnaires was 

to elicit high response rate and encourage the participant's willingness to take part in this 

study. Respondents were informed and assured privacy and confidentiality in a statement 

declared on the front page of the questionnaire. Moreover, in the brief statement, the nature 

and purpose of the study, time taken to complete questionnaire, and the contact details of the 

researcher and the supervisors were informed. As Robson (2002) highlighted the subject bias 

regarding the pressure of authority was minimised and anonymity and confidentiality was 

assured to all respondents. 

The questionnaire measures work family conflict, work demand. family demand, job 

satisfaction, family satisfaction, work support, family support, gender ideology and 

demographic profile of respondents. In each section, instruction and a concise description of 

the questions measuring concepts were provided. A copy of the questionnaire and 

instructions can be found in (appendix A). Two alternative options for returning completed 

questionnaire offered were subject to participant's convenience, viz. drop and pick method 

and direct distribution and returned post method. 

Data collection was carried out during June 2013 to November 2013. The first returned 

questionnaire received in nine days after distribution and all returned questionnaires were 

accepted until November 2013. Meanwhile, four final year students at the University of 

Jaffna assisted data collection process and they were clearly instructed. They were only 

granted permission to access respondents to get back the returned questionnaire in a sealed 

envelope and they were not allowed to influence the participant's response at any time. 

3.4 Analytical strategy 

3.4.1 Data Analysis 

This section discusses the use of statistical techniques in this study. The data from the self 

administered questionnaire were inputted onto IBM SPSS Statistics 19 for analysis. Each 

questionnaire was rechecked before doing statistical analysis. Inputted data were then 

analysed using a number of statistical techniques. Two types of analysis were carried out: 

descriptive statistics and inferential statistics. Mainly, descriptive statistics were used for 

preliminary analysis to describe characteristics of subjects and check the reliability and the 
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assumptions of parametric statistics. Inferential statistics were primarily used for testing 

hypotheses (Hair et al., 2010; Pallant, 2010; Field, 2013). 

The results of the analysis are reported in three consecutive chapters, named descriptive 

analysis of the survey respondents (chapter 4), an assessment of the model of work family 

conflict (chapter 5) and exploring the factors related to work to family conflict and family to 

work conflict (chapter 6). The chapter 'descriptive analysis of the survey respondents' 

describes the main characteristics of sample using descriptive statistics such as percentages 

(%), frequencies (N) and graphs. Albeit mean (indicating average value of variable) and 

standard deviation (the deviation from the mean of the data set) were used to present the 

averages of work family conflict and its predictors and outcome variables, I-static and 

ANOV A were employed to capture the significant mean differences between the variables 

studied (Hair et aI., 2010; Field, 2013). 

The chapter 'an assessment of the model of work family conflict' included exploratory factor 

analysis and confirmatory factor analysis. Exploratory factor analysis is used for scale 

development by searching for structure among a set of variables (Hurley et aI., 1997; Hair et 

aI., 2010; Field, 2013). In this study, 27 items measuring work family conflict were subjected 

to exploratory factor analysis (EF A) to identify which variables make up a factor. 

Confirmatory factor analysis (CF A) is the most widely used technique during the scale 

development process for establishing the validity of a scale following an EF A (e.g., Bagozzi 

and Foxall, 1996; Worthington and Whittaker, 2006) and thus it was perfonned with the aid 

of AMOS 19 (Analysis of Moment of structures). In AMOS, data analysis is in the form of a 

path diagram which is a visual pictorial presentation of the model. The CF A path diagram 

consists of latent constructs (unobserved variables), indicators (measured or manifest 

variables), error tenns and their linkages using one headed arrow or two headed arrow per se. 

In a CF A, measurement model validity is dependent on two aspects: the first deals with 

establishing acceptable levels of Goodness -Of- Fit (GOF) measures, and the second is 

establishing construct validity. GOF measures explain how the model reproduces the 

observed covariance matrix among the indicators, that is, GOF measures the model fits by 

comparing theory (estimated covariance matrix) to reality (the observed covariance matrix) 

(Hair et aI., 2010). Construct validity suggests the extent to which the items designed to 

measure actually reflect the theoretical latent construct (Hair et aI., 2010). In general, 

construct validity takes three fonns: content adequacy analysis, convergent validity and 
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discriminant validity. Reliability was assessed to confinn internal consistency of the scale by 

dint ofCronbach alpha reliability coefficient. Before running the analysis, the assumptions of 

nonnality (multivariate nonnality), homoscedasticity, linearity, and multicollinearity in 

multivariate analysis were examined (Hair et aI., 20 I 0; Byrne, 20 I 0). CF A confirmed the 

factor structure emerged in exploratory factor analysis and indicated good construct validity. 

The chapter 'exploring the factors related to work to family conflict and family to work 

conflict' included correlation analysis, structural equation modelling (S M) and analysis of 

moderators. SEM is an extension several multivariate techniques notabl y multiple regression 

analysis (Hair et aI. , 20 I 0) and most frequently used advanced technique in testing 

hypotheses as it facilitates examining a series of dependence relationships simultaneously. 

The moderated hypotheses (H7' Hs, H9a, and H9b) were tested using specia l statistica l file 

"process .spd" downloaded from Andrew Hayes website: http://www.afhayes .com/spss- as­

and-mplus-macros-and-code.html as recommended by Field (20 13). Once insta lled the 

downloaded file , an option for perfonning moderator analysis becomes as a part of the 

analytical tool In existing IBM SPSS Statistics 19: appeared under 

test the proposed moderated hypotheses. 

3.4.2 Assessment of nonresponse bias 

and the resultant process facilitated to 

Nonresponse is about the responses that are not available to the researchers because of failure 

to return questionnaires (questionnaire nonresponse) or failure to answer some of the 

questions (item nonresponse) (Wallace and Mellor, 1988). The nonresponse can be as a 

function of the authority (respondent's position in the organisation), capacity (access to the 

infonnation or knowledge of what is inquiring) and motivation to respond (propensity to 

reveal infonnation) especially in organisational study (Tomaskovic-Devey, Leiter and 

Thompson, 1994). Hence, nonresponses can be attributed to the characteristics of the 

respondents or nature of study investigating. The actual nonresponse rate of this study was 

33%. The potential bias of the nonresponse can have an effect on generali sab ility of the 

results, and hence scrupulous attention is of utmost importance. Albeit response rate are low, 

the results can be generalisable if evidence lend weight in default of nonresponse bias (Van 

der Stede, Young and Chen, 2005). Many research scholars suggested that the response rate 

of 75% to 90% is found to be reasonable to draw generalisation of the results from the sample 

to the population of interest (e.g., Gall, Borg, and Gall, 1996; Tuckman, 1999; Burkell , 2003; 
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Dooley and Lindner, 2003; Werner, Praxedes and Kim, 2007; Ary et at., 2013). As this study 

has yielded a 67% response rate, the statistical analysis for non respondents' bias were 

warranted. 

The investigation of nonresponse bias can generally be carried out by dint of three 

approaches: the first is about a comparative analysis of responses by data of reply, the second 

is about comparing the profile of respondents against known characteristics and the last one is 

about comparing the characteristics of respondents with nonrespondents from the sample. 

Of those approaches, the comparative analysis of responses by date of reply is more popular 

method, called "surrogate" method (Wallace and Mellor, 1988). This method actually 

measures nonresponse bias from the known information of sampled data on the basis of the 

speed of responses by comparing early respondents to that of late respondents. 

In comparison to the early respondents, the late respondents are more likely to resemble as 

nonrespondents, but have responded because of the increased consistent follow ups or 

stimulus. Thus, the early vs. late response (reluctant) comparison detect the bias of 

nonresponse (Van der Stede, Young and Chen, 2005). Unfortunately, there is no stringent 

procedure to determine the early and late responses (Wallace and Mellor, 1988). In this study 

early is defined as 15 % of first received responses (N=85) and the late is the IS % of last 

received responses. The two sample independent I-test was the pertinent statistical test 

detecting the significant mean differences on all variables investigated between the early and 

the late responses, and the results provided in table 3.4. 
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Table 3.4: Assessment of non response bias 

Variables No ofresEonse N Mean SD t-value Si~. 

Work demand Early Response 85 4.14 .73 

Late response 85 3.95 .63 1.88 .06 

Family demand Early Response 85 4.31 .64 

Late response 85 4.29 .72 .15 .88 

Family support Early Response 85 3.95 .86 

Late response 85 3.89 .86 .45 .66 

Work support Early Response 85 4.16 .71 

Late response 85 4.19 .61 .31 .76 

Job satisfaction Early Response 85 4.29 .69 

Late response 85 4.11 .84 1.46 .15 

Family satisfaction Early Response 85 4.31 .63 

Late response 85 4.14 .73 1.64 .10 

Gender role ideology Early Response 85 3.93 .87 

Late response 85 3.79 .89 1.00 .32 

Work life policies Early Response 85 2.67 .59 

Late response 85 2.54 .75 1.25 .21 

Hours spent with children Early Response 85 2.49 1.43 

Late response 85 2.78 1.31 1.40 .16 

Hours spent with dependents Early Response 85 .49 .91 

Late response 85 .48 .92 .80 .93 

Working hours per week Early Response 85 43.40 2.21 

Late response 85 43.13 2.12 .82 .42 

Tenure Early Response 85 16.22 8.40 

Late response 85 16.66 8.41 .34 .74 

Time spent on travelling Early Response 85 30.71 13.95 

Late response 85 28.47 12.63 1.10 .28 

Hours spent on household chore Early Response 85 3.38 .99 

Late response 85 3.18 1.00 1.31 .19 

Work to family conflict Early Response 85 4.29 .34 

Late response 85 4.33 .37 .62 .53 

Family to work conflict Early Response 85 4.36 .36 

Late response 85 4.40 .39 .61 .54 
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As can be seen in table 3.4, all main variables viz., work demand, family demand, family 

support, work support, job satisfaction, family satisfaction, gender role ideology, work life 

policies, hours spent with children, hours spent with dependents, working hours per week, 

tenure, time spent on travelling, hours spent on household chores, work to family conflict and 

family to work conflict were examined in terms of the early and late responses to detect 

nonresponse bias. Results showed that there is no significant difference between early and 

late responses of the variables investigated, at 5 % significance level (p < 0.05). Albeit 

significant results of the I-test portends ofnonresponse bias needing more clear understanding 

for biasness (Groves, 2006), non significant results of this study did not portend any form of 

nonresponse bias and hence the results of the study can be generalisable without any 

cautions. 

3.4.3 Data needs matrix 

The data needs matrix summarises the ways research questions were answered in order to 

attain research aims. It includes research questions, the links between research questions and 

research aims, what theory informs the research questions raised, required data/data sources, 

data collection methods, data analysis methods, and ethical issues. The data needs matrix is 

presented in below table 3.5. 
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Table 3.5: Dat.a needs mat.rix 

Research question How research 
question linking with 

aims 
Are the three fonns of Investigate the extant 
work family contlict forms of work family 
developed from conflict in Sri Lanka 
research in and identify 
individualistic cultures differences between 
applicable in Sri males and females 
Lanka? 

Is psychological based 
work family contlict 
apparent in Sri Lanka? 

How far is Carlson, 
Kacmar and Williams' 
(2000) work family 
conflict questionnaire 
scale developed in 
individualist culture 
valid for investigating 
WFC in Sri Lanka? 

Investigate the extant 
forms of work family 
conflict in Sri Lanka 
and identify 
differences between 
males and females 

Investigate the extant 
fonns of work family 
contlict in Sri Lanka 
and further validate 
use of Carlson, 
Kacmar and Williams ' 
(2000) prevalent 
measure beyond the 
sample it developed 

Why? 
Supporting 

theory 
Role theory 

Role theory 

Work/family 
border theory 

Role theory 

Work/family 
border theory 

I Required data I Data 
sources 

Respondents ' responses 
on 18 items of Carlson, 
Kacmar and Williams' 
(2000) multidimensional 
scale (see appendix A) 

nata 
collection 
method 

Self 
administered 
questionnaire 

Respondents ' responses Self 
on 9 items of administered 
psychological based questionnaire 
work family conflict 
measures developed from 
exploratory study in line 
with previous literature 
(see appendix A) 

Respondents ' responses Self 
on 27 items of work administered 
family conflict measures; questionnaire 
18 items of Carlson, 
Kacmar and Williams' 
(2000) multidimensional 
scale and the remaining 9 
items from exploratory 
study and literature 
review (see appendix A). 
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Method of data 
a~~lysis 

CFA 

t statistics 

(Hz., H Zb, Hzc, 
Hzt , Hzr, Hzg, 

HZi) 

CFA 

1 statistics 

(HZd, HZh) 

CFA 

(HI) 

Ethical and 
related concerns 

Anonymity and 
confidentiality 
assured, Results 
reported in 
aggregated form 

Anonymity and 
confidentiality 
assured, Results 
reported in 
aggregated form 

Anonymity and 
confidential ity 
assured, Results 
reported in 
aggregated form 



Construct a model of I Social 
WFC in Sri Lanka theory 

role To what extent does 
traditional gender role 
ideology exist in Sri 
Lanka and if so, what is 
the consequent impact 
on WFC? 

Cognitive 
theories 
gender 
development 

Respondents' responses 
on 4 item' s measure of 
gender role ideology 
originally developed by 

of I Spence and Helmreich 
(1978) (see appendix A). 

Status 
characteri st i cs 
theory 

What are the main Construct a model of National 
factors influencing WFC in Sri Lanka difference 
WFC in Sri Lanka? (culture) 

Justice theory 

Job Demands­
Resources 
model 

Respondents ' responses 
on 3 items work demand, 
3 items family demand, 
4 items family support, 
6 items work support, 
3 items job satisfaction, 
3items family 
satisfaction, job status, 
age, education, income, 
tenure, no of children and 
hours spent on them, no 
of dependents and hours 
spent on them, hours on 
household chores, 
working hours per week 
etc (see appendix A). 
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Self 
administered 
questionnaire 

Self 
administered 
questionnaire 

Andrew Hayes' 
software 

recommended 
by Field (2013) 

(H91., H9b) 

SEM 

Andrew Hayes' 

software 

recommended 

by Field (2013) 

1 statistics 

(H3., H3b, H3c, 

H3d, H3t, H3(, 

H3g , H4., ~b, 

~c, ~d, ~t' 

H4f, Hs, "" H 7, 

Hs) 

Anonymity and 
confidentiality 
assured, Results 
reported in 
aggregated fonn 

Anonymity and 
confidential ity 
assured, Results 
reported in 
aggregated fonn 



3.5 Ethical considerations 

This research was conducted under the stringent professional ethical code of the University of 

Kingston, London, UK. Ethics in research is about appropriateness of the researcher's 

behaviour towards the rights of respondents or who are affected by it (Saunders, Lewis and 

Thornhill ,2007). All the phases of the research were conducted to confonn to accepted 

ethical standards from acknowledging sources to reporting data. The, core tenets of ethical 

principals are in the demonstration of privacy, confidentiality, accuracy, accountability, 

honesty and respect for human dignity that all protect respondents. 

In ensuring privacy of potential respondents, the decision to take part in the study was at the 

complete freedom of participant. Thomas (2004) stated that providing sufficient infonnation 

regarding the research to the potential respondents is the vital responsibility of the researcher 

that enables respondents to make a decision regarding their willingness on participation. 

Participating organisations and respondents were infonned of the purpose of the research 

undertaken when seeking initial access to enable potential respondents to choose whether or 

not to participate in the research. 

Participant's confidentiality and anonymity were assured by the statement declared by the 

researcher himself and on the front page of the questionnaire. This included the title of the 

research and research purpose, researcher and supervisors contact details and important 

ethical tenet (confidentiality and anonymity) (appendix A). Questions that could reveal the 

identity of the respondents were avoided. The researcher showed willingness to answer any 

queries that the respondents had, and appreciated their participation and, respected and 

appreciated the time they spent in filIing in questionnaire. Participating organisations and 

respondents names were not exposed to ensure confidentiality and anonymity. 

Moreover, the researcher assured that he would protect the identity of the respondents, 

infonnation provided by them solely being used for the research purpose and the results were 

reported in aggregated fonn rather on an individual basis. It was further assured that 

researcher was attuned to adverse effect of the questionnaire if an employer or boss accessed 

and filled in questionnaires were kept safely; and access pennitted only to the researcher and 

supervisors to protect potential hannful effects on subjects. 

Overall, this research was conducted in strict adherence to ethical principles; privacy and 

confidentiality, accuracy, accountability and honesty were all assured. All sources were 
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entirely properly acknowledged,· and the procedures and the findings were accurately 

documented. 

3.6 Summary 

This research adopts an objective (positivism) epistemology with hypothetico-deductive 

approach using a survey strategy in a cross sectional time horizon. Respondents were from a 

higher status occupation (banking) and randomly chosen from banks operating within the 

territory of Sri Lanka. Drawing on research philosophical assumptions and practical 

constraints of time, accessibility and the resources, a self administered questionnaire was 

used to gamer the requisite data. Before distributing questionnaires among subjects, as a 

caveat, a pilot test with a small sample of20 participants was carried out to test suitability for 

the main survey. In the main survey 843 questionnaires were distributed to employees from 

12 banks, 582 were returned and 569 were found to be usable. At outset, nonresponse bias 

was examined however results did not portend any form of nonresponse bias suggesting the 

findings of the study can be generalisable to the population of banks. Data were first analysed 

using descriptive statistics and then more advanced inferential statistics such as CF A, SEM 

and Andrew Hayes' special software. In the penultimate section, researcher assured that this 

research conformed to strict ethical principles. The next chapter presents a descriptive 

analysis of the survey data. 
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CHAPTER FOUR 

DESCRIPTIVE ANALYSIS OF THE SURVEY RESPONDENTS 

4.0 Chapter overview 

The purpose of this chapter is to describe the demographic characteristics of the survey 

respondents, their experience of work family conflict and its potential predictors and outcome 

variables. This chapter answers the research question of what forms of work family conflict 

are prevalent in Sri Lanka, identifies respondent's gender role ideology and compares the 

findings of this study with those from previous studies conducted in different cultural 

milieux. It will also report on the preliminary data analysis that sought to identify how 

demographic factors and gender ideology influence the work family sphere. The chapter 

covers three main topics: characteristics of the respondents, level of variance in work family 

conflict and its predictors and outcome variables, and differences in work family conflict and 

its predictors and outcome variables in terms of respondent's characteristics such as gender, 

age, income, marital status, education qualification, supervisor status and spousal status. 

Finally, a brief summary of what is discussed throughout this chapter is presented. 

4.1 Characteristics of the survey respondents 

4.1.1 General characteristics 

As explained in Chapter 2, demographic characteristics of respondent - gender, age, marital 

status, earnings, job status and education were found as predictors of family demand/work 

family conflict in previous studies (e.g., Parasuraman et a!., 1996; Voydanoff, 2005; 

Schieman, Whitestone and Van Gundy, 2006; Boyar et at., 2008). However, the relationship 

of all such variables has not been established in less developed countries with a collectivist 

tradition. The next section therefore describes the distribution of survey responses for these 

variables and examines the relationship between them. Table 4.1 shows the distribution of the 

general characteristics of the survey respondents. 
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Table 4.1: The distribution of the general characteristics of the survey respondents 

Characteristics Category Number(N) Percentage (%) 

Gender Male 333 59% 

Female 236 41 % 

18-25 78 14% 

26-35 230 40% 
Age 36-45 182 32% 

46-55 58 10% 

Over 55 21 4% 

Single 61 11 % 

Marital Status Married 472 83% 

Widow 29 5% 

Widower 07 1% 

AIL 48 8% 

Advanced Diploma 73 13 % 

Educational Qualification Degree 149 26% 

Postgraduate 216 38% 

PhD 02 1% 

Others 81 14% 

Main Earner Yes 406 71 % 

No 163 29% 

Source: Survey data 

Of the 569 respondents, men accounted for 59% (N=333) whilst women accounted for 41 % 

(N=236). According to 2013 labour force survey in Sri Lanka, the female participation rate in 

the financial and insurance sectors was 39% suggesting that the gender composition of the 

sample is representative of the population (Department of Census and Statistics, 2013). As 

can be seen in table 4.1, ages of respondents were measured using five consecutive scales 

from minimum of 18 years to maximum of over 55 years. The highest number of respondents 

was found between 26 to 35 years. As discussed in chapter 1 (p.5), the age distribution found 

is similar to the pattern of labour force participation in Sri Lanka (Department of Census and 

Statistics, 2013) indicating the survey is representative of the population. 

Regarding the marital status of the respondents, 11% of them were single (N=61), 83% were 

married (N=4 72), 5% were widowed (N=29) and the remaining 1 % were widowers (N=07) 

(see table 4.1). The observed large number of widows might be attributed to the brutal civil 
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war that lasted for more than three decades and ended in May 2009 as explained in 

chapter 1 (p.6) (ColomboPage, 2011; Sajanthan et at., 2014). As explained in chapter 2 

(p.28), marital status and age were found as determinants of work family conflict in nations 

with individualist culture (e.g., Voydanoff, 2005; Schieman, Whitestone and Van Gundy, 

2006). However, such relationship has not been established in nations with collectivist 

culture. Thus, it is of substantive importance in apprehending diffusion of respondent's 

marital status across age groups among the respondents. The table 4.2 presents marital status 

of respondents by gender and age groups. 

Table 4.2: Composition of the respondent's marital status, age and gender 

ABe GrouE 

18-25 26-35 36-45 46-55 Over 55 Total 

Percent~!Y2 Percent!!Y2 Percent!!Y2 Percent~!Y2 Percent~!Y2 N 

Male Marital Single 36(16) 23(27) 43 
Status Married 64(29) 77(92) 99(117) 88(30) 88(15) 283 

Widower 1(1) 12(4) 12(2) 7 
Total 58 (45) 52 (119) 65(118) 59(34) 81(17) 333 

Female Marital Single 48 (16) 1(1) 4(1) 18 
Status Married 52 (17) 88(98) 81 (52) 88(21 ) 25(1) 189 

Widow 11 (12) 19(12) 8(2) 75(3) 29 

Total 42~33~ 48~1I1~ 35~64~ 41~24~ 19~4~ 236 
Source: Survey data 

As can be seen in table 4.2, age group between 26 to 35 years consisted of the majority of 

men (N= 119) and women (N= 111) across all other age groups. Further, the age group 26 to 

35 consisted of the vast majority of married women (88%), however the vast majority of 

married men (99%) were between 36-45 ages. Moreover, none of women with single status 

was found between 36-45 ages. As explained in chapter 1 (p.4), the results support men's 

delayed married in comparison with women in Sri Lanka. Surprisingly, the great amount of 

widows (N=24) were identified between 26-45 ages attributed to the consequence of civil war 

as discussed in chapter 1 (p.6). A few numbers of males and females were identified among 

other age groups and 6 of them were widowers and 5 of them were widows. 

In terms of educational qualification, as table 4.1 shows, the majority of respondents (79%) 

had degree level or above educational qualifications reflecting the fact that the respondents 

were drawn from a higher status occupation. Table 4.3 further describes educational 

qualification of the respondents by gender. 
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Table 4.3: Educational qualification by gender 

AIL Advanced Degree Postgraduate PhD Others Total 

diploma Percent (N) 

Male 6% 8% 15 % 21 % 1% 8% 59 % (333) 

Female 3% 4% 11 % 17% 6% 41 % (236) 

Source: Survey data 

As can be seen in above table, men had slightly high educational qualification than that of 

female counterparts. As explained in chapter 1 (p.5), increasing women's attainment in 

educational qualification and consequent influx into the labour market might change the 

traditional perception of gender role ideology. However, it is also plausible that women may 

perceive work as essential for economic benefits (family functioning) in less developed 

economies rather perceiving their work role as their central role (e.g., Livingston and Judge, 

2008). Thus, the relationship between main earner, marital status and gender is of substantive 

importance, and presented in table 4.4. 

Table 4.4: Role of the main earner between marital status and gender 

Marital 
Status 

Single 
Married 
Widow 
Widower 

Source: Survey data 

Gender 
Male 

Main Earner 
No Yes 

Percent (N) 
14(6) 

96(272) 

100(7) 

Percent (N) 
86(37) 

4(11) 

Female 
Main Earner 

Yes No 
Percent (N) Percent (N) 

22(4) 78(14) 
44(84) 56(105) 

100(29) 

As can be seen in table 4.4, 96% of married males were the main earner of their family and 

44% of married women reported that they were the main earner. The reason for the observed 

unexpectedly relatively large number of women as main earners of the family might be 

explained by the fact that banking jobs otTer much higher than average pay and is not typical 

of Sri Lanka as a whole. 
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4.1.2 Family related characteristics of the respondents 

Previous studies have found that the variations in family structure such as number of family 

members, number of children and caring for children, number of dependents and dependent 

care, the nature of spouse (either working or not) and spouse's employment (full-time, part­

time or contract) were determinants of family demand/work family conflict as explained in 

chapter 2 (e.g., Goff, Mount and Jamison, 1990; Grzywacz and Marks, 2000; Foley, Hang­

Yue and Lui, 2005; Lu et aI., 2006; Boyar et aI., 2008; Hoobler, Wayne and Lemmon, 

2009). However, these characteristics are not uniform across countries and cultures. For 

instance, childcare would not cause similar impact on individualist and collectivist cultures as 

in nations with collectivist culture it is usual for extended family members living in a 

household to share childcare responsibilities. 

The survey results found the average household size was 5.3 which is greater in comparison 

with many developed countries, such as 2.4 in the UK (Macrory, 2012) and 2.63 in the USA 

in 2009 (Nasser and Overberg, 2011). Thus, the large household size would be expected to 

have greater impact on work family conflict in comparison with other countries. Moreover, 

the household size was an indicative of the prevalence of the extended family structure in Sri 

Lanka. Households of respondents are composed parents (86%) and siblings and other 

extended family members (27%)(Table 4.7). Importantly, 79% of the respondents had at least 

one child (N=490) and 86 % of the respondents had at least one dependent parent either theirs 

or their spouse's. Most married female respondents had their parents living with them (87%) 

and 32% had their spouse's parents living with them. This is a typical ofa collectivist cultural 

nation where the onus for looking after parents is on their daughters. Thus, in collectivist 

cultural nations the family demand would be greater owing to the extra demand from 

extended family members; on the other hand however, the support from extended family 

members would attenuate family demand (e.g., Yang et aI., 2000). Thus, the relationship 

would hinge on both number of extended family members needing caring and the person who 

is responsible for primary caring. Thus, family demand would be expected to be different 

between nations with collectivist and individualist cultures. 

Caring responsibilities by gender and marital status are presented in table 4.5. Of dependents, 

20% of them need caring (N=112). 72% of them were primarily cared by respondents' wives 

(N=81). Among the surveyed respondents, 12% of dependents' caring needs were primarily 

delivered by married females whilst just 1 % of dependents' care was primarily served by 

married men. Interestingly, 14% of dependent care was delivered by other members of 
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extended family living in a household. In contrast, there was virtually no use of paid carers 

among respondents. 

Table 4.5: Primary Carer for dependents by gender, marital status and extended family 
structure 

Respondent 

Spouse 

Parents 
Primary 
dependent's Extended 
carer family 

member 

Paid carer 

Others 

Source: Survey data 

Male 
Marital Status 

Gender 
Female 

Marital Status 
Single Married Single Married Widow Total 

Percent(N) Percent(N) Percent(N) Percent(N) Percent(N) Percent(N) 

1%(1) 

1%(1) 12%(13) 1%(2) 14%(16) 

72%( 81) 72% (81) 

7%(8) 

1%(1) 

4%(4) 

1%(1) 1% (1) 

Total 

8%(9) 

1% (I) 

4%(4) 

100%(112) 

As can be seen in table 4.5, the majority of women take primary responsibility for 

dependent's care and consequently, they would experience high levels of family demand. In 

essence, women living in extended family structure would experience high level of family 

demand than living in nations with individualist cultures (or egalitarian) owing to the extra 

family demand caused by dependents' care. Thus, the pervading caring demand for 

dependents among samples would intensify family demand among females. On the other 

hand, the little sharing responsibility of men over dependents caring would cause lesser effect 

on family demand for men. The prevalent greater demand for dependent care is consistent 

with Agarwala et at. (2014) where they found greater eldercare responsibility in India 

(collectivist cultural nation) than Spain and Peru. 

Many previous studies found that childcare was a determinant of family demand/work family 

conflict suggesting that the time and energy spent on care giving for children would interfere 

with meeting the demands of work as explained in chapter 2 (p.28) (e.g., Goff, Mount and 

Jamison, 1990; Kossek and Nichol, 1992). As in collectivist cultural nations extended family 

members (e.g., grandmother, grandfather, siblings) can be of help in looking after children, 

the effect of childcare on family demand in nations with collectivist culture would not 
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necessarily be similar to nations with individualist culture.' The primary childcare 

responsibility between gender and marital status is illustrated in table 4.6. 

Table 4.6: Primary childcare responsibility in extended family structure 

Main Child 
Carer 

Respondent 
Spouse 
Parents 
Extended 
family member 
Others 

Gender 
Male 

Marital Status 
Married Widower 

Percent(N) Percent(N) 

1 % (6) 1% (3) 
33% (150) 

11 %(50) 1% (3) 
7% (32) 

1%(2) 1% (1) 

. Female 

Marital Status 
Married Widow 

Percent(N) Percent(N) 

14%(67) 1%(5) 
3% (15) 

14% (63) 5% (23) 
6% (28) 1 % (1) 

Total 
Percent(N) 

17%(81) 
36%(165) 

31%(139) 
14%(61) 

2%(3) 
Total 100%( 449) 

Source: Survey data 

As can be seen in table 4.6, of the surveyed respondents, 449 of them reported that their 

children needed caring, however, just around 17% of childcare was primarily given by 

respondents themselves, of which 15% were married women. Importantly, 47% of childcare 

was mainly carried out by extended family members living with the respondent. This would 

be a significant difference in comparison with nations with a nuclear family structures. 

Married male respondents agreed that their wives were primarily responsible for 33% of 

childcare. Only 1 % of childcare was borne by male respondents reflecting the prevalence of 

traditional gender role ideology/extended family structure. Overall, the effect of childcare 

responsibilities on family demand would be lower in collectivist cultural nations than in 

West. As explained in chapter 2 (p.29), childcare responsibility was lower in India 

(a collectivist cultural nation) than Spain and Peru (Agarwala et aI., 2014). 

Studies in western cultures have found that work family conflict in dual earner couples is 

greater than with single earner couples (e.g., Moen and Yu, 2000; Nomaguchi, 2009). 

Almost half of the respondents' spouses were working (53%), of them, 95% were full-timers 

(N=285) and the remaining 5% of spouses were part-timers. As half of the respondents' 

spouses were working, it is important to establish the gender of the spouses. Figure 4.1 shows 

the working patterns of spouses by gender. 
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Figure 4.1: Working patterns of spouses by gender 
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Source: Survey data 
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Of those who were marri ed, 92% of female' spou e were work ing whil st onl y 45 % of 

males' spouses were working. As di scussed in chapter I (p.S), women's labo ur force 

participation was slightl y greater in comparison with averagt: labo ur lo rce parti cipati on rat t: 

of 36.2 in Sri Lanka, 201 3 (Department of Census and Stati sti cs, 2013) however, the women 

labour force participation rate was quite low in comparison wi th developed countries, lo r 

instance, labour force participati on rate of women in the K wa 67% in April -June 2013 

(Offi ce for National tati sti cs, 20 13). Albeit previou tudi e ~ und that work la mil y connict 

was greater among dual ea rner couples in nations with individuali st culture. , the same level 

of work famil y connict would not necessaril y be ex pected among dual carner couples in 

nations with collectivist cultures owing to the prevalence of the ex tended famil y structure 

where extended family members living in a household would support in meeting famil y 

demand such as childcare, hou ehold chores etc. 

As can be seen in table 4.7, the average hour spent on household ch res, children and 

dependents were 3. 16, 2.47 and 0.47 respecti ve ly. i\ summary of the family related 

characteri stics of the surveyed respondents is tabulated in tab le 4.7 indicating genera l 

qualities, similarities and di ss imilarities . 
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Table 4.7: A summary of the family related characteristics ofthe respondents 

Family related characteristics Category Number(N) Percentage (%) 

2 3 1% 

3 40 7% 

4 78 14% 

No of family members 5 180 32% 

6 179 31 % 

7 65 11% 

8 24 4% 

Any children? 
Yes 450 79% 

No 119 21 % 

Years 1 to 4 84 12 % 

Number of Children 
Years 5 to 11 299 44% 

Years 12 to 18 212 31 % 

Years Over 18 86 13% 

Parents 490 86% 
Extended family members 

Relatives/family 154 27% 
members 

Any dependent care needs? 
Yes 112 20% 

No 457 80% 

Nature of Spouse 
Working 300 53% 

Not working 269 47% 

Full-time 285 50% 

Spouse's employment Part-time 15 3% 

Not working 269 47% 

Domestic helper? 
Yes 45 8% 

No 524 92% 

Pattern of hours spent on Minimum Maximum Mean SD 
family during a working day 

Hours spent on household 1.00 5.00 3.16 .82 
chore 

Hours spent with children .00 5.00 2.47 1.41 

Hours spent with dependents .00 3.00 .47 .91 

Source: Survey data 
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4.1.3 Work-related characteristics of the survey respondents 

Many studies have found that work related factors viz., nature of employment, status of 

employment, supervisory status, level of income, fonnal and infonnal work life policies, 

working hours and tenure were the predictors of work demand/work family conflict as 

explained in chapter 2 (p.22) (e.g., Boyar et aI., 2008; Allen and Finkelstein, 2014). These 

factors might be expected to vary across national contexts, for instance, more organisations in 

developed countries offer work life policies than in less developed countries. In this section 

the work related factors that potentially influence the work family conflict experienced by 

respondents is examined. The work related characteristics of respondents are shown in table 

4.8. 

Table 4.8: A summary of the work related characteristics of the respondents 

Work related characteristics 

Nature of Employment 

Status of employment 

Supervisory Status 

Income Level 

Formal Work life policies 

Infonnal Work life policies 

Working hours per week 

Tenure 

Source: Survey data 

Category 

Full-time 

Part-time 

Permanent 

Temporary 

Contract 

Yes 

No 

Rs 10000·20000 

Rs 20 001 ·30000 

Rs 30 001 - 40000 

Rs 40001 - 60000 

Rs Over 60 000 

Yes 

No 

Yes 

No 

Minimum Maximum 

20.00 48.00 

2.00 40.00 

75 

Number(N) Percentage (%) 

557 98% 

12 2% 

557 98% 

11 1% 

1 1% 

297 52% 

272 48% 

07 1% 

34 6% 

138 24% 

282 50% 

108 19% 

93 16% 

476 84% 

287 51 % 

282 49% 

Mean SO 

43.03 2.39 

16.27 7.97 



______________________________ ~~.~._==_'_L=_== __________________________________ _ 

As can be seen table 4.8, 98 % of respondents were full-time employees and held permanent 

positions. Only a few employees (2%) were the part-timers but they were not permanent 

employees, instead they were temporary (1%) and contract (1%) workers denoting limited 

options for working on a part-time basis in higher status occupations in Sri Lanka. Thus the 

vast majority of jobs are full-time and there appears to be little scope for using flexible 

working as a way of achieving work life balance. 

Studies have found that supervisory status can increase work demand owing to greater job 

demand! responsibilities (e.g., Boyar et al., 2008). Just over half of the respondents held 

supervisory positions (52%) and the majority of them were over 35 years indicating high 

level of work demand among those respondents. Further, the level of income respondents 

received would expect to determine work demand (e.g., Bhave, Kramer and Glomb, 2012) as 

high levels of pay are strongly associated with more responsibilities in the workplace. A half 

of the respondents' monthly earnings were between Rs 40 001 to 60 000 (50%) while 24 % 

of them were between Rs 30 001 to 40 000 (N= 138) and 19% of them were over Rs 60 000 

(N=108). Overall, 93 % of respondents' monthly earnings were more than Rs 30000 which is 

greater than average monthly income of Rs. 25,778 in Sri Lanka (Department of Census and 

Statistics, 2013). The observed large number of respondents over national average of income 

is reflective of higher status occupation. As employees of well paid expected to high demand 

in higher status occupation, income would predict work demand in higher status occupations. 

Many studies have found that work life organisational policies ameliorate the conflict 

between work and family as discussed in chapter 2 (p.24) (e.g., Carlson, 1999; Fox and 

Dwyer, 1999; Grzywacz and Marks, 2000). Work life policies are more prevalent in 

developed nations, but are at a premium in developing countries. Moreover, work life policies 

found in the West may not reduce work family conflict in Asia due to the nature of the 

extended family structure as described in p.27. Table 4.9 shows that most respondents (84%) 

did not work in organisations with formal work life policies. However, 51 % of respondents 

agreed that it was informal practice to make allowances. For instance, employees might ask 

the supervisor to go home early to look after a sick child. Nonetheless, such informal work 

life practices are at the discretion of management. The formal work life policies available to 

respondents are presented in table 4.9. 
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Table 4.9: Formal work life policies available to respondents 

Types of bank 

Availability Local banks Multinational banks 
Work life policies 

(N=48 I) (N=88) 

NN Percent Percent 

Maternity leave Yes 100% 100 % 

Paternity leave Yes 100% 100 % 

Paid leave family problems Yes 100 % 100 % 

Work training Yes 91 % 100% 

Unpaid leave Yes 85 % 99% 

Career break Yes 26% 100% 

Transportation Yes 4% 89% 

Job sharing Yes 100% 

Childcare Yes 77% 

Childcare advice Yes 51 % 

Part-time working Yes 2% 1% 

Flexible working hours No 

Compressed working week No 

Eldercare No 

Working Home No 

Source: Survey data 

As can be seen in table 4.9, work life policies typically found in European and most Western 

countries viz., flexible working arrangements, compressed working week, eldercare, working 

from home, are not present in banking organisations in Sri Lanka. Notwithstanding, some 

work life policies viz., maternity leave, paternity leave and paid leave for dealing with family 

problems were available. Unpaid leave, career breaks and transportation were more prevalent 

in multinational banks than local banks. However, job sharing (100%), childcare (77%) and 

childcare advice (51 %) were only available in multinational banks indicating the adaption of 

Western work life policies to reduce work family conflict. Only 3% of respondents were part­

timers (temporary and contract workers) moreover, part-time working in permanent positions 

was not available in banking organisations in Sri Lanka. Overall, multinational banks offer 

more work life policies in comparison with local banks. However, the level of support offered 

in formal and informal policies and practice was lower than that found in studies carried out 

in the West as described in chapter 2 (p.24). 

As explained in chapter 2 (p.24), many studies have found that long working hours increase 

work demand/work family conflict (e.g., MacInnes, 2005; Boyar et aI., 2008; Russell, 

O'Connell and McGinnity, 2009). The average working hours per week were 43.03 
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(SD=2.39) which is similar as found in developed countries such as 43.5 hours for men 

working in the UK (Cousins and Tang, 2004). The average years of the service of the 

respondents was 16.27 years (SD=7.97). 

4.2 Level of variance in work family conflict and its predictors and outcome 

variables 

This section describes the distribution of work family conflict with its further predictors (than 

explained above) and outcome variables across the sample. As explained in chapter 2, work 

demand, family demand, work support, family support and gender role ideology were the 

predictors of work family conflict (e.g., Lu et aI., 2006; Boyar et aI., 2008; Russell, 

O'Connell and McGinnity, 2009) and job satisfaction and family satisfaction were the 

outcome variables of work family conflict (e.g., Wayne, Musisca and Fleeson, 2004; 

Thompson and Prottas, 2006). However, these relationships have not been investigated in any 

depth in less developed countries. Value of mean, standard deviation and ranges of work 

family conflict, its predictors and outcome variables are presented in table 4.10. 

Table 4.10: Mean, standard deviation and range of work family conflict, its predictors 
and outcome variables 

Variables DescriEtion Minimum Maximum Mean SO 

Work demand Further 1.00 5.00 3.95 .79 
Family demand Predictors 1.00 5.00 4.29 .70 

Work support of 1.33 5.00 4.37 .58 
Family support Work family 1.00 5.00 3.98 .85 
Gender role ideolog~ conflict 2.00 5.00 4.00 .81 
Time based WFC 2.00 5.00 4.30 .65 
Strain based WFC Work to 1.33 5.00 4.40 .53 

Behaviour based WFC family conflict 1.00 3.33 1.57 .46 
Psychological based WFC 1.00 5.00 4.20 .80 
Work to family conflict (Overall) 2.78 5.00 4.30 .39 

Time based FWC 2.00 5.00 4.54 .57 
Strain based FWC Family to 1.00 5.00 4.09 .82 
Behaviour based FWC work conflict 1.00 3.00 1.56 .53 
Psychological based FWC 1.33 5.00 4.44 .63 
Family to work conflict (Overall) 3.00 5.00 4.36 .39 

Job satisfaction Outcome 1.00 5.00 4.43 .65 
of 

Family satisfaction Work family 1.33 5.00 4.35 .66 
conflict 

Source: Survey data 
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Predicting va riables of work family conflict 

Work demand 

Work demand was measured using three items where respondents asked to indicate the extent 

of their agreement on the items using a five point likert scale with response choices ranging 

from I (strongly disagree) to 5 (strongly agree). The reported mean score was 3.95 (SD=.79) 

indicating on average respondents agreed on all statements. The respondents' responses on 

each three item are presented in table 4.11. 

Table 4.11: Respondents' responses on level of work demand 

Work demand Strongly Disagree Uncertain Agree Strongly 
disagree agree 

Items M SD % % % % % Nonnality curve 

never seem to 3.95 .76 2 4 10 66 18 L,iJ have enough time , 
to get everything ~ 
done at work 
I feel like I have a 4.03 .87 2 3 15 50 30 

L~ ,~I , lot of work demand 

. i 
I have a lot of 3.88 .99 4 28 36 3 1 

t ,tIJ,1 responsibility at 
work 

Source: Survey data 

As can be seen in table 4.11, albeit 10% -15% of respondents were uncertain on the first two 

statements and 28 % on third statement, the majority of respondents agreed on all three 

statements. However, it is fair to say that the majority of respondents experienced high levels 

of work demand. Moreover, the average work demand found was greater than Boyar et al. 

(2008) found in the USA (M=3.78). 

Family demand 

Family demand was measured using three items where respondents asked to indicate the 

extent of their agreement on the items on a five point likert scale. The mean score was 4.29 

(SD=.70) indicating on average respondents agreed on all statements. The respondents' 

responses on each three item are presented in table 4.12. 
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Table 4.12: Respondents' responses on family demand 

Family demand Strongly Disagree Uncertain Agree Strongly 
disagree agree 

Items M SD % % % % % Normality curve 

never seem to 4.31 .72 5 51 42 
have enough time :_~[l] to get everything 
done at home 

I feel like I have a 4.35 .82 13 32 53 -I 

",~I.[j lot of family .. 
demand j 

I have to work hard 4.22 .89 20 30 48 - I 

1 on family related ( r-

activities ~.~~l. ' 
Source: Survey data 

As can be seen in table 4.12, only a few respondents were not agreed on all statements (2%) 

however, certain numbers of respondents were uncertain. Of uncertain responses, the greatest 

numbers (20%) were found on the last item " I have to work hard on family related activities" . 

Overall, the majority of respondents agreed with a ll three statements and consequently, it can 

be concluded that most respondents experienced high levels of family demand. Moreover, 

average family demand found to be greater in comparison with Boyar et at. (2008)'s study in 

the USA (M=3.07). 

Work support 

Work support was measured using six items, the first two items were taken from previous 

studies (Anderson, Coffey and Byerly, 2002) and the remaining four developed by the 

researcher reflect collectivist cultural characteristics found in the stage one preliminary study. 

On average, respondents received high levels of work support (M=4.37, SD=.58) reflecting 

the fact that personal relationship more important than task as discussed in p.3. The responses 

on each six item are presented in table 4.13. 
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Table 4.13: Respondents' responses on level of work support 

Work support 

Items M SD 

My supervisor is 4.43 .69 
supportive when 
have a work problem 

My supervisor 4.51 .69 
accommodates me 
when I have family or 
personal business to 
take care of- for 
example, medical 
appointments, 
meeting with child's 
teacher, etc. 
f feel my supervisor 4.09 .61 
is like a family 
member & 
understands my 
family demands 
My supervisors 4.21 .66 
usually attend my 
family events such as 
marriage, birthday, 
funeral etc 
My colleagues are 4.50 .72 
supportive when f 

have a work problem 

My colleagues 4.46 .78 
usually attend my 

family events such as 
marriage, birthday, 

funeral etc 

Source: Survey data 

Strongly Disagree Uncertain Agree Strongly 
disagree 

% 
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33 
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33 

31 

agree 
% Normality curve 

52 1 

60 

2 1 

32 

60 

59 

tO~ 1 
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L~f \1 
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Almost 90% of respondents agreed with all statements indicating the high levels of work 

support as would be expected in collectivist society like Sri Lanka. The level of work support 

is greater than Boyar et al (2008) found in the USA, however the items used to measure work 

support were different in both studies as aforementioned. 
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Family Support 

Family support was measured using four items, two of which were originally developed by 

King et al. (1995) (the first two items in table 4.14) and two items were developed by the 

researcher to reflect the nature of collectivist culture. On average, respondents received high 

levels of family support (M = 3.98, SD =.85) reflecting the fact of extended family support. 

The respondents' responses on each four item are presented in table 4.14. 

Table 4.14: Respondents' responses on family support 

Family support 

Items M SD 

My family members 4.02 .96 

do their fair share of 
household chores 

If my job gets very 4.04 .95 

demanding, someone 

in my family will 

take on extra 

household 

responsibi I ities 

Extended family 3.85 .94 
members (parents or 

spouse 
parents/brother in 

law/sister in law etc) 

support in doing 
routine household 

chores 

My relative supports 4.00 .90 

looking after my 

children 

Source: Survey data 

Strongly Disagree Uncertain Agree Strongly 
disagree 
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As can be seen in table 4.14, the majority of respondents agreed on the two new items 

reflecting collectivist cultural characteristics in comparison with the first two items, 

developed in individualist cultures. For instance, the vast majority of respondents agreed that 

the extended family members provide support to meet family demand, however 12 % of them 

disagreed indicating that in some cases extended family members increase demand for 

dependents ' care. Overall , respondents received high levels of support which is greater than 

Boyar et al. (2008) found in the USA, however, the measurement used to gauge family 

support was different in both studies as aforementioned. 
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Gender role ideology 

Traditional gender roles dictate that work is for men and domestic responsibilities for women 

(e.g., Gutek, Searle and Klepa, 1991; Denton, 2004). Although more gender egalitarianism is 

apparent in developed countries, male dominance and patriarchy are prevalent in Sri Lanka 

(e.g., Kailasapathy, Kraimer and Metz, 2014). A series of four questions concerning gender 

roles were asked to establish the extent to which respondents supported traditional gender 

roles. The results supported its presence at a high level (M=4.OO, SD=.81). The table 4.15 

summarises the responses to the four statements. 

Table 4.15: Respondents' responses on level of gender role ideology 
GRl Strongly Disagree Uncertain Agree Strongly 

Items M SD 

A woman should not 4.33 .83 

expect to have the same 

freedom as a man 

A husband should earn 4.18 .90 

more money than his 

wife 

A working mother can 3.90 .96 

have just as good a 

relationship with her 

children as a mother 

who does not work. 
Even if the wife works 3.61 .89 

outside the home, the 

husband should be the 

main breadwinner and 

the wife should carry 

the responsibility for 

the home and children. 

Source: Survey data 
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The majority of respondents agreed on all statements, although a significant minority were 

uncertain. 81 % of respondents agreed the existence of patriarchy (item I, table 4.15) and 

73% of respondents agreed with the statement that a man should earn more money than his 

wife. The relatively high number of "uncertain" responses might be attributed to the sample 

being taken from a higher status occupation and the number of female respondents who were 

the main earner. 
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Work to family conflict (WFC) and family to work conflict (FWC) 

Results revealed that respondents on average, experienced high levels of WFC (.M=4.36, 

SD=0.39). Of WFC, respondents experienced a greater amount of strain based WFC 

(M=4.40), followed by time based WFC (.M=4.30), and psychological based WFC (.M=4.20). 

There was little evidence of the existence of behaviours based WFC (M=1.57, table 4.10). 

The behaviours based WFC was measured three items and responses on each items 

summarised in table 1 (appendix C). Less than 1% of respondents agreed on the first two 

statements and less than 8% of respondents agreed on the third statement. This level of 

disagreement indicates a virtual absence of behavioural based WFC in the sample. Moreover, 

confirmatory factor analysis (CF A) did not support construct validity and predict validity of 

the behavioural based WFC. Thus, behaviours based WFC was discarded which is consistent 

with Kailasapathy, Kraimer and Metz (2014) as discussed in chapter 2 (p.13) 

Moreover, results revealed that respondents on average, also experienced high level of family 

to work conflict (M=4.30, SD=0.39). Of FWC, respondents experienced greater time based 

FWC (.M=4.54), followed by psychological based FWC (.M=4.44), and strain based FWC 

(.M=4.09). There was little evidence of the existence of behaviour based FWC (.M=1.56) and 

the similar pattern was observed as in behaviour based WFC. The greater level of WFC and 

FWC in Sri Lanka, is consistent with previous cross cultural study among collectivist and 

individualist nations. For instance, the greater amounts of WFC and FWC observed among 

Taiwanese than British (e.g., Lu et al., 2006), and oflate, WFC and FWC were greater among 

the Indian than Spanish and Peruvian (Agarwal a et a\., 2014). 

Outcome variables 

Job satisfaction 

Job satisfaction was measured using three items with five point likert scales ranging from 

1 (strongly disagree) to 5 (strongly agree). On average, respondents revealed high levels of 

job satisfaction (.M=4.43, SD=.65). The table 4.16 summarises the respondents' responses on 

each three item. 
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Table 4.16: Respondents' responses on job satisfaction 
Job satisfaction Strongly Disagree Uncertain Agree Strongly 

di sagree agree 
Items M SD % % % % % Normality curve 

All In all I am 4.39 .71 8 39 51 
satisfied with my J- I 

,I 

job 
-. I 
.. ~ ;. .L.~ __ ~ ! 

In general, like 4.50 .69 7 31 60 

L~I working here - / \ 
. ' --:.. .lo-

In general, I don't 4.38 .80 56 27 15 -1 like my job 1-

~.,L~ 
Source: Survey data 

As can be seen in above table, majority of the respondents agreed on the first two statements 

and disagreed on the last statement owing to the negative item. Greater numbers of 

respondents were uncertain (\ 5%) on the third item in comparison with other items that might 

be attributed to the nature of job they held. Overall , responses indicated of high level of job 

satisfaction. 

Family satisfaction 

Fami ly satisfaction was measured using three items with five point li kert scales. On average, 

respondents revealed high levels of family satisfaction (M=4.35 , SD=.66). The table 4. 17 

summarises the respondents ' responses on each three item. 

Table 4.17: Respondents' responses on level of family satisfaction 
Family satisfaction Strongly Disagree Uncertain Agree Strongly 

disagree agree 
Items M SD % % % % % Normali ty curve 

All in all , am 4.31 .73 12 41 45 
satisfied with my J\ fami ly life 

In general, I like 4.34 .8 1 2 14 31 53 

LJlI being a member of 
family 

Sometimes I am 4.39 .78 55 31 II 2 

fu~ glad to go to work 
to get away from 
the demands of the 
family 

Source: Survey data 
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As can be seen in table, more than 80% of respondents agreed on the first two statements and 

disagreed on last statement owing to the negative item. Further, II % to 14% of respondents 

were uncertain on all statements suggesting neither satisfied nor dissatisfied on their family. 

Overall , results have found high levels of work demand, family demand, WFC, FWC, work 

support, family support, job satisfaction and family satisfaction. As discussed earlier, the 

higher score on gender role ideology implies the presence of traditional gender role ideology. 

The nature of relationships between all these variables was discussed in chapter 6. The next 

section discusses the organisational and individual levels difference in work family conflict 

and its predictors and outcome variables. 

4.3 Analysis of difference 

Gender, income, spousal status, supervisor status, marital status, education 
and age groups differences in work family conflict, and its predictors and 
outcome variables 

As explained in chapter 2 (p.12), many research scholars were in agreement with the 

existence of three forms of work family conflict with both directions in the West (e.g., 

Kelloway, Gottlieb and Barham, 1999; Carlson, Kacmar and Williams, 2000). However, the 

existence of such forms of work family conflict in nations with collectivist cultures has not 

been clearly established in previous studies (e.g., Kailasapathy, Kraimer and Metz, 2014). In 

examining the prevalent nature of work family conflict, many seminal studies have 

confirmed that men experienced greater work to family conflict than women and women 

experienced greater family to work conflict than men (e.g., Gutek, Searle and Klepa, 1991 ; 

Lundberg, Mardberg and Frankenhaeuser, 1994; Nielson, Carlson and Lankau, 200 I). 

Thus, when researching the prevalent forms of work family conflict in Sri Lanka and the 

factors determining it, examining gender differences is essential. 

As discussed earlier, women, ceteris paribus, are expected to experience a greater amount of 

family demand and family to work conflict that that of male counterparts where there is 

traditional gender role ideology. In a similar vein, men, ceteris paribus, would be expected to 

experience a greater amount of work demand and work to conflict than that of female 

counterparts. 
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An investigation of such significant gender differences was examined using independent 

sample t-test l
• Since significant results are not providing meaningful effect per se, 

calculation of "size of effect" is highly recommended (Field, 2013) and consequently, 

Cohen's d was used to measure size of effect as group sizes were very discrepant (McGrath 

and Meyer, 2006). As a rule of thumb, the value of 0.20 is an indicative of small effect whilst 

0.50 as an indicative of medium effect and 0.80 is oflarger effect (Cohen, 1992). 

Table 4.18 shows the mean differences on key variables; work/family demand, work family 

conflict and time spent on family and work by gender. It can be seen that in each case there 

were significant mean difference between men and women. 

Table 4.18: Gender difference on work/family demand, work family conflict and time 
spent on family and work 

Variables Gender N df Mean SD SE t SiS' Cohen's d 

Work demand Male 333 4.13 .77 .04 

Female 236 567 3.71 .76 .05 6.36 .00 .53 

Family demand Male 333 4.12 .71 .04 

Female 236 567 4.54 .61 .04 -7.52 .00 .61 

Work to family Male 333 4.41 .36 .02 

conflict Female 236 567 4.14 .38 .02 8.62 .00 .72 
Family to work Male 333 4.23 .39 .02 

conflict Female 236 567 4.54 .33 .02 -10.48 .00 .86 

Hours spent with Male 333 2.26 1.46 .08 

children Female 236 567 2.76 1.28 .08 -4.33 .00 .36 

Hours spent with Male 333 .56 .98 .05 

dependents Female 236 567 .34 .78 .05 3.01 .00 .24 

Working hours per Male 333 43.58 2.23 .12 

week Female 236 567 42.26 2.40 .16 6.67 .00 .57 

Hours spent on Male 333 3.06 .82 .04 
household chore Female 236 567 3.31 .80 .05 -3.62 .00 .30 
Source: Survey data 

lIn employing parametric statistics, it is assumed that variance is roughly equal; nonetheless there is a violation 
of equal variance assumed on a Levene's test where sample size is large (Field, 2013) explaining small 
differences in group can cause Levene's test to be significant. If Levene's test is not significant, the labelled 
"equal variances assumed" was read and conversely if significant "equal variances not assumed" was read. 

87 



Work/family demand and work family conflict 

As expected, on average, male respondents experienced greater work demand (.M=4.13, 

SE=.04) than females (.M=3.71, SE=.05). The difference was significant t (567) = 6.36, 

p< 0.0 I; moreover, it did represent medium sized effect d =.53. And thus the hypothesis (H3g) 

that work demand will be significantly higher among men than that of women was supported. 

As to family demand, female respondents reported a greater amount (M=4.54, SE=.04) than 

males (M=4.12, SE=.04) indicating significant difference t (567) = -7.52, p< 0.01 with 

medium to large sized effect d =.61. And thus hypothesis (H4f) that family demand will be 

significantly higher among women than that of men was supported. Furthermore, regarding 

work family conflict, males reported greater amount of work to family conflict (M=4.4I, 

SE=.02) than that of female counterparts (M=4.14, SE=.02) whilst female reported greater 

amount of family to work conflict (.M=4.54, SE=.02) than male counterparts (.M=4.23, 

SE=.02). The difference was found to be significant between male and female for both work 

to family conflict t (567) = 8.62, p< 0.01 and family to work conflict t (567) = -10.48, 

p< 0.01 with medium to large sized effect for work to family conflict d = .72 and large sized 

effect for family to work conflict d = .86. Thus the hypothesis (H2i) of men will experience 

higher level of work to family conflict and women will experience higher level of family to 

work conflict was supported. The findings are consistent with previous studies in collectivist 

cultural nations (e.g., Hoobler, wayne and lemmon, 2009; Canivet et aI., 2010; Kailasapathy, 

Kraimer and Metz, 2014). However, this is the first to be carried out in a higher status 

occupation in collectivist culture. 

Analysis was extended to see gender difference on three forms of work to family conflict and 

family to work conflict and the results are depicted in table 4.19. 
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Table 4.19: Gender difference among six dimensions of work family conflict 

Gender N df Mean SO SE t Si~. Cohen's d 

Time based WFC Male 333 4.42 .59 .03 
Female 236 567 4.13 .70 .05 5.31 .00 .46 

Strain based WFC Male 333 4.47 .50 .03 
Female 236 567 4.31 .56 .04 3.44 .00 .29 

Psychological based WFC Male 333 4.34 .67 .04 
Female 236 567 3.99 .92 .06 5.38 .00 .45 

Time based FWC Male 333 4.41 .60 .03 
Female 236 567 4.73 .47 .03 6.86 .00 .57 

Strain based FWC Male 333 3.90 .86 .05 
Female 236 567 4.35 .69 .04 -6.60 .00 .55 

Psychological based FWC Male 333 4.36 .71 .04 
Female 236 567 4.54 .49 .03 -3.36 .00 .28 

Source: Survey data 

As can be seen in table 4.19, there are statistically significant gender differences on all 

measures. Males experienced greater time based work to family conflict (M=4.42) than 

females (M=4.13) and the difference was significant t (567) = 6.86, P < 0.01 with small to 

medium sized effect d =.46. And thus, hypothesis (H2a) that men will experience higher levels 

of time based work to family conflict than women was supported. In a similar vein, strain 

based work to family conflict was greater among males (M= 4.47) than that of females 

(M=4.31) indicating significant different t (567) = 3.44, p< 0.01 with small to medium sized 

effect d =.29. And thus, hypothesis (H2b) that men will experience higher levels of strain 

based work to family conflict than women was supported. As to psychological based work 

family conflict, males experienced a greater amount of work to family conflict (.M=4.34) than 

females (M=3.99) and the difference was significant t (567) = 5.38, p< 0.01 with small to 

medium sized effect d =.45. And thus, hypothesis (H2d) of men will experience higher level 

of psychological based work to family conflict than women was supported. 

As to family to work conflict females experienced a greater amount of family to work 

conflict (.M= 4.41) than males (.M= 4.73) and the difference was significant t (567) = 6.86, 

P < 0.01 with medium to large sized effect d =.57. And thus, hypothesis (H2e) that women 

will experience higher levels of time based family to conflict than men, was supported. 

Similarly, strain based family to work conflict was greater among females (M= 4.35) than 

males (M=3.90) indicating significant different t (567) = -6.60, p< 0.01 with medium to large 
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sized effect d =.55. And thus, hypothesis (H2f) that women will experience higher level of 

strain based family to conflict than men, was supported. As to psychological based work 

family conflict, females experienced greater family to work conflict (M--4.54) than males 

(M=4.36) and the difference was significant t (567) = -3.36, p< 0.01 with small to medium 

sized effect d=.28. And thus, hypothesis (H2h) of women will experience higher level of 

psychological based family to work conflict than men, was supported. Unfortunately, there 

are no previous studies that investigated these dimensions of work family conflict separately 

to with which to compare these findings. 

Working hours 

Many studies have found an association between working hours and work family conflict as 

discussed in chapter 2 (p.24) (e.g., Russell, O'Connell and McGinnity, 2009), and such hours 

are different between men and women (e.g., Cousins and Tang, 2004). This research found 

that working hours per week were greater for males (M= 43.58, SE = .12) than that of female 

counterparts (M= 42.26, S£ = .16) and the difference between male and female's working 

hours was significant t (567) = 6.67, p< 0.01 representing medium to large sized effect 

d = .57. Males' working hours was similar as found in the UK (43.5), although greater than 

some other developed world such as the Netherlands (40.5) and the Sweden (41.7) (Cousins 

and Tang, 2004). On the other hand, females' working hours were much longer in 

comparison with the UK at 29.1, the Netherlands at 26 and the Sweden at 36.5 (Cousins and 

Tang, 2004). 

Gender role ideology 

In prevailing traditional gender role ideologist culture, time spent on family matters would be 

higher among women than men. This study found that on average, women spent more hours 

with children (M=2.76, S£=.08) than men (M=2.26, S£=.08) where the difference was 

significant t (567) = -4.33, p< 0.01 with small to medium sized effect d = .24. A similar 

pattern has been observed in spending time on household chores where females spent a 

greater amount of time (M=3.31, S£=.05) than males (M=3.06, S£=.04), the difference was 

significant t (567) = -3.62, p< 0.0 I with small to medium sized effect d = .30. In comparison 

to hours spent on children and household chores, respondents spent trivial amounts of time 

looking after dependents, but it was greater for men (M=0.56, S£=.05) than women (M=0.34, 

S£ = .05) and the difference was significant t (567) = 3.01, p< 0.01 indicating small sized 

effect d = .24. 
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Differences of level of income on work family conflict with its predictors and outcome 
variables 

This section discusses how the levels of income2 influence on work/family demand, 

work/family support, job/family satisfaction, work to family conflict and family to work 

conflict. The results of independent sample I-test are presented in table 4.20. 

Table 4.20: Differences in terms of levels of income 

Income N df Mean SO SE t Si~. Cohen's d 

Work demand Low Level 179 3.73 .91 .07 

High Level 390 567 4.06 .71 .04 -4.33 .00 .36 

Family demand Low Level 179 4.29 .72 .05 

High Level 390 567 4.29 .70 .04 -.02 .99 .00 

Family support Low Level 179 3.91 .86 .06 

HiSh Level 390 567 4.01 .84 .04 -1.27 .20 .1 1 

Work support Low Level 179 4.36 .55 .04 

High Level 390 567 4.37 .60 .03 -.10 .92 .00 

Job satisfaction Low Level 179 4049 .61 .05 

HiSh Level 390 567 4040 .66 .03 1.68 .09 .14 

Family satisfaction Low Level 179 4.37 .68 .05 

HiSh Level 390 567 4.33 .66 .03 .64 .52 .05 

Work to family Low Level 179 4.22 Al .03 

conflict High Level 390 567 4.34 .38 .02 -3.38 .00 .28 

Family to work Low Level 179 4.37 Al .03 
conflict HiSh Level 390 567 4.35 .39 .02 043 .67 .04 
Source: Survey data 

As can be seen from table 4.20, respondents with high level of income experienced greater 

work demand (M= 4.06, SE = .04) than those with low level of income (M= 3.71, SE = .07) 

and the difference was statistically significant I (567) = -4.33, p< 0.0 I with small to medium 

sized effect d=.36. As expected, work to family conflict was high (M=4.34, SE=.02) among 

the respondents with high level of income than those with low level of income (M=4.22, 

SE=.03) and the difference was statistically significant 1(567) = -3.38, p< 0.01 with small to 

medium sized effect d =.28. The results are consistent with Boyar et at.'s (2008) study in the 

USA. Moreover, results did not reveal any significant income levels differences on other 

2Income was grouped into low level and high level. Low level contains income less than Rs 40 000 and over 
such amount treated as high level. 
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variables VIZ., family demand, family support, work support, family satisfaction, job 

satisfaction and family to work conflict p> 0.05. However, as work demand and work to 

family conflict were greater among high income earners and, ipso facto if we assume job 

satisfaction is higher for low income earner, the proposition becomes statistically significant 

with one tailed test t (567) = 1.68,p < 0.05 (one tailed .09/2 = P =.045). 

Differences of dual earners (spousal working) on work family conflict with its predictors 

and outcome variables 

Studies have found that spousal working increases work family conflict (e.g., Kailasapathy, 

Kraimer and Metz, 2014). The findings for this study on the impact of spousal working on 

work family conflict and its predictors and outcome variables are shown in table 4.21. 

Table 4.21: Differences in terms of spousal working status 

SEouse work ins? N dl. Mean SD SE t SiS· Cohen's d 

Family demand Yes 300 4.36 .69 .04 

No 172 470 4.17 .76 .06 2.86 .00 .26 

Family support Yes 300 4.00 .86 .05 

No 172 470 3.91 .83 .06 1.12 .26 .10 

Family satisfaction Yes 300 4.29 .67 .04 
No 172 470 4.40 .61 .05 -1.81 .07 .17 

Work to family Yes 300 4.26 .39 .02 

conflict No 172 470 4.36 .39 .03 -2.76 .01 .25 

Family to work Yes 300 4.41 .40 .02 

conflict No 172 470 4.26 .39 .03 3.97 .00 .37 
Source: Survey data 

As can be seen in table 4.21, of married respondents, family demand was greater among 

respondents in a dual earner family (M=4.36, S£=.04) than that of a single earner family 

(.M=4.17. S£=.06) and the difference was statistically significant I (470) = 2.86, p < 0.01 

showing small to medium sized effect d=.26. As expected, family to work conflict was found 

greater among dual earner families (M=4.41. S£=.02) than those in single earner families 

(.M=4.26, SE=.03) and the difference was significant t (470) = 3.97 p < 0.01 with small to 

medium sized effect d =.37. However, respondents in single earner families reported greater 

work to family conflict (M=4.36, SE=.03) than respondents in dual earner families (.M=4.26, 

SE=.02) indicating significant difference t (470) = -2.76 p < 0.01 with small sized effect 

d =.25. This might be attributed to long working hours and greater responsibilities at higher 

status occupation. Family support and family satisfaction were not significantly different in 
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tenns of spousal working status. However," if we assume that family satisfaction is greater 

among respondents of single earner family, the proposition can undoubtedly be supported 

that family satisfaction was greater among respondents in single earner families (M=4.40, 

SE=.OS) than that of dual earner families (M=4.29, SE=.06). The difference was significant 

t (470) = -1.81 P < O.OS. 

Differences of supervisor status on work family conflict with its predictors and outcome 

variables 

In detennining work demand, supervisory status would be expected to positively influence on 

it (e.g., Boyar et at, 2008). It is axiomatic that employees who are in supervisory status are 

more accountable than others in non supervisory status; nonetheless, the influences of 

supervisory status on work family variables were not previously established in collectivist 

cultural nations. Table 4.22 summarises the results of the independent sample t test. As can 

been seen in table, on average, reported amount of work demand was greater among 

respondents holding supervisory position (M=4.08, SE=.06) than that of not supervisory 

position (M=3.81, SE=.06). The difference was significant t (567) = -4.08, p < 0.01 with 

small to medium sized effect d =.3S. Moreover, hours working per week was also greater for 

respondents hold supervisory status (M=43.81, SE=.13) than others on non supervisory status 

(M=42.18, SE=.14) and the mean difference was statistically significant t (567) = -8.S9, 

p<0.01 with medium to large sized effect d =.72. Moreover, respondents held supervisory 

status experienced greater amount of work to family conflict (M=4.3S, SE=.02) than 

respondents on non supervisory status (M=4.25, SE=.03) indicating significant difference 

t (S67) = -3.06, p < 0.01 with small to medium sized effect d =.26. However, family to work 

conflict did not show any significant differences in tenns of supervisory positions p > O.OS. 

Job satisfaction and family satisfaction were greater among non supervisory respondents 

(M=4.S0, SE=.04; M=4.42, SE=.03) than respondents on supervisory status (M=4.36, SE=.04; 

M=4.28, SE=.03) and the differences were significant t (S67) = 2.72, p< 0.05; t (S67) = 2.S7, 

P < O.OS with having both small sized effect d =.23 and d =.22 respectively. Moreover, 

supervisory status did not make any significant differences on work and family support. 
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Table 4.22: Differences in terms of supervisory status (SS) 

SS N df Mean SO SE t Si~. Cohen's d 
Work demand No 272 3.81 .92 .06 

Yes 297 567 4.08 .63 .04 -4.08 .00 .35 
Family support No 272 3.96 .84 .05 

Yes 297 567 3.99 .85 .05 -.476 .83 .04 

Work support No 272 4.37 .60 .04 
Yes 297 567 4.37 .57 .03 -.070 .94 .01 

Job satisfaction No 272 4.50 .58 .04 
Yes 297 567 4.36 .69 .04 2.72 .01 .23 

Family satisfaction No 272 4.42 .63 .04 

Yes 297 567 4.28 .69 .04 2.57 .01 .22 

Working hours per No 272 42.18 2.30 .14 
week Yes 297 567 43.81 2.21 .13 -8.59 .00 .72 
Work to family conflict No 272 4.25 .42 .03 

Yes 297 567 4.35 .35 .02 -3.06 .00 .26 

Family to work conflict No 272 4.33 .41 .02 

Yes 297 567 4.38 .38 .02 -1.34 .18 .II 
Source: Survey data 

Differences of marital status on work family conflict with its predictors and outcome 

variables 

Previous studies found that marital status determines family demand and thus exacerbating 

work family conflict (e.g., Voydanoff, 1988; Boyar et aI., 2008). One way ANOVA was used 

to find out whether the variables' means are different in terms of marital status. As the 

number of respondents on each group of marital status3 were very different, Hochberg's GT2 

post hoc test was employed and in addition, Games-Howell procedure was also employed in 

support of Hochberg's GT2 test as population variances were unequal (Field, 2013). 

Generally, results of the Levene's test would suggest the homogeneity of variance; however, 

simultaneously Brown-Forsythe Fand WeIch's Ftest was also performed as the homogeneity 

of variance assumption was broken. Moreover, omega squared (co2
) was used to explain 

measure of effect size where value of .01 indicates small sized effect whilst value .06 and .14 

are medium and large sized effect respectively (Kirk, 1996). Result of ANOV A is presented 

in table 4.23. 

3 Marital status was grouped into single (N=61), married (N=472), widow (N=29) and widower (N=7). 
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Table 4.23: ANOV A Marital status 

Sum of Mean 
Sguares df Sguare F SiS· ~ro2l 

Family demand Between Groups 1.286 3 .429 .864 .46 

Within Groups 280.369 565 .496 

Total 281.654 568 .00 

Hours spent with Between Groups 422.750 3 140.917 113.90 .00 
children Within Groups 699.021 565 1.237 

Total 1121.772 568 .37 

Hours spent with Between Groups 9.691 3 3.230 3.97 .01 
dependents Within Groups 460.021 565 .814 

Total 469.712 568 .02 

Hours spent on Between Groups 8.303 3 2.768 4.20 .01 
household chore Within Groups 372.497 565 .659 

Total 380.800 568 .02 

Work to family Between Groups .252 3 .084 .55 .65 
conflict Within Groups 86.311 565 .153 

Total 86.563 568 .00 

Family to work Between Groups .527 3 .176 1.13 .34 

conflict Within Groups 87.689 565 .155 

Total 88.216 568 .00 

Table 4.24: Test of Homogeneity of Variances 

Levene Statistic dfl dfl Si~. 
Family demand .552 3 565 .647 

Hours spent with children 24.858 3 565 .000 

Hours spent with dependents 21.392 3 565 .000 

Hours spent on household chore .276 3 565 .843 

Work to family conflict 1.148 3 565 .329 

Family to work contlict .599 3 565 .616 

Source: Survey data 

Results revealed that family demand across marital status was different indicating that 

reported mean value was greater for widow (M=4.46, SE=.II), followed by married (M=4.29, 

SE=.33), single (M=4.23, SE=.08) and widower «M=4.l 0, SE=.27). Since Levene's test was 

not significant P >.05, the assumption of equal variance assumed was supported and hence, 

Hochberg's GTI was used to find out whether the means difference are significant or not. As 

can be seen in table, there was not enough evidence to support the effect of marital status on 

95 



family demand F (3,565) =.864, p > 0.05, (J) = .00 and Hochberg' s GT2 was not significant at 

all level of marital status. 

It was found that there was a significant effect of marital status on hours spent with children 

F (3,565) = 113.90, p < 0.01 indicating large sized effect (J) = .61. As can be seen in table 

4.23, Levene's test was significant and consequently, Games-Howell procedure was used. 

Hours spent with children was greater for widow (M=3.19, SE=.14), followed by widower 

(M=2.86, SE=.50) and married (M=2.74, SE=.06). Nonetheless, Games-Howell procedure, 

the difference was only statistically significant between married and widow p <0.05. 

In case of dependent care, married respondents spent longer hours (M=.52, SE=.04) than 

widow (M=.48, SE=.16) and single (M=.13, SE=.08) respondents. Significant effect of 

respondent ' s marital status on hours spent on dependent care was found F (3 ,565) =3.97, 

P < 0.05 indicating small to medium sized effect w = .14. Levene's test was significant and 

thus, Games-Howell procedure was used. Significant results were found between single­

married, married - widower and widow - widower p < 0.05. The pattern of time spent on 

dependent care depicted in below figure 4.2 

Figure 4.2: Pattern of time spent on dependent care by marital status 
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Source: Survey data 

Interesting results were found on pattern of time spent on household chores. Longer hours on 

household chores associated with widower (M=3.71, SE = .36) followed by single (M=3.45 , 

SE = .09), widow (M=3.22, SE = .14) and married (M=3.12, SE = .04). Results showed that 

there was a significant effect of marital status on hours spent with household chores 

F (3,565) = 4.20, p < 0.05 indicating small to medium sized effect (J) = .14. Since Levene's 

test was not significant P >.05, the assumption of equal variance assumed was supported and 
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hence, Hochberg's GT2 was used. The results suggested that the difference was only 

significant between single-married on the time spent on household chores p < 0.05. This 

might be attributed to the fact that respondents with single status are only spending their time 

on doing household chores not spending on children or fewer engagement with dependent's 

care. Moreover, in a married family, husband and wife might be sharing household chores. 

The pattern oftime spent on household chores is depicted in below fi gure 4.3. 

Figure 4.3: Pattern of time spent on household chores by marital status 
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Source: Survey data 

Greater amount of family to work conflict was experienced by respondents who are widow 

(M=4.47, SE = .07), followed by married (M=4.36, SE = .02), widower (M=4.3S , SE = .14) 

and single (M=4.30, SE = .04). Notwithstanding, the difference among marital status on 

family to work conflict was not significant F (3 ,565) = 1.13, P < 0.05, OJ = .00. In a similar 

vein, difference among marital status on work to family conflict was not significant 

F (3,565) =.S5, P < 0.05, OJ = .00. 

Varying educational qualifications of respondents were examined to establish its effect on 

work related variables and robust test of one way ANOVA was performed. High levels of 

qualification attainment of the respondents associated with greater amount of work demand; 

nonetheless, the results were not statistically significant at different levels of educational 

qualification attainment on work demand F (S,S63) = 1.27, p > 0.05, m = .OS. Similarly, 

varying educational qualifications did not reveal any significant relationship on work to 

family conflict and family to work conflict P > 0.05. 
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Respondents were asked to indicate their age in pre-empt groups consisting of five scales; 

18-25,26- 35,36- 45, 46- 55 and over 55. One way ANOVA test was employed to find out 

difference between age groups and family related variables such as family demand, family 

satisfaction and family to work conflict. Notwithstanding, the results of the analysis did not 

provide any significant differences between age groups and family related variables P> 0.05. 

4.4 Summary 

The analysis showed that the survey respondents were broadly representative of employees in 

Sri Lanka in terms of age, gender and marital status, and also typical of those employed in the 

banking sector. Working in a bank in Sri Lanka is a higher status occupation with above 

average earnings, and higher levels of qualifications and responsibility. The study found that 

the average size of household was 5.3 consisting of respondents, respondents' wives and their 

children, parents, parents in law and siblings indicating the prevalence of the extended family 

structure in Sri Lanka. Albeit some of the extended family members caused an extra burden 

in the form of dependent care in a small number of cases, but the majority of them delivered a 

significant amount of support in household chores and childcare and thus high levels of 

family support were found. 

The average of working hours per week was 43.03. Albeit men's working hours were 

significantly greater than women's working hours, women's working hours were greater in 

comparison with developed countries such as the UK, the Netherlands and the Sweden. 

Women carried out the majority of household chores, childcare and dependent care reflecting 

the prevalence traditional gender role ideology. The majority of respondents agreed that a 

man should earn more money than his wife and that she should take primary responsibility 

for the family. Overall, this study has found that men experienced higher level of work 

demand whereas women experienced a higher level of family demand. Moreover, the level of 

work demand and family demand were greater than studies found in the West. 

Respondents with a high level of income experienced greater work demand and WFC than 

those at lower income levels. Family demand and FWC was greater among respondents in a 

dual earner family than that of single earner. However, respondents in single earner families 

reported greater WFC than respondents in dual earner families. Respondents with supervisory 

status experienced greater amounts of WFC than respondents with non supervisory status 

however, FWC did not show any significant differences in terms of supervisory positions. 

Marital status and age group did not cause any significant differences in family demand, 
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WFC and FWC. However, results have found that widows spent significantly greater 

amounts of time on children than those who were married. Married respondents spent 

significantly greater amounts of time on dependents than single, and contrary to popular 

belief, single respondents spent significantly more time on household chores than married. 

Respondents' experience of work demand, WFC and FWC were not statistically significantly 

different in terms of educational qualification. 

This study has found high levels of WFC, of which respondents experienced greater amounts 

of strain based WFC, followed by time based WFC and psychological based WFC. Results 

further found that respondents experience high levels of FWC, of which respondents 

experienced greater time based FWC, followed by psychological based FWC, and strain 

based FWC. Men experienced higher levels of WFC, and a pattern observed on all three 

forms of WFC (time/strain/psychological). Women, however, reported higher levels of FWC 

across all three forms of FWC (time/strain/psychological). However, the existence of 

behaviour based both WFC and FWC found in the West were not confirmed (see chapter 5). 

Therefore, hypotheses related to the behavioural form of work family conflict were discarded. 

Despite the support of the extended family and higher levels of mutual support in the 

workplace, the findings suggest the level of work family conflict was higher than that found 

in the West. However, this study employed a new scale for measuring work family conflict so 

the comparison may not be exact. 

One explanation may be that work life policies typically found in Europe and most developed 

countries were not present in banking organisations in Sri Lanka. The vast majority of jobs 

are full-time and women work much longer hours. There appears to be little scope for using 

flexible working as a way of achieving work life balance. 

A summary of the findings in terms of the hypothesis tested is provided in table 4.25. The 

next chapter discusses the assessment of the model of work family conflict. 

99 



Table 4.25: Summary of hypothesis testing 

Hypothesis Description Decision 

H2a Men will experience a higher level of time based work to Supported 
family conflict than women. 

H2b Men will experience a higher level of strain based work to Supported 
family conflict than women. 

H2c Men will experience a higher level of behaviour based work Discarded 
to family conflict than women. 

H2d Men will experience a higher level of psychological based Supported 
work to family conflict than women. 

H2e Women will experience a higher level oftime based family to Supported 
work conflict than men. 

H2f Women will experience a higher level of strain based family Supported 
to work conflict than men. 

H2g Women will experience a higher level of behaviour based Discarded 
family to work conflict than men. 

H2h Women will experience a higher level of psychological based Supported 
family to work conflict than men. 

H2i Men will experience a higher level of work to family conflict Supported 
and women will experience a higher level of family to work 
conflict. 

H3g Work demand will be significantly higher among men than Supported 
that of women. 

I-4f Family demand will be significantly higher among women Supported 
than that of men. 
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CHAPTER FIVE 

AN ASSESSMENT OF THE MODEL OF WORK FAMILY CONFLICT 

5.0 Chapter overview 

The study's findings reported so far have confirmed the existence of WFC and noted some 

differences in its nature and level. This chapter is concerned with the extent to which Carlson, 

Kacmar and Williams' (2000) widely used work family conflict questionnaire developed in 

individualist culture is valid for investigating WFC in Sri Lanka, and identifies an additional 

psychological dimension of work family conflict. Factor analysis and confirmatory factor 

analysis are employed to identify the main dimensions of the construct. Initially, factor 

analysis is used to examine underlying assumptions, assess the suitability of the data, for 

factor extraction and rotation, and to decide which items to retain. Following the factor 

analysis, a confirmatory factor analysis is performed to confirm the model fit and the 

psychometric properties. In the penultimate section, the predictive validity of the current 

model is assessed. The chapter ends with a brief summary. 

5.1 Factor analysis 

As discussed in chapter 2 (p.I3), prevailing work family conflict models and theories were 

mainly developed in affiuent ,individualist nations and the appropriateness of their use in 

collectivist cultural contexts has not been explored. Therefore, the study set out to validate 

the six factor WFC model of Carlson, Kacmar and Williams' (2000) in order to assess its 

applicability in a collectivist cultural nation such as Sri Lanka, and to introduce a 

psychological dimension into the existing measure. Exploratory factor analysis therefore was 

used for identifying the structure among a set of variables as recommended by (Hurley et aI., 

1997; Hair et aI., 2010; Field, 2013). 

Work family conflict is a latent variable and measured by 27 indicators I, of which 18 were 

taken from Carlson, Kacmar and Williams' (2000) work family conflict scale and the 

remaining 9 derived from the exploratory study. All indicators were measured using 5 point 

Likert scale, I indicating "strongly disagree" whilst 5 indicating "strongly agree" (see 

appendix A). 

IVariables that cannot be directly observed! measured called latent variables but they can be measured by means 
of observables variables, called "manifests" or "indicators" (scale items). 
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5.1.1 Underlying assumptions 

In conducting multivariate analysis, examining the underlying statistical assumptions of 

normality, homoscedasticity and linearity are important. Generally, outliers portend a 

nonnormal sample, although not all nonnormal samples contain outliers (Yuan, Marshall and 

Bentler, 2002). Albeit, a few variables had outliers, they were considered as "good 

observation,,2 owing to the five point likert scale measurement. The actual deviation of the 

data from normality can be measured using number of methods. Of the most commonly used 

tests, skewness and Kurtosis, the Kolmogorov-Smirnov test and Shapiro-Wilk test (table 2 

and 3 in appendix C) are not recommended for large samples, in such case, visual 

examination of the shape of the distribution is strongly recommended (e.g., Tabachnick and 

Fidell, 2007; Hair et aI., 2010; Field, 2013). 

The most prevalent, reliable approach for testing normality is the visual examination of P-P 

(probability-probability) ploe (Hair et aI., 20 I 0; Field, 2013) and this was applied to the data. 

As can be seen in figure 1 (appendix D), the values for all variables spread along/around the 

diagonal without substantial departures and subsequently, can be considered reasonably 

normally distributed. 

Overall, increasing sample size has the effect of increasing statistical power by minimizing 

sampling error. For example, if size of the sample is 30 or less, departures from normality can 

have a substantial effect on results, nonetheless, if sample size is greater than 200 or more, 

the same detrimental impact effectively diminishes and may be negligible (Hair et aI., 2010; 

Pallant, 2010; Field, 2013). Thus, the assumption of the normality is not always necessary but 

if found to be normally distributed would enhance the solution (Tabachnick and Fidell, 

2007). In factor analysis, the underlying statistical assumptions of normality, 

homoscedasticity and linearity can affect the correlation and hence, it is recommended to 

assess factorability of the correlation matrix for robustness (Hair et al., 2010). 

2Jt prevents "swamping effect" by treating outliers are good observation (Mavridis and Moustaki, 2008). 
3p_p plot depicts the cumulative probability of a variable against the cumulative probability of a particular 
distribution (Field, 2013) and if the plotted data forms a straight diagonal line, the distribution is to be assumed 
to be normally distributed (Hair et al., 2010). 
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5.1.2 Assessment of the suitability of the data for factor analysis 

Exploratory factor analysis primarily depends on correlation coefficients among the 

variables. The correlation coefficients are more sensitive to sample size and fluctuate from 

sample to sample. The correlation coefficients among the variables become less reliable in 

small samples than in large samples (Pallant, 2010; Field, 2013). 

a. Sample size 

Thus, many authors say: the larger, the better, although, there is little agreement among them 

regarding the minimum sample size. Different authors suggest the minimum requirement of 

sample size in terms of absolute cases, ratio of variables to participants, factor loadings and 

communalities. 

Sample size with absolute cases and with ratio of variables to participants 

As discussed in chapter 3 (PA 7), this study has good sample size in terms of absolute cases 

(N) 300). As to ratio of variables to participants, the minimum sample size should be 270 as 

this study has 27 variables for factor analysis (27 x 10 = 270). Consequently, it is fair to say 

that this study has sufficient sample size (569 > 270) in terms of ratio of variables. 

Sample size with factor loadings 

Guadagnoli and Velicer (1988) suggest the requirement of minimum sample size in 

conjunction with the level of factor loading, if a factor has four or more loadings greater than 

0.6, sample size would not be problematic but if factor has 10 or more loadings greater than 

0040, the sample size greater than ISO should be sufficient. However, minimum sample size 

should be at least 300 cases if factor loadings are fewer. Sample of 569 cases is thus 

statistically sufficient as to factor loadings recommendations. 

Sample size with communalities 

Interestingly, MacCallum et al. (1999) explained minimum sample requirements in terms of 

communalities. According to their view, less than 100 samples become perfectly adequate if 

all communalities are above 0.6, however sample size 100 to 200 becomes sufficient if 

communalities are with 0.5 ranges and in all other cases minimum sample size would be 500. 

This study therefore has adequate sample size as exceeding minimum sample of 500 and 

having all communalities above .50 (table 6 in appendix C). 

In brief, this study has sufficient number of samples (N = 569) in terms of absolute cases, 

ratio of variables to participants, factor loadings and communalities. 
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b. Factorability of the correlation matrix 

Assessing suitability of the data for employing factor analysis is of paramount important, 

depending on the strength of the intercorrelations among the variables, largely measured by 

the Kaiser-Meyer-Olkin (KMO) measures of sampling adequacy4 and Bartlett's test of 

sphericity and the inspection of correlation coefficients (e.g., Hair et aI. , 20 10; Pallant, 2010; 

Field, 2013). The results of the KMO and Bartlett's test are provided in table 5.1 a. 

Table 5.1a: KMO and Bartlett's Test 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy 

Bartlett's Test of Approx. Chi-Square 
Sphericity df 

Sig. 

.680 

8054.091 

351 

.000 

Value of KMO is .680 exceeding threshold of .60 indicating that the data are appropriate for 

employing factor analysis. Nonetheless, albeit KMO is greater than acceptable level, the 

guideline needs extending to each individual variable (Field, 2013). 

The individual variable's KMO can be obtained from anti-image correlation matrix (diagonal 

elements: Table 4a in appendix C, highlighted), and if any variable found to be lower the 

level of acceptance (0.5) should be excluded from the factor analysis, one at a time, smallest 

is first (e.g., Hair et aI., 2010). The KMO of Q 27 is .458 lowering the minimum range of 

acceptable level (0.5), and consequently, item Q27 was exc luded from the analysis. After 

removal, the anti image correlation matrix was reproduced revealing none of the items was 

below the threshold level of 0.5 (table 4b in appendix C) and the KMO and Bartlett's Test are 

provided in table 5.1 b. A little improvement was observed in KMO. 

Table 5.tb: KMO and Bartlett's Test 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 
Bartlett's Test of Approx. Chi -Square 

Sphericity df 

Sig. 

.685 
7977.420 

325 

.000 

4 Hutcheson and Sofroniou (1999) suggest that the value of KMO between 0.5 and 0.7 are mediocre, between 
0.7 and 0.8 are good, between 0.8 and 0.9 are great and the values above 0.9 are superb. Kaiser (1974) 
recommends the value ofKMO 0.5 is barely acceptable (cited in Field, 20 13) although Tabachnick and Fidell 
(2007) recommend that KMO 0.6 is the minimum value for factor analysis. 
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Next to the KMO, Bartlett's test of sphericity investigates whether the correlation matrix is 

significantly different from the identity matrix and the significant result indicates the 

correlations between variables are significantly different from zero. As can been seen in table 

5.1 b, the significance associated with Bartlett's Test of Sphericity is .000 which is less than 

0.05 indicating that all pairwise correlations are not equal to zero in R matrix. Thus, the 

correlation matrix has significant correlations among at least some of the variables, that is, 

the R-matrix is not an identity matrix; therefore, there are some relationships between the 

variables and ipso facto the factor analysis is appropriate for the data set. Following the 

significant Bartlett's test of sphericity, the inspection of the correlation coefficients among 

variables is of substantive importance (Hair et aI. , 2010; Pallant, 20 I 0; Field, 2013). 

The correlation matrix (R-matrix) should have at least some correlations of r = 0.3 to be 

suitable for factor analysis. As can be seen in table S (in appendix C), many of the correlation 

among the variables are r = 0.3 and above, and thus denoting the data set is suitable for 

factor analysis. On the other hand, highly correlated variables (r > 0.8) and perfectly 

correlated variables (Singularity r = 1.0) cause multicolinrarity (Field, 2013). As can be seen 

in table 5 (in appendix C) the new item (Q21) " I often think about work matters at home that 

prevent me doing the tasks at home" was highly correlated with Q9 (r =.973) and Q8 

(r =.811). Moreover, the value of the determinant of the correlation matrix is 6.26E-007 

(0.000000626) which is less than the necessary minimum value of 0.00001 and ipso facto, 

certain level of multicollinearity exists. Therefore, the item Q21 has been excluded for further 

analysis which is in line with the advice of Hair et al. (2010), Pallant (2010) and Field (2013). 

Having removed the item Q21 , the reproduced KMO and Bartlett's Test are presented in table 

S.lc. 

Table S.le: KMO and Bartlett's Test 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy 
Bartlett's Test of Approx. Chi-Square 

Sphericity df 

Sig. 

.669 
6275.675 

300 

.000 

In summary, it can be concluded that the sample size is adequate, KMO value is of 0.669 

exceeding the recommended value of 0.6, the Bartlett's test of sphericity is significant, and 

the inspection of the correlation matrix reveals that many correlation coefficients exceed the 

value of 0.3. Moreover, the value of the determinant of the correlation matrix (1.327E-005 -
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0.00001327) has exceeded the minimum requirement of 0.00001 implying little evidence of 

multicollinearity. Thus the data set is suited to employing factor analysis. 

5.1.3 Factor extraction 

Initially, this study employed combined use of common factor analysis (FA) and principal 

components analysis (peA) for extracting number of factors in line with Worthington and 

Whittake's (2006) study. However, both methods have revealed similar results from factor 

analysis with principal axis factoring method and peA (table 7a and 7b, appendix e). 

As PCN provides accurate methods of determining the number of components to retain 

mostly in a large variable data set (e.g., Velicer and Jackson, 1990), this study adopted PCA 

method for further investigation. 

Deciding how many factors to retain is difficult: on the one hand, it is desirable to have a 

simple solution with as few factors as possible; but on the other hand, it needs to explain as 

much as variance as possible. The decision on retaining components is largely determined by 

four techniques: a priori criterion (subjective), Kaiser's criterion (latent root), scree plot and 

parallel analysis, as recommended in many seminal studies (e.g., Ford, MacCallum, and Tait, 

1986; Matthews, Kath and Barnes-Farrell, 2010). 

A priori criterion 

A priori criterion is an extraction of number of factors needed in terms of theoretical grounds 

or it is used for replicating another researcher's study (Hair et aI., 20 I 0). As the objective of 

this study is to investigate the underlying factor structure of data set, use of this technique is 

not appropriate. 

Kaiser's criterion 

In retaining number of factors, most commonly used technique is the Kaiser's criterion or 

eigenvalue rule. Eigenvalue associated with each factor has explanatory power representing 

the amount of total variance explained by each factor and the eigenvalue greater 

than 1 considered being significant as individual variable accounted for at least single 

variable's variance (Hair et aI., 2010; Pall ant, 2010; Field, 2013). 

S " •••• component analysis can be viewed as a computational efficient approximation to factor analysis" (p.23) 
and ..... the principal of parsimony, applied to parsimony procedures, provides the strongest argument for 
preferring component analysis over factor analysis" (p. 24) (Velicer and Jackson, 1990). 
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This technique is reliable when number of variables is less than 30 and communalities after 

extraction is greater than 0.7 or sample size is greater than 250 and average communalities is 

greater than 0.6 (Field, 2013). Communality represents the proportion of common variance 

within a variable (Field, 2013). The results ofthe analysis revealed that communalities for all 

variables are within the normal range of 0 and 1 (table 6 in appendix C). As can be seen in 

table 6 (appendix C), 84% of variance associated with question 1 is common, whilst 86% and 

81 % with question 2 and question 3 respectively and so forth for the remaining variables. The 

value of the total communalities for 25 variables is 18.99 with an average of .76. On these 

grounds, Kaiser's rule is appropriate technique for retaining number of factors. Table 5.2 

presents the results of the factor extraction using Kaiser's criterion. 

Table 5.2: Factor extraction - Kaiser's criterion 

Total Variance Explained 

Initial Eigenvalues 

Extraction Sums of Squared 

Loadings 

% of Cumulative % of Cumulative 

Rotation Sums 

of Squared 

Loadingsa 

Comeonent Total Variance % Total Variance % Total 
r ' -1- , =, '3.023' = '12.09'1' - , -t'2':'09r ' - to£'" • r2:®1-' =12=:'09T .... • - j1:12~: - . 

2 2.917 11.669 23.760 2.917 11.669 23.760 2.646 

3 2.476 9.905 33.665 2.476 9.905 33.665 2.373 

4 2.134 8.535 42.200 2.134 8.535 42.200 2.109 

5 2.017 8.068 50.268 2.017 8.068 50.268 2.241 

6 1.861 7.444 57.7]2 1.861 7.444 57.712 2.030 

7 1.804 7.215 64.926 1.804 7.215 64.926 2.095 

8 1.541 6.162 71.089 1.541 6.162 71.089 2.006 

9 1.217 4.868 75.957 1.217 4.868 75.957 1.562 --_.--_.--_._.---._._._._._._._.-._---_._-_._._---_.-
10 .755 3.021 78.977 

11 .705 2.818 81.796 

25 .125 .501 100.000 

Extraction Method: Principal Component Analysis. 

a. When components are correlated, sums of squared loadings cannot be added to obtain a 

total variance. 
As can be seen in table 5.2, nine components had eigenvalues greater than 1.0. The 

eigenvalue for the tenth component is 0.755 which is less than 1.0 or even not closer to 1.0 

and consequently, precluded its inclusion onto retaining number of components. The first 

component represents 12.09 % of the variance, followed by 11.67 %, 9.91 %, 8.54 %, 

8.07 %, 7.44 %, 7.22 %, 6.16 %, and 4.87 % for the remaining eight components 
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respectively. Overall, the nine factors retained accounted for 75.96 % of the variance which is 

greater than a minimum of 60 % considered as satisfactory in social sciences (Hair et aI. , 

20 I 0). Thus, in terms of Kaiser's criterion, the nine factors retained adequately represent the 

entire set of variables. 

Scree test 

Cattell's Scree test (1966) is another extraction technique, derived by plotting eigenvalues 

(on Y- axis) against the number of factors (on X- axis). The graph is known as scree plot. 

Cattell recommends that the cut off point for extracting factors should be at the point of 

inflexion. The point of inflexion is where the curve becomes horizontal and meets the vertical 

and horizontal lines. Only factors to the left of the point of inflexion can be retained. The 

Scree plot is depicted in figure 5.1. 

Figure 5.1.: Scree plot-factor extraction 
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As shown above, the point of inflexion is at the tenth component confirming that only nine 

components can be retained in line with the results of the application of Kaiser' S criterion. 

Parallel analysis 

Parallel analysis6 is gaining more popularity in the social science literature (Choi , Fuqua, and 

Griffin, 200 I; Pallant, 2010). It is recommended by many research scholars as Kaiser' s 

criterion and Cattell's scree test overestimates the number of factors to be retained (e.g., 

Hubbard and Allen, 1987). 

6 Generally, parallel analysis runs with 3 to 100 variables, 100 to 2500 subjects, and repeating process as many 
times as requires (with minimum of I to maximum of 1000). If an eigenvalue exceeds the corresponding value 
from randomly selected data set, those components will then be retained. Software for performing parallel 
analysis was downloaded from http://www.allenandunw;n.com!spss/(urther resources.hlml 
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The analysis called "Monte Carlo PCA" uses: number of variables (25 entered onto); 

number of subjects (569 entered onto); and number of replications (200 entered onto). The 

results presented in table 8 (appendix C) are summarised in table 5.3. 

Table 5.3: Comparison of eigenvalues from PCA and Criterion values from parallel 

analysis 

Component Eigenvalue from PCA Criterion value from Decision 

number parallel analysis 
r . - . - '1- . - . - . - . - . - . I6n' - . - . - . - . - . - . i:'4'OOO - . - . - . - . Re"ialtied - . . 

2 2.917 1.3374 Retained 

3 2.476 1.2918 Retained 

4 2.134 1.2527 Retained 

5 2.017 1.2166 Retained 

6 1.861 1.1829 Retained 

7 1.804 1.1508 Retained 

8 1.541 1.1197 Retained 

9 1.217 1.0928 Retained 
- . - . 10- . - . - . - . - . - .. 755- . - . - . - . - . - . - i .0643' - . - . - . - . ReJected' - . 

11 .705 1.0363 Rejected 

12 .534 1.0114 Rejected 

As can be seen in above table, the eigenvalues from PCA are only greater for the first nine 

factors than criterion values from parallel analysis, and thus, the nine factors were retained. In 

sum, the nine factors retained for further analysis are robust and are in accordance with the 

Kaiser' s criterion, scree plot and parallel analysis decisions. 

5.1.4 Factor rotation and interpretation 

Once factors have been extracted, it is vital to identify what variables make up what factors 

and that can be achieved by use of factor loadings. Factor loadings are the correlation of each 

item with the components (Hair et aI., 20 I 0) indicating a given variable to a given factor. 

However, Stevens (2002) recommends factor loadings with absolute value greater than .4 

(16%) as significant loadings7 alone are not indicative of how much a variable accounted for 

a factor (k). The component matrix (table 9 in appendix C) presents the results of the factor 

loadings showing many variables have high loadings (greater than .4). However, it did not 

produce a simple structure, revealing many cross loadings, and therefore it was decided to 

redistribute variance by rotating factors. In factor rotation, variables are fixed , and factors are 

rotated without changing the underlying solution (Field, 2013). 

7 Generally, researchers take absolute loading of greater than 0.3 as of substantive importance (Field, 2013), 
however Stevens (2002) suggests that significant loading is dependent on sample size: for example, significant 
loading for sample size of 50, 100, 200, 300, 600 and 1000 are .722, .512, .364, .298,.21 and .162 respectively. 
Therefore, in a large sample, small loadings become statistically significant. 
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Communality, level of shared variance, is a caveat before rotating factors, and a value above 

.50 denotes a satisfactory level (Hair et aI., 2010). As shown in table 6 (appendix C), most of 

the variables have a communality was greater than .60. However, communalities of the three 

variables Q 16, Q 17 and Q25 were .583, .588 and .511 respectively, although they were at a 

satisfactory level of acceptance (greater than .50). Thus, the values of all communalities are 

sufficient to proceed with factor rotation. 

Factor rotation8 aims to obtain simpler and theoretically more meaningful factor solutions by 

minimising cross loadings (Hair et aI., 2010). Since realistically few constructs are 

uncorrelated in the real world (Hair et aI., 20 I 0) and past research has shown that work to 

family conflict and family to work conflict are correlated, following Carlson, Kacmar and 

Williams (2000), this research has employed oblique rotation with direct oblimin. 

Oblimin rotation produced a pattern matrix (Table 7a, appendix C) and structure matrix (table 

10, appendix C), and component correlation matrix (table II a, appendix C). The Pattern 

Matrix represents factor loadings of each item on each component whilst the Structure Matrix 

provides information about the correlation between variables and factors, and the strength of 

the association between components (factors) revealed in the component correlation matrix 

(e.g., Pallant, 2010). As revealed in the Pattern matrix (Table 7a, appendix C), all items 

loaded strongly onto the nine extracted components representing simple structure where 

loading less than .4 are suppressed for interpretative purpose as suggested by Stevens (2002). 

Component 1 consists of three items QIO, QI2 and Qll with loadings of .941, .918 and .889 

respectively; component 2 includes three items Q2, Ql and Q3 with loadings of .927, .919 

and .903 respectively; component 3 consists of three items Q26, Q24 and Q 19 with loadings 

of .909, .891 and .780 respectively; component 4 consists of three items Q5, Q6 and Q4 with 

loadings of .844, .813 and .805 respectively; component 5 has three items Q20, Q22, and 

Q23 with loadings of .857, .814 and .797 respectively; component 6 includes two items Q8 

and Q9 with loadings of .952, and .925 respectively; component 7 includes three items Q15, 

Q13 and Q14 with loadings of .829, .821 and .811 respectively; component 8 is represented 

by only two items Q18 and Q7 with loadings of .942 and .897 in tum; and the component 9 

includes three items Q16, Q17 and Q25 with loadings of .747, .736 and .490 respectively. 

8 Two primary methods are used viz., orthogonal (Varimax, Quartimax, and Equamax) and oblique (Direct 
Oblimin and Promax). Orthogonal rotation is largely appropriate if underlying constructs are independent (not 
correlated) whilst oblique rotation becomes more effective if constructs are dependent (correlated) (e.g., 
Tabachnick and Fidell, 2007; Hair et aI., 2010; Field, 2013). The widespread use of orthogonal rotation is 
"Varimax" and oblique rotation is "Direct oblimin" in social science studies (e.g., Hair et aI., 2010). 
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Thus, all factor loadings save "for Q25, exceeding 0.70 is an indicative of well defined 

structure, and factor loading of Q25 is considered being minimal level of acceptance (Hair et 

aI., 2010). The component correlation matrix reveals the association between factors (table 

11 a, appendix C) and even if constructs are weakly dependent, the results of the oblique 

rotation would provide akin to an orthogonal rotation (Field, 2013). 

Once a 'simple structure' is obtained examinination of the number of items loading onto each 

factor is important for the robustness of the factor structure. Most prominent research 

scholars recommend that three variables per factor are required (e.g., Kim and Mueller, 1978; 

MacCallum, 1990; Bollen and Lennox, 1991; Velicer and Fava, 1998; Fabrigar et al., 1999; 

Tabachnick and Fidell, 2007; Hair et at., 2010; Field, 2013) and is defined as the "rule of 

three" by Freeze and Raschke (2007). Retaining a factor with fewer than three items is 

generally weak and unstable (Costello and Osborne, 2005), not an optimal solution (Pallant, 

2010), fundamental flaws (Little, Lindenberger and Nesselroade, 1999), and ''three items per 

scale should therefore be viewed as a rock-bottom lower bound" (Hatcher, 1994, p.12). Thus, 

the factor six and eight which only had two items need to be removed from the factor 

structure. 

Nonetheless before doing so, investigating the contents of items provide some valuable 

insights. Of factor six, Q8 inquires about "Behaviour that is effective and necessary for me at 

work would be counterproductive at home" and whilst Q9 "The behaviours I perform that 

make me effective at work do not help me to be a better parent or spouse". Albeit both 

questions represent the behavioural fonn of work to family conflict, the mean value of Q8 

(M = 1.55) and Q9 (M=1.65) was very low indicating respondents, on average, disagree with 

the two statements. In the development of a multidimensional measure of work family 

conflict, Carlson, Kacmar and Williams (2000) considered a mean score of 3.5 or higher as 

an adequate and acceptable level that correspond to the intended work family conflict 

dimension. Moreover, the two items did not reveal any predictive validity. The predictive 

validation was conducted by correlating Q8 and Q9 with outcome variables of job 

satisfaction and family satisfaction. Results reveal that Q8 correlates with job satisfaction 

and family satisfaction insignificantly with very low value r =.003 and r = -.010. In a similar 

vein, Q9 correlates with job satisfaction and family satisfaction insignificantly with very low 

value r =.011 and r = .005. Thus, these two items did not ipso facto qualify to treat as 

indicators measuring the nature of work family conflict. 
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As to factor 8, the Q7 inquires about "the problem-solving behaviours I use in my job are not 

effective in resolving problems at home" whilst Q 18 denotes "the problem-solving 

behaviours that work for me at home do not seem to be as useful at my work". These two 

items are conceptually opposite of what Carlson, Kacmar and Williams (2000) found. The 

first relates to work to family conflict, and the second relates to family to work conflict. 

Furthermore, the reported mean score is 1.52 and 1.70 respectively that indicating on 

average, people completely disagree with those statements (mean value of 2.00 indicates 

disagreement with the statement) and items did not produce any significant association with 

predictors (Le., work demand Ifamily demand) and outcome variables (i.e., job satisfaction 

and family satisfaction). As Field (2013) suggests factor analysis will always find a factor 

solution, "if you put garbage in, you get garbage out" phenomenon (p.647) and hence, a 

researcher needs to be meticulous in assessing indicators to be sure that they reflect 

theoretically meaningful aspects. It is fair to say that the two factors are of minor importance 

and its retention is not defensible and meaningful, and provide hardly any explanatory power 

to the structure. Consequently, both factors have been discarded. 

Once having confirmed number of items needed in composing a factor, it is vital to check 

reliability of the variables contributing to a factor. Reliability is of substantive importance in 

measuring consistency of the construct developed. Cronbach's a is the most widely used 

measure for reliability, a value ofCronbach's a. 0.60 to .70 is generally accepted as the lower 

limit of acceptability (Robinson, Shaver and Wrightsman, 1991; Gliner and Morgan, 2000). 

Inter item correlation is another neighbouring measure with Cronbach's a.. All items of a 

factor needs to be reasonably correlated and the inter item correlation of .20 to .40 would be 

an optimal range (e.g., Briggs and Cheek, 1986). Nonetheless, as a rule of thumb inter item 

correlations should exceed .30 (Robinson, Shaver and Wrightsman, 1991). And thus, Pallant 

(2010) suggests that an item with inter correlation of less than .30 and having low Cronbach's 

a should be removed from analysis. The table 5.4 presents inter item correlations and 

Cronbach's a, excerpted from the reliability analysis. shown in table 11 b in appendix C. 

As can be seen in table 5.4. the column labelled 'Cronbach's a. if Item is deleted' indicates 

the value of the Cronbach's a if the particular item is not included in calculation. If the 

deletion of an item increases Cronbach's a, it is fair to say that the deletion of the item 

improves reliability (Field, 2013). All factors, save for factor nine, have good reliability 

(greater than .75) with sufficient inter-item correlations (greater than .30). Nonetheless, factor 
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nine portends potential problems with its reliability and inter- item correlation. Of factor nine, 

item Q25 correlated with Q 16 and Q 17 was very low .192 and .182 respectively and item 

Ql6 correlated with Ql7 was .25. Moreover, the Cronbach's a is very low 0.09, and even if 

Q25 is deleted from the structure, the improved reliability would be just 0040 and it would 

also lower the level of acceptance (below .60). Thus, all items need discarding from the 

factor structure (e.g., Pallant, 2010). 
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Table 5.4: Reliability of the extracted factors 
Factor 

Factor I 

Factor 2 

Factor 3 

Factor 4 

Factor 5 

Factor 7 

Factor 9 

Items composed 
factor 

QIO, QII, QI2 

QI , Q2, Q3 

Q19, Q24, Q26 

Q4, Q5, Q6 

Q20, Q22, Q23 

Q13, Q14, QI5 

Q16, Q17, Q25 

Any inter- item correlation 
below 0.3 

Any action needed Cronbach's a Would removal of any item Any action needed regarding 
Cronbach's a regarding inter item increase the reliability? 

correlation 

A minimum inter correlation No action is needed 

between items was 0.766 

A minimum inter correlation No action is needed 

between items was 0.727 

A minimum inter correlation No action is needed 

between items was 0.547 

A mInimum inter correlation No action is needed 

between items was 0.500 

A minimum inter correlation No action is needed 

between items was 0.495 

A minimum inter correlation No action is needed 

between items was 0.498 

Inter correlation between items 

was below 0.30. Item QI6 

correlated with Q 17 was .250 

and item Q25 correlated with 

QI6 and QI7 was .192 and .182 

respectively 

All items need 

removing from factor 

structure 
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0.912 

0.902 

0.833 

0.763 

0.762 

0.759 

0.091 

If item II deleted, 

Cronbach's a will increase to 

0.921 

No 

No 

No 

No 

No 

Both values reflect a good degree of 

reliability (greater than a 0.6). Thus, 

any action is not required. 

No action is requested 

No action is requested 

No action is requested 

No action is requested 

No action is requested 

If item 25 deleted, If item 25 deleted, Cronbach's a 
Cronbach's a will increase to would be 0.400, however, not at an 

0.400 acceptable level (a < 0.6). Thus, the 

factor 9 should be discarded from the 

factor structure! 



After having sufficient statistical evidence for grouping variables onto a factor, subjective 

judgement on the contents of variables representing a factor measuring the same construct is 

necessary. In other words, it is imperative to confirm the content of questions loaded onto the 

same factor represent common themes (Field, 2013). As this research partly attempts to 

validate the extant structure of Carlson, Kacmar and Williams' (2000) work family conflict 

measure, it is important to observe that the variables found to be measuring a particular 

factor clump together similarly in this analysis. A comparison of factor structure found in 

exploratory factor analysis with Carlson, Kacmar and Williams' (2000) factor structure is 

presented in table 5.5. 

Table 5.5: A comparison of extracted factor structure with Carlson, Kacmar and 
Williams' (2000) structure 

Factor Items! Variables 

1 QlO, Q11, Q12 

2 
Q1, Q2, Q3 

3 Q19, Q24, Q26 

4 Q20, Q22, Q23 

5 Q4, Q5, Q6 

6 Q13. Q14, Q15 

Description 

It is similar to what Carlson, 
Kacmar and Williams' found 

It is similar to what Carlson, 
Kacmar and Williams' found 

New factor 

New factor 

It is similar to what Carlson, 
Kacmar and Williams' found 

It is similar to what Carlson, 
Kacmar and Williams' found 

Naming factor 

Time based FTW 

Time based WFC 

Psychological 
based WFC 

Psychological 
based FWC 

Strain based WFC 

Strain based FWC 

Of six retained factors, four of them are similar to what Carlson, Kacmar and Williams 

found, whilst two of them represent new factors (results that are in line with the findings of 

the exploratory study). 

Nonetheless, it is robust to employ confirmatory factor analysis for Carlson, Kacmar and 

Williams' (2000) structure and the new structure derived from the analysis with the view to 

identifying the best structure representing the data set. 

At this stage, it is imperative to redo the factor analysis in order to confirm that the deletion 

of variables does not affect the factor structure (e.g., Hair et aI., 2010; Field, 2013) and thus, 
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the remaining 18' indicators of work family conflict measure were subjected to principal 

components analysis. The results depicted in table 5.6. The value of the Kaiser-Meyer -

Olkin (KMO) measures of sampling adequacy is .709 exceeding the recommended value of 

.6 (Tabachnick and Fidell, 2007) and the KMO for all individual items was also greater 

than 0.657. Bartlett's test of sphericity XZ (153) = 4559.03, P < .001, indicating factorability 

of the correlation matrix. Six components had eigenvalues over Kaiser's criterion of 1 

together explaining 75.42 % of the variance. Inspection of the scree plot supports the 

retention of six factors revealing a clear break after the seventh component. This was further 

supported by parallel analysis revealing the six components have eigenvalues exceeding the 

corresponding criterion value of the parallel analysis where parallel analysis was employed 

with 200 randomly generated data for 18 variables representing 569 subjects. Thus. all three 

criteria produced similar results for retention of a six factor structure. Oblique rotation with 

direct oblimin was performed and a simple structure was generated where each item clearly 

loaded onto each factor. All factor loadings were greater than.794 which is an indicative of 

well defined structure (Stevens. 2002). 
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Table 5.6: Summary of exploratory factor analysis (N = 569) 

No 

QIO 
QI2 
QIl 

Q2 

Ql 
Q3 
Q26 

Q24 

Q19 
Q22 

Q20 

Q23 
Q4 
Q5 

Q6 
Q14 

Q15 
Q13 

Items 

The time I spend on family responsibilities often interferes with my work responsibilities 
I have to miss work activities due to the amount oftime I must spend on family responsibilities 
The time I spend with my family often causes me not to spend time in activities at work that could be 
helpful to my career 
The time I must devote to my job keeps me from participating equally in household responsibilities and 
activities 
My work keeps me from my family activities more than I would like 
I have to miss family activities due to the amount of time I must spend on work responsibilities 
I am often not in good mood at home due to the preoccupation with work responsibilities that prevent 
me doing the tasks at home 
When I am at home I see things needs doing at work; planning and scheduling work related activities 
that prevent me doing the tasks at home 
I often think about work related problems at home that prevent me doing the tasks at home 
I am often not in good mood at work due to the preoccupation with family responsibilities that prevent 
me doing the tasks at work 
When I am at work I see things that need doing at home; planning and scheduling family related 
activities that prevent me doing the tasks at work 
I often think about family related problems at work that prevent me doing the tasks at work 
When I get home from work I am often too frazzled to participate in family activities/responsibilities 
I am often so emotionally drained when I get home from work that it prevents me from contributing to 
my family 
Due to all the pressures at work, sometimes when I come home I am too stressed to do the things I enjoy 
Because I am often stressed from family responsibilities, I have a hard time concentrating on my work 

Tension and anxiety from my family life often weakens my ability to do my job 
Due to stress at home, I am often preoccupied with family matters at work 

Eigenvalues 
Percentage of variance 
Cronbach's a 

Extraction Method: Principal Component Analysis. 
Rotation Method: Oblimin with Kaiser Normalization. 
a. Rotation converged in 6 iterations. 

Factor 

TFWC TWFC PWFC PFWC SWFC SFWC Communali~ 

.947 

.920 

.894 

.922 

.915 

.903 
.909 

.885 

.800 
.835 

.822 

.816 
-.841 
-.838 

-.794 
.825 

.825 

.811 

2.907 2.620 2.330 1.997 1.959 1.762 
16.152 14.556 12.946 11.096 10.883 9.786 
0.912 0.902 0.833 0.762 0.763 0.759 

.897 

.858 

.796 

.859 

.840 

.815 

.823 

.770 

.693 

.713 

·.677 

.674 

.714 

.7fJ7 

.678 

.677 

.689 

.698 
Total 
13.585 
75.419 

TWFC- Timed based work to family conflict; SWFC- Strain based work to family conflict; PWFC- Psychological based work to family conflict; TFTW-Time based family to work conflict; SFWC-strain based 
family to work conflict; PFWC- Psychological based family to work conflict. 

117 



The value of communality is all greater than .674 indicating satisfactory level of shared 
variance of the variables (Hair et aI., 2010). Moreover, all inter- items correlations were 
greater than 0.495 with higher reliability .759. Thus, the deletion of items did immune to the 
retaining six factor structure. All relevant output related to six factor structure is annexed in 
appendix C (table 12) labelled "a six factor structure". A brief comparison of nine factor 
structure with six factor structure summarised in table 5.7. 

Table 5.7: Comparison of nine- factor structure with six - factor structure 

Criteria Nine factor solution Six factor solution Note 

Overall KMO 

Individual 
KMO 
Bartlett's test 
of sphericity XZ 

0.669 

A minimum of 0.519 

p < .001 

0.709 

A minimum of 0.657 

p < .001 

KMO is "good" for six 
factor structure but is 
"mediocre" for nine 
factor structure 
Six factor structure is 
better 
Satisfied on both 

Correlations Reasonably correlated 
structures 

Reasonably correlated Satisfied on both 

Factor 
extraction 

Communality 

Total variance 
explained 

Factor 
loadings 
Rule of three 

Cronbach's a 

Inter item 
correlation 
Representing 
common theme 

Agreement 
three 

among Agreement 
criteria: three 

among 
criteria: 

Kaiser's criterion, 
scree plot and parallel 
analysis 
All greater than .511 

75.96 % 

All greater than .490 

Not satisfied 

All above .759 save 
for .091 

All above .495 save 
for factor nine 
Not satisfied 

Kaiser's criterion, 
scree plot and parallel 
analysis 
All greater than .674 

75.42% 

All greater than. 794 

Satisfied 

All above .759 

All above .495 

Satisfied 

structures 
Analogy among 
multiple techniques in 
both nine and six factor 
extraction 

Six factor solution is 
better 
Six factor is better 
because most of the 
variable condensed into 
smaller groups; just 
.54% lost in 
conjunction with 
discarded three factors 
Six factor solution is 
better 
No need for any 
removal of six factor 
Excellent reliability in 
Six factor solution 
Excellent value for Six 
factor solution 
Satisfied with six factor 
solution 

As shown in above table, the six factor structure vis a vis nine factor structure is robust and 
theoretically sound, meaningful and interpretable. The next logical step is to specify the 
resultant factor solution in the confirmatory procedure to see how good fit of the model and 
to ensure its psychometrics properties. 
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5.2 Confirmatory factor analysis 

Confinnatory . factor analysis (CF A) is most widely used technique during the scale 

development process establishing validity of a scale following an EFA (e.g., Bagozzi and 

Foxall, 1996; Worthington and Whittaker, 2006). CF A is a powerful statistical tool for 

investigating the natures and relations among latent constructs (Jackson, Gillaspy and 

Pure-Stephenson, 2009; Hair et at., 2010) and employed to fit the data to a preconceived 

model (Worthington, and Whittaker, 2006). In this study, CF A is used to confinn the praxis 

of the preconceived measurement model that emerged from exploratory factor analysis with 

the aid of AMOS (Analysis of Moment Structures). In a CF A, measurement model validity is 

dependent on two aspects: the first deals with establishing acceptable levels of Goodness -

Of- Fit (GOF) measures, and the second is of establishing construct validity. 

OOF measures explain how the model reproduces the observed covariance matrix among the 

indicators items, that is, OOF measures the model fit by comparing theory (estimated 

covariance matrix) to reality (the observed covariance matrix) (Hair et aI., 2010). Generally, 

the GOF subsumes into six viz., absolute fit measures, relative (incremental) fit measures, 

parsimony measures, non centrality fit measures, information theoretic fit measures, and fit 

measure based on sample size (Blunch, 2008). The details of the dominant OOF indices are 

presented in table 3 (appendix E). Of such a plethora of fit indices, most widely reported 

indices in work family conflict scales are chi -square, RMR and CFI (Carlson, Kacmar and 

Williams,2000). However, Matthews, Kath and Bames- Farrell (2010) used SRMR instead 

of RMR in their study of a short, valid, predictive measure of work-family conflict. In the 

light of the previous studies and the recommendations of the statistical experts, this study 

used mainly Chi-Square tests, the RMSEA, the CFI and the SRMR in arriving at conclusions 

over the model fit (e.g., Kline, 2005). 

Having established model fit, the construct validity of such model is of substantive 

importance. Construct validity suggests how well the construct items are designed to 

measure actually reflects the theoretical latent construct (Hair et at., 2010). In general, 

construct validity takes three forms: content adequacy analysis, convergent validity and 

discriminant validity. The content adequacy is a priori to theory testing and it was established 

during the process of exploratory factor analysis. Convergent validity indicates that indicators 

should converge or share greater proportion of variance in common. As a part of convergent 

validity, high loading becomes an indicator of convergent validity. Thus, the estimate of the 
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link of construct to indicator is of significance arid, as a rule of thumb, the value of the 

standardised factor loadings estimates should be at least 0.5 or higher, and ideally 0.7 or 

higher9 (Hair et aI., 20 10). Moreover, average variance extracted (A VEl also measures 

convergent validity and a value of 0.5 or greater is adequate (AVE is the mean varaince 

extracted from the item loadings on a latent factor). Construct reliability (CR) is an another 

indicator of convergent validity denoting the existence of internal consistency and as a rule 

of thumb, 0.7 or higher suggests good reliability, although 0.6 to 0.7 may also acceptable 

range (Hair et aI., 20 I 0). 

Discriminant validity indicates whether the constructs are distinct. Higher discriminant 

validity suggests that each construct is unique. Discriminant validity can be carried out by 

comparing A VE with the square of the correlation, and if A VE is greater than that of the 

square of the correlation, discriminant validity is established (Hair et aI., 2010). 

Moreover, in a CF A, there are two foremost elements providing useful insights in assessing 

model fit viz., residual covariance and modification index. The residual covariance shows the 

difference between sample covariance and implied covariance and a robust model is expected 

to produce small differences between variables, "the smaller, the better the fit." Moreover, a 

value of standardised residuals below 2.5 suggests the model is correct, and the value 

between 2.5 and 4.0 deserve some attention, although a value exceeding 4.0 is unacceptable 

indicating potential degree of error, nonetheless, one or two of the large residuals can be 

acceptable in many instances (Hair et al., 20 I 0). 

Modification index (MI) explores every possible relationship that is not estimated in a model, 

i.e., estimating for non estimating parameters and thus, it provides some insights improvising 

hypothetical model. MI approximately 4.0 or greater is an indicative of the fit could be 

improved significantly (Hair et aI., 2010). In some instances, AMOS will not produce any 

modification indices implying none exceeding the specified threshold limit of 4.0. 

9 Since the square of a standardised factor loading reflects how much variance in a indicator is explained by the 
latent factor (variance extracted), a loading below 0.7 (square below 0.5) problematic as more than half the 
variance in the measure is error variance than explained variance (Hair et aI., 2010). 
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5.2.1 Results 

The model obtained from exploratory factor analysis was applied in AMOS 10 for undergoing 

CF A. The model made up of six . latent constructs; viz., TIMEWFC (time based work to 

family conflict), STRWFC (strain based work to family conflict) and PSYWFC 

(psychological based work to family conflict), TIMEFWC (time based family to work 

conflict) , STRFWC (strain based family to work conflict) and PSYFWC (psychological 

based family to work conflict) where each construct was measured by three observed 

variables (indicators) which had a caveat satisfying rule of thumb recommending three 

indicators per construct (e.g., Hair et aI., 2010) and 18 observed variables composed the 

model en bloc (6 x 3 = 18). Error associated with each observed variable indicated by e 1 to 

e 18 and they were treated as uncorrelated. Each observed variable loaded on one and only 

one construct. As required by AMOS and validation purpose, all six latent constructs were 

allowed to covary together. The model was an overidentified model as number of estimable 

parameters was less than the number of data point. The number of data point was P (P+ 1 )/2 

where P stands for observed variable (Byrne, 2010). The model had 171 data points 

(18 (18+1) / 2) with a total of 51 unknown parameters and thus the model was an 

overidentified with 120 degrees of freedom. Overidentified is necessary rendering it of 

scientific use (Byrne, 2010). The summary of the model parameters are presented in table 5.8. 

As can be seen in table 5.8, the hypothesised model has 42 variables, 18 of which are 

observed variables and the remaining 24 are unabsorbed variables. In variables' relationship 

taxonomy, 18 of which are said to be endogenous variables and the remaining 24 variables 

are exogenous variables. Last portion of the table illustrates that there are 36 regression 

weights, 24 of which are fixed (18 of them are error terms and 6 of them are first each set of 

factor loadings) and the remaining 12 of which are estimated. A total of 15 covariances and 

24 variances are estimated. In sum, of the hypothesised model, there are 75 parameters, 51 of 

which are estimated. 

\0 In AMOS, data analyse in form of path diagram (visual pictorial presentation of the model) consisting of 
latent constructs (unobserved variables-drawn as "ellipses"), indicators (measured or manifest variables- drawn 
as rectangles), error terms (how far latent variable does not explain the measured variables) and their linkages 
using one headed arrow (regression weights) or two headed arrow (covariance/correlations). 
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Table 5.8: Preliminary model summary statistics, variables and parameters 

Computation of degrees of freedom 
Number of distinct sample moments: 171 

Number of distinct parameters to be 51 
estimated: 

Degreesoffreedom(171-51 120 

Minimum was achieved 

Chi-square = 249.553 

Degrees of freedom = 120 

Probability level = .000 

Number of variables in your model 

Number of observed variables 

Number of unobserved variables 

Number of exogenous variables 

Number of endogenous variables 

Results 

Variables 

42 

18 

24 

24 

18 
Parameter summary 

Weights Covariances Variances Means 

Fixed 24 0 0 0 

Labeled 0 0 0 0 

Unlabeled 12 15 24 0 

Total 36 15 24 0 

Intercepts 

0 

0 

0 

0 

Total 

24 

0 

51 

75 

To assure multivariate nonnality, AMOS facilitates to diagnose multivariate outliers of a data 

set by employing Mahalanobis d-squared statistic which "measures the distance in standard 

deviation units between a set of scores for one case and the sample means for all the variables 

(centroids)" (Byrne, 2010, p. 106). The smaller number of pI is expected and assuming 

nonnality. Mahalanobis d-squared indicates minimal evidence of serious multivariate 

outliers. West, Finch and Curran (1995) suggest that the 132 value equal to or greater than 7 to 

be indicative of early departure from nonnality. The results show that all values were below 

the limit of 7 and thus no item is an indicative of Kurtotic. Moreover, the value of skew for 

each item less than two is an indicative ofnonnality. 

The primary purpose of the CF A is to statistically assessing how the hypothesised model fits. 

The evaluation criteria focus on adequacy of the parameter estimate and the model as a whole 

(Byrne, 2010). The adequacy of the parameter estimate is dependent on three aspects: 

feasibility of the parameter estimates, appropriateness of standard errors and statistical 
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significance of the parameter estimates. In the feasibility of the parameter estimates, correct 

sign and size and consistency of the underlying theory are assessed. Results revealed that the 

correlations were not greater than 1.00, no negative variances were produced (table 13 in 

appendix C) and covariance or correlation matrices were not positive definite. Moreover, 

Byrne (2010) suggests that the standard errors should be smaller to obtain precise estimation. 

All standard errors are less than 0.05 save for STRFWC which is 0.07 (table 13 in appendix 

C). Thus it is fair to say, all the standard errors are close to 0 indicating the estimation of the 

model are accurate. As to statistical significance of parameter estimate, critical ratio (CR), 

derived by dividing value of parameter estimate by standard errors, is used to test. If the 

value of CR is greater than +/- 1.96, the estimate is said to be statically significant from zero. 

As shown in below table 5.9, the results of the unstandardised solution reveal that all 

estimates are statistically significant. The significant results are also indicative of adequate 

sample size (Byrne, 2010). 

Table 5.9: Parameter estimate both unstandardised solution and standardised solution 

Unstandardised solution Standardised solution 

Estimate S.E . C.R. P Estimate 

Q2 <--------- TIMEWFC . 970 .036 27.193 ••• .902 
Q3 <--------- TIMEWFC .860 .035 24.687 ••• .827 

Ql <--------- TIMEWFC 1.000 .878 
Q5 <--------- STRWFC .939 . 074 12.766 ••• .719 
Q6 <--------- STRWFC 1.049 .082 12.722 ••• .701 
Q4 <--------- STRWFC 1.000 .748 

Q24 <--------- PSYWFC 1.055 . 064 16.586 ••• .790 

Q26 <-------- PSYWFC 1.232 .074 16.595 ••• .896 

Q19 <--------- PSYWFC 1.000 .697 

QIl <--------- TIMEFWC .855 . 033 26.145 ••• .797 

QIO <-------- TIMEFWC 1.000 .961 
Q12 <--------- TIMEFWC .959 .030 32.344 ••• .890 
Q14 <--------- STRFWC .828 .067 12.370 ••• .683 
Q13 <--------- STRFWC 1.000 .752 
Q15 <--------- STRFWC .946 .076 12.459 ••• .712 
Q22 <--------- PSYFWC .984 .077 12.711 ••• .763 
Q20 <--------- PSYFWC 1.000 .696 

Q23 <--------- PSYFWC .825 . 065 12.713 ••• .708 

The model as a whole represents how the hypothesised model is a better fitting model on the 

use of sampled data. In the results of the model fit, there are three types of the models 

demonstrated: independence model, saturated model and default model (table 14 in appendix 

C). The independence model represents complete independence of all variables in the model 
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whereas a saturated model represents the number of estimated parameters equals the number 

of data points (Byrne, 20 I 0) . The hypothes ised model is the default model between 

independence model and saturated model. The result of the model is presented in fi gure 5.2. 

Figure 5.2: The results of the six factor work family conflict model 
77 

.. Chi-Square = 249.553, df (120) , p= .OOO 

RMSEA = .044 PCLOSE =.915 
CFI - .971 

SRMR- .0431 

In a CFA, standardi sed factor loadings should be at lea t 0.5 , however, value greater than or 

close to 0.7 is sa id to be highl y significant. All tandardi ed load ing, ave for Q 14, Q 19 and 

Q20 were found to be greater than 0.7 indicating high stat isti ca l signi ficance. Moreover, the 

standardised loadings of Q 19 <--- PSYWFC (.697), Q 14 <--- STRr W (.683), 

Q20 <--- PSYFWC (.696) were also very clo e to 0.7. Thus, it is fair to say all standardi sed 

load ings are statically significant and robust for further va lidation proce s. The result of the 

standardised loading can also be seen in above tab le 5.9 underneath tandard ised olution. 

In a CF A model, numbers of diagnostic mea ures are more prevalent in asse ing overall 

model fit (see table 14 in appendix C). A nonsignificant x.2 
indicates good model fit although 

the results of the hypothesised model noted as x.2 
(120) = 249.553 , p < 0.05. Despite 

the significant value associated with X
2 

is the portent of poor fitting model, the significant 

results is mostly common in a large sample size" N=569 (e.g., Bagozzi and Vi , 1988; Bagozzi 

and Foxall , 1996; Hair et aI. , 20 I 0). Thus, alternatively, the va lue of the normal X2 

(CMIN/OF) revealed that the model has an acceptable fit (2.080) with data. 

11 Bagozzi and Foxall ( 1996) stated that the " reliance on the hi -square test as the so le measure of fit is not 
recommended because of its dependence on sample size" (p. 205). 
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Furthermore, RMSEA has a value of .044 not exceeding guideline of 0.05 and the non 

significant value of the PCLOSE confirms that RMSEA is statistically lower than 0.05 and 

thus, it concludes that the hypothesised model is a good fitting model. Next, CFI frequently 

reported relative (incremental) fit measure has value of 0.971 exceeding guidelines of 0.95 

supporting that the hypothesised model is well fitting model fit. Moreover, the SRMR, an 

absolute fit measure, has a value of 0.0431 indicating good fit. Thus, all such GOF measures 

and additional GOF measures12 suggest that the hypothesised model is robustly well fitting 

model. Modification index did not provide any useful unidentified relationship and thus, the 

model with six constructs is a better fitting model with the sample data. 

Schoenfeldt (1984) suggests that "The legitimacy of the organizational research as a scientific 

endeavour is dependent upon the psychometric properties of the measuring instruments" 

(p.78, cited in Schriesheim et aI., 1993, p. 386) and thus the robustness of model is anchored 

in its psychometric properties, particularly its construct validity including content adequacy 

analysis, convergent validity and discriminant validity. The adequacy of the content is a 

judgement based decision (subjective) and was investigated during the process of factor 

extraction, and it was confirmed that all items contained and covered underlying theoretical 

construct of work family conflict (as reflected on the item wordings). Content adequacy is 

necessary but not sufficient and thus further convergent validity and discriminant validity are 

required. 

Convergent validity of the measurement can be assessed by dint of factor loadings, AVE and 

construct reliability (CR). The factor loadings should be at least .5 although preferably 0.7. 

Results revealed that all loadings were highly significant (greater than or close to .70) and the 

values of AVE also exceeded the 50 percent rule of thumb, the lowest AVE is 0.513. In a 

similar vein, reported values of CRs were all above the threshold of .70 suggesting high 

reliability and the values of CR are higher than AVE which is also an indicative of strong 

convergent validity in situ. Thus, overall, results reveal that the model has excellent 

convergent validity suggesting that the hypothesised model is a robust model and 

recommending retention of all items in the model. The results of the validity measures are 

presented in table 5.1 O. 

12 GFI=.9S4(Good fit), AGFI= .934 (Good fit), RMR =.026 (Better the model fit), NFI= .946 (Good fit: Model 
has a discrepancy that is 94.6% of the way between the (terribly fitting) independence model and the (perfectly 
fitting) saturated model), RFI=.931 (Superior fit), IFI=.971 (Very good fit), TLI=.963(Good fit), 
CFI=.971 (Well fitting model), PGFI=.762(Mediocre fit) and PRATIO=.784 (The model is 78.4 % as 
complex as the independence model). 
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Table S.10: The results of the validity measures 

CR AVE MSV ASV TFWC TWFC SFWC PFWC SWFC PWFC 

TFWC 0.915 0.784 0.010 0.005 0.885 

TWFC 0.903 0.756 0.008 0.005 -0.047 0.870 

SFWC 0.759 0.513 0.025 0.007 0.023 0.059 0.716 

PFWC 0.766 0.523 0.009 0.004 0.096 0.088 -0.060 0.723 

SWFC 0.766 0.523 0.005 0.002 0.024 0.070 0.053 0.019 0.723 

PWFC 0.839 0.638 0.025 0.009 0.101 -0.077 0.158 0.028 0.055 0.798 
CR: Construct reliability; AVE: Average variance extracted; MSV: Maximum Shared Variance; ASV : 
Average Shared Variance 

Discriminant validity can be established by comparing the AVE of each construct with its 

squared intercorrelations where each A VE estimate should be greater than corresponding 

squared intercorrelations for discriminant validity. As can be seen in table 5.10 all AVE is 

greater than 0.5 and none of the inter correlations of the constructs is not greater than 0.2 

(its maximum squared value would be .2* .2 = 0.04), and therefore, it can be concluded that 

each AVE is greater than the squared intercorrelations of the respective constructs. Moreover, 

in high discriminant validity, MSV (Maximum shared variance) should be less than AVE and 

ASV (average shared variance) less than AVE. As shown in table 5.10, all MSV < AVE and 

ASV < AVE indicating good discriminant validity of the model. 

It is important to examine standardised residual as it shows the discrepancy between the 

hypothesised model and the analysed data (Byrne, 2010). Only three values were found to be 

greater than 2.5 (Q19 with Q 10, Qll, Q12 are 4.077. 3.231, and 2.606 respectively. see table 

15 in appendix C), and one of them is slightly exceeding the unacceptable level of 4.0 

although, one or two large residuals can be acceptable in many instances (Hair et aJ.. 2010). 

Thus in terms of the standardised residual covariance, it is reasonable to infer that the 

hypothesised model is correct. 

In conclusion, CF A results confirm that the hypothesised model is a well fitting model and 

has strong construct validity and thus. it is a suitable model to proceed with further 

examination. 

5.2.2 A comparison of hypothesised model with Carlson, Kacmar and Williams' 
six dimensional model 

Comparing the hypothesised model with Carlson, Kacmar and Williams' (2000) six 

dimensional work family conflict model is of substantive importance. The difference between 

the hypothesised model and Carlson, Kacmar and Williams' model is in terms of presence of 
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psychological based and behavioural based dimensions. The hypothesised model developed 

in this research replaces behavioural based interference of the Carlson Kacmar and Williams' 

model with psychological based interference. 

As shown in table 5.11, the results of the unstandardised solution reveal that the estimate for 

one of the behavioural based items (Q 17<--- BEHFWC) is not statistically significant on 

Carlson, Kacmar and Williams' model. 

Table 5.11: Parameter estimate both unstandardised solution and standardised solution 

Q2 
Q3 
Ql 
Q5 
Q6 
Q4 
Q8 
Q9 
Q7 
Qll 
QIO 
QI2 
QI4 
Q13 
QI5 
QI7 
Q16 
QI8 

<-------­
<--------­
<-------­
<--------­
<--------­
<--------­
<---------
<--------­
<--------­
<--------­
<--------­
<---------
<-------­
<--------­
<---------
<---------
<--------­
<---------

Unstandardised solution 

TlMEWFC 
TIMEWFC 
TIMEWFC 
STRWFC 
STRWFC 
STRWFC 
BEHWFC 
BEHWFC 
BEHWFC 
TIMEFWC 
TIMEFWC 
TlMEFWC 
STRFWC 
STRFWC 
STRFWC 
BEHFWC 
BEHFWC 
BEHFWC 

Estimate 

.969 

.862 
1.000 
.940 

1.037 
1.000 
-.151 
-.202 
1.000 
.853 

1.000 
.956 
.872 

1.000 
.983 
.832 

1.000 
11.173 

S.E. 

.036 

.035 

.074 

.082 

.047 

.052 

.033 

.030 

.070 

.079 

.488 

4.388 

C.R. 

27.138 
24.740 

12.774 
12.703 

-3.186 
-3.894 

26.171 

32.386 
12.408 

12.439 
1.707 

2.546 

Standardised solution 
P Estimate 

..... .901 

..... .829 

.878 
... .722 
••• .695 

.751 
.001 -.147 
......... ~199 

1.058 
... .796 

.962 
••• .889 
••• .699 

.731 
... .719 
.088 .099 

.121 
.011 .892 

Moreover, factor loadings of five items were found to less than minimum threshold of .50 

and were not reliable (Q8 <--- BEHWFC (-.147), Q9 <---BEHWFC (-.199), 

Q7 <--- BEHWFC (1.058), Q17 <-- BEHFWC (.099) and QI6 <--- BEHFWC (.121». 

In this case, all five items were identified as candidate for deletion. Moreover, model fit 

indices were found indicating a poor fitting model. A brief summary of the model fit indices 

are presented in table 5.12. 
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Table 5.12: Comparison of hypothesised model with Carlson, Kacmar and Williams' 

model 
Model X'2 CMINIDF CFI RMSEA PCLOSE SRMR ECVI A1C 

Hypothesised model 
X2 ( 120)=249.553, 2.080 .971 .044 .9 15 .0431 .619 351.533 

P < 0.05 

Carlson, Kacmar and X2 (120)=985.287, 8.2 11 .812 .113 .000 .0798 1.914 1087.287 
Williams ' model e. < 0.05 

As can be seen in table 5.12, all model fit indices were beyond the acceptable range and thus, 

Carlson, Kacmar and Williams' mode l was found as a poor fitting model with the sample 

data. Nonetheless, the MI suggests that there is room for improvement if two covariances 

were treated as free parameters between err8 <--> err9 (372.969) and err l 7 <--> errl6 

(33.074). Subsequently, they were allowed to covary and the results are presented in figure 

5.3. 

Figure 5.3: Carlson, Kacmar and Williams' work family conflict model 
./1 

Chi·Square = 334.815. df (118). p=.OOO 
9J 

Albeit a little improvement observed, analysis did not produce any robust results to retain 

behavioural based work family contlict however, the findings strongly support for the 

inclusion of psychological based work fam ily conflict. Therefore, the new six factor mode l of 

work fam ily contlict viz. , time based, strain based and psychological based both work to 

family contlict and family to work contlict is theoretically robust (as discussed in chapter 2), 

and has strong psychometric properties. And thus, it can be concluded that the new six factor 
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model is superior to the Carlson, Kacmar and Williams' six factor model of work family 

conflict for the sample data. Thus hypothesis HI that the six factor structure of Carlson, 

Kacmar and Williams' (2000) scale of work family conflict developed in individualist culture 

will exist in Sri Lanka was only partially supported as time based and strain based were in 

line with what Carlson, Kacmar and Williams found whereas no evidence in support of the 

inclusion of the behavioural dimension was found. 

5.2.3 Second order CFA 

Bagozzi and and Yi (2012) suggests that second order CF A is more valid and meaningful 

when first order CF A interpreted as dimensions of second order concept. On the ground of 

literature, work family conflict takes two forms: work to family conflict and family to work 

conflict. In the six factor structure, TIMEWFC, STR WFC and PSYWFC describe work 

interfering with family, whilst TlMEFWC, STRFWC and PSYFWC describe family 

interference in work. Nonetheless, it is of foremost importance to examine the model with 

two forms of work family conflict reflecting a six factor structure to see if it is valid and 

meaningful. Consequently, second order CF A (hierarchical factorial structure) was performed 

to see how a two -factor model fits with a six factor combination. The X
2 

(130) = 272.221, 

p < 0.05., CMINIDF (2.094), CFI (.968), RMSER (.044), PCLOSE (.914), and SRMR 

(.0553) were indicative of a well fitting two factor model. Thus, it can be concluded that the 

hypothesised six factor model is a robust model capturing the terrain of both work to family 

conflict and family to work conflict. 

5.3 Predictive validity 

Predictive validity (sometimes referred to as criterion validity) suggests the ability of the 

measure to make accurate predictions (Saunders, Lewis and Thornhill, 2003). Thus, for 

gauging predictive validity, structural equation modelling (SEM) was employed where 

dimensions of WFC and FWC were related to two outcome measures which are theoretically 

well established and used in many empirical studies; job satisfaction and family satisfaction. 

The results are depicted in figure 5.5. TIMEWFC, STRWFC and PSYWFC have negative, 

significant coefficient of -.268, -.361 and -.333 on job satisfaction respectively (table 16 in 

appendix C). This implies that when TIMEWFC, STRWFC and PSYWFC increase, job 

satisfaction decreases by the stated magnitude of the value. As can be seen in figure 5.5, 33 

percent of observed variability in job satisfaction can be explained by TIMEWFC, STRWFC 

and PSYWFC en bloc. 
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Figure 5.4: Predictive validity of the six factor work family conflict model 

1/ 

RMSER = .038 PCLOSE =1.000 
CFI = .969 

SRMR=.0573 

. 3 

[n a similar vein, TIMEFWC, STRFWC and PSYFWC have negative, significant coefficient 

of -.186, -.319 and -.318 on family satisfaction respectively (table 16 in appendix C). This 

implies that when TIMEFWC, STRFWC and PSYFWC increase, family satisfaction 

decreases by the stated magnitude of the value. As can be seen in figure 5.4, 37 percent of 

observed variability in family satisfaction can be explained by TIMEFWC, STRFWC and 

PSYFWC en bloc. Thus, both WFC and FWC dimensions predicted job satisfaction and 

family satisfaction indicating strong predictive validity per se. 

5.4 Summary 

Results of the principal components analysis revealed the presence of six components with an 

eigenvalue exceeding 1.0, explaining 75.42% of variance. Visual examination of the scree 

plot and the parallel analysis also supported retaining six components. Subsequently, the 

robustness of structure and its psychometric properties were examined. GOF measures of 

RMSEA (.044), PCLOSE (.915), CFI (0.971), SRMR (0.0431) were found to be indicative of 

good fit with strong psychometric properties. Moreover, in assessing capability of the model 

for accurate prediction, the frequently reported consequences viz., job satisfaction and family 

satisfaction were significantly related and the results lent credence to the existence of 

predictive validity. In conclusion, the analysis has demonstrated that a model with a six -

factor structure (time based, strain based and psychological based both work to family 

conflict and family to work conflict) represents the most theoretically and psychometrically 

sound measure of work family conflict. Therefore, hypothesis (HI) that the six factor 
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structure of Carlson, Kacmar and Williams' (2000) scale of work family conflict developed 

in individualist cultures will exist in Sri Lanka was only partially supported as there was little 

evidence to the prevalence of behaviour based work family conflict, and the new 

psychological based dimension found goes beyond the Carlson, Kacmar and Williams' 

model. The next chapter explores the factors related to work to family conflict and family to 

work conflict. 
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CHAPTER SIX 

EXPLORING THE FACTORS RELATED TO WORK TO FAMILY 

CONFLICT AND FAMILY TO WORK CONFLICT 

6.0 Chapter overview 

In this chapter the relationship between work demand, family demand and the six dimensions 

of work family conflict identified in chapter 5, and the variables found to be related with the 

measures of work family conflict reported in chapter 4 are explored. This chapter therefore, 

answers the research question of what work related and family related factors influence work 

family conflict. It will report on the results of correlation analysis, multiple regression 

analysis, structural equation modelling (SEM) and moderation analysis in order to identify 

the predictors of work family conflict. The chapter ends with a brief summary. 

6.1 Correlation analysis 

At first, on the theoretical grounds and the findings of chapter 4, the potential variables 

expected to be associated with work demand are explored. The correlations between such 

potential predictors and work demand are presented in table 6.1. 

As can be seen in table 6.1, working hours per week (r = .47, P < 0.01) has the strongest 

positive association with work demand whereas being female has the strongest negative 

association (r = -.26, P < 0.01) with work demand. Furthermore, of the potential predictors, 

supervisory role (r = .17, p < 0.01), number of employees reporting (r = .21, p < 0.01), 

tenure (r = .10, p < 0.01), higher level income (r = .20, p < 0.01), local banks (r = .11, 

P < 0.01) were all weakly positively associated with work demand. However, formal work 

life policies (r = -.13, p < 0.01) was weakly negatively associated with work demand. 

Educational qualifications and informal work life policies were not significantly associated 

with work demand. 
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Table 6.1: Correlations between predictive variables of work demand 

Correlation Matrix 

2 3 4 5 6 7 8 9 10 II 

1 Working hours per week 1.000 

2 Supervisory role (I=No; 2=Yes) .340** 1.000 

3 Reporting: Number of employees .363** .715** 1.000 

4 Education (I=Basic; 2= Higher) .135** .354** .292** 1.000 

5 Tenure .318** .658** .689** .290** 1.000 

6 Income (I=Low; 2= High) .296** .564** .460** .490" .489** 1.000 

7 Bank (I=Multinationai bank; 2= Loca1 bank) .106** .106** .104** -.222** .112** -.248** 1.000 

8 Formal work life policies (I=No; 2=Yes) -.094* -.119** -.082* .183** -.098** .207** -.902** 1.000 

9 Informal work life policies (I=No; 2=Yes) -.033 -.055 -.042 -.017 -.019 -.058 .013 -.028 1.000 

10 Gender (I=MaIe; 2=Femaie) -.273** -.008 -.094* .106** -.100** -.060 -.074* .081* -.207** 1.000 

11 Work demand .470** .171** .210** .031 .100** .195·* .106** -.129*· -.048 -.258** 1.000 

** Correlation is significant at the 0.01 level (I-tailed). * Correlation is significant at the 0.05 level (I-tailed). 
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Turning now to the demands of family, potential predictors were chosen on the ground of 

previous studies and the findings of chapter 4. The results of the correlation analysis between 

such potential predictors and family demand are presented in table 6.2. Results revealed that 

hours spent on household chores (r =.27, p < 0.01) and being female (r =.29, p < 0.0 I) were 

strongly positively associated with family demand whereas informal work life policies 

(r = -.30, p < 0.01) was strongly negatively associated with family demand. Further, number 

of children (r = .1 0; P < 0.01), hours spent on children (r =.09, p < 0.05), main child's carer 

(respondent) (r =.08, p < 0.05), working spouse (r =.11, p < 0.01), spouse working hours 

(r =.13, p < 0.01) were significantly positively associated with family demand however the 

association was weak. The association of formal work life policies with family demand was 

significantly negatively weak (r = -.09, P < 0.05) suggesting little effect. Nonetheless, 

number of dependents needing care, hours spent on dependent care, primary dependent's 

carer, nature of family (Jiving couple) and number of family member were not found to be 

significantly associated with family demand. 
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Table 6.2: Correlations between predictive variables of family demand 

Correlation Matrix 

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 

Hours spent on household chores 1.000 

2 No of children -.219" 1.000 

3 Hours spent on children -.222" .653" 1.000 

4 Main child's carer (I =Others; 2=Respondent) -.073 .146'· -.059 1.000 

5 No of dependents need caring -.490" .363'· .203" .124" 1.000 

6 Hours spent on dependents -.516" .267'· .117"' .075 .841" 1.000 

7 Primary dependent's carer (l=Others; 2=Respondent) -.006 .162' .026 .643"' .097 -.053 1.000 

8 Working spouse (1=No; 2=Yes) .13S·· .127"· .150" .246" -.117" -.141·' .360·' 1.000 

9 Spouse working hours .144" .134'· .14S·· .277"' -.10S·· -.132" .392"' .978" 1.000 

10 Main earner (I=No; 2=Yes) -.095' .221'· .275"' -.489" .090' .142" -.440" -.216" -.254·· 1.000 

11 Number of family members -.091' .446" .332"' -.027 .116" .092' .233"' .337"' .335·' -.051 1.000 

12 Nature offamily «1=Single; 2=Couple) -.122·' .484" .610·' • .151" .129'· .055 .366·' .358"· .413·' .145" 1.000 

13 Formal work life policies (1=No; 2=Yes) .02S -.075' -.025 .038 -.077· -.016 -.102 .066 .055 .149·' -.121" .030 1.000 

14 Informal work life policies (I=No; 2=Yes) -.047 -.10'" -.097" -.036 -.040 -.034 -.080 -.1 OS·' -.104·· .002 -.037 -.116·' -.02S 1.000 

15 Gender (I=Male; 2=Female) .150" .12S·· .175"' .414·' -.137·' -.12'" .632·' .347" .397"· -.390" -.114" .084' .081' -.207" 1.000 

16 Family demand .267" .099" .089' .083' .022 .014 .052 .107"' .125'· -.128"' .049 .028 -.088' -.304" .294·' 1.000 

... Correlation is significant at the 0.0 I level (I-tailed). •. Correlation is significant at the 0.05 level (I-tailed). a Cannot be computed because at least one of the variables is constant. 
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Having identified the main factors related to work and family demand, the next stage of 

analysis considers the relationship between work and family demand, the moderating 

variables work and family support and the key outcome measures. These are the six 

dimensional model of bidirectional work family conflict namely time based, strain based and 

psychological based, and the final outcome measures of job and family satisfaction. 

The results of the correlation analysis are presented in below table 6.3. As expected, work 

demand was significantly positively correlated with psychological based WFC (r = .59, 

p < 0.01), strain based WFC (r = .44, P < 0.01) and time based WFC (r = .39,p < 0.01). In a 

similar vein, family demand was significantly positively correlated with strain based FWC 

(r = .56, p < 0.01) and psychological based FWC (r = .44, p < 0.01) and time based FWC 

(r = .42, P < 0.01). As can be seen in the table, time based WFC, strain based WFC and 

psychological based WFC were strongly negatively associated with job satisfaction, however, 

their association with family satisfaction was weak. Similarly, time based FWC, strain based 

FWC and psychological based FWC were strongly negatively associated with family 

satisfaction. However, there was no significant association between time based FWC and 

strain based FWC and job satisfaction, but a weak negative association was found between 

psychological based FWC and job satisfaction. 

The table also includes the measure of behaviour based WFC and FWC and it can be seen 

that they are not correlated with work/family demand or job/family satisfaction: the results 

were clearly consistent with the decision made in chapter five for exclusion of behavioural 

form of work family conflict. 

The measure of work support was negatively strongly associated with work demand (r = -.29, 

p < 0.01) indicating that increased work support decreases work demand and organisational 

WLP was also significantly negative but weakly associated with work demand (r = -.07, 

P < 0.01) and family demand (r = -.08, p < 0.01) suggesting little impact. However, results 

revealed that family support was positively associated with family demand (r = .27,p < 0.01) 

which is in contradiction to many research findings in individualist nations. It is assumed that 

with an extended family structure, the amount of family support would be greater in 

comparison with the nuclear family, but conversely it appears that extended family members 

might be a burden generating a greater amount of family demand. 
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Table 6.3: Correlations analysis of the predictive variables and outcome variables of work family conflict 

Correlation Matrix 

1 2 3 4 S 6 7 8 9 10 11 12 13 14 IS 

1 Work demand 1.000 

2 Family demand .146" 1.000 

3 Work support -.289** -.016 1.000 

4 Family support .019 .273** .013 1.000 

5 Work life policies (WLP) -.on* -.076* .071* -.030 1.000 

6 Time based WFC .387** .06S -.2S1*· -.024 -.021 1.000 

7 Strain based WFC .437** .064 -.281*· .040 -.OS2 .070* 1.000 

8 Psychological based WFC .592** .09S* -.297·· .014 -.031 -.066 .060 1.000 

9 Behaviour based WFC .044 .041 -.073· .002 -.033 -.OOS .094* -.001 1.000 

10 Time based FWC .119** .420*· .047 -.018 -.026 -.OS6 .021 .129·· .041 l.000 

11 Strain based FWC .ISI·· .5S5*· -.038 .134·· -.098*· .044 .045 .110·· -.008 -.003 1.000 

12 Psychological based FWC .066 .439·· -.020 .060 -.026 .065 .024 .032 .046 .076* -.051 1.000 

13 Behaviour based FWC .020 .041 -.OS8 .000 -.026 -.017 -.014 .08S· .169·· .154·· -.051 .034 1.000 

14 Family satisfaction -.146·· -.392·· .08S· -.020 .140·· -.128*· -.079· -.083· -.OS9 -.205·· -.354·· -.277·· -.061 1.000 

15 Job satisfaction -.452·· -.128·· .368·· -.073 .IS7·· -.281·· -.267·· -.360·· -.019 -.001 -.128·· -.121·· -.041 .229·· 1.000 

••. Correlation is significant at the O.Qllevel (I-tailed) .•. Correlation is significant at the 0.05 level (I-taded). WFC: work to family conflict FWC: Family to work COnflIct 
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The correlation analysis revealed association of the variables with potential predictors of 

work demand, family demand and work family conflict. However, the correlation matrix also 

revealed some degree of inter-correlation among the set of predictor variables. The next 

section reports on the results of stepwise multiple regression analysis that sought to explore 

these relationships in greater depth. 

6.2 Multiple regression analysis 

Correlation coefficients measure association between variables, it does not support making 

any direct conclusions about causality, and thus multiple regression analysis was performed 

to calculate the coefficient of determination (R2) measuring the amount of variability in one 

variable that is shared by the other (Field, 2013). 

6.2.1 Predictors of work demand 

Several seminal studies have found that work demand is a predictor (cause) of work to family 

conflict (e.g., Lu et al., 2006; Boyar et al., 2008). Thus identifying the factors contributing to 

work demand is essential to a complete model of work family conflict. As discussed in 

chapter 2 the main factors identified as predictors of work demand in the literature, and 

found to have an association in this study (see table 6.1 above ) were working hours, 

supervisory status (how many reporting), tenure, income, formal work life policies, informal 

work life policies, gender and educational qualification. These were examined using stepwise 

multiple regression analysis l
• The results revealed a six variable solution that excluded 

informal work life policies and educational qualification as insignificant contributions to the 

model. Table 6.4 depicts the variance explained by each of these predictor variables. 

Table 6.4: Model summary: Predictors of work demand 

Model 
1 
2 
3 
4 
5 
6 

R 
.470a 

.489b 

.495c 

.502d 

.514e 

.521 t' 

Model Summary I 

R Square 
.221 
.239 
.245 
.252 
.265 
.271 

Adjusted R 
Square 

.219 

.236 

.241 

.247 

.258 

.264 
a. Predictors: (Constant), Working hours 
b. Predictors: (Constant), Working hours, Gender 

Std. Error of the 
Estimate 
.69760 
.68999 
.68787 
.68527 
.68000 
.67749 

c. Predictors: (Constant), Working hours, Gender, Formal Policies 
d. Predictors: (Constant), Working hours, Gender, Formal Policies, Income 
e. Predictors: (Constant), Working hours, Gender, Formal Policies, Income, Tenure 

Durbin-Watson 

1.847 

f. Predictors: (Constant), Working hours, Gender, Formal Policies, Income, Tenure, Supervisory status (how 
many reporting) 
g. Dependent Variable: Work demand 

I It is the most popular sequential approach to variable selection and to examine the contribution of each 
independent variable and thus facilitate addition or deletion of variables at each stage (Hair et aI., 20 I 0). 
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Inclusion of all six variables explains 27.1 % of the variance (Model 6: If = .271) in work 

demand although the remaining 72.9 % of variance in work demand is not explained in this 

model. However, the value of R2 (.271) produced the effect size of Cohen'sj .372 indicating 

large sized effect. Cross validation of a regression model indicating accuracy of the model in 

a different sample is necessary (Field, 2013) and thus Stein's formula applied with a sample 

of 569 and six predictors. The value of Stein's equation is 25.3% which is closer to the 

observed value of R2 (.271) indicating that the cross validity of the simple model is 

reasonable good. 

As shown in ANOV A table 17 (appendix C), the value of F statistic is highly significant for 

all six models: F (567) = 160.43, P < .001), F (566) = 88.79, p < .001), F (565) = 61.05, 

p < .001), F (564) = 47.46, P < .001), F (563) = 40.52, P < .001) and F (562) = 34.88, 

p < .001) respectively, indicating initial model significantly improved the ability to predict 

work demand and thus model 6 was chosen as better model. Coefficients of the predictors 

determining work demand are presented in table 6.5. 

Table 6.5: Coefficients of the predictors determining work demand 

Coefficients· 
U nstandardized Standardized 

Coefficients Coefficients 

Model B Std. Error Beta t Sig. 

6 (Constant) -1.269 .600 -2.114 .035 

Working hours .132 .013 .401 9.856 .000 

Supervisory status .013 .006 .117 2.274 .023 

Tenure -.020 .005 -.202 -3.874 .000 

Income .234 .076 .138 3.076 .002 

Formal Policies -.253 .082 -.118 -3.094 .002 

Gender -.224 .060 -.140 -3.732 .000 
a. Dependent Variable: Work demand 

As can be seen in table 6.5, t values are significant for all predictor variables (p < .05) 

indicating coefficients for all variables are not zero and thus predictors were making 

significant contribution to the model. Working hours ( t (562)= 9.86. P < .001). supervisory 

status ( t (562)= 2.27, p < .05), tenure ( t (562)= -3.87, P < .001), income ( t (562)= 3.08, 

P < .01), formal practice (t (562)= -3.09,p < .01) and gender (t (562)= -3.73,p < .001) were 

all significant predictors. The results are consistent in line with Boyar et al. (2008). 

139 



The b-values are the indicative of relationship between each predictor arid work demand; 

positive value suggesting positive influence on work demand and vice versa. Working hours, 

supervisory status, income have positive coefficients suggesting work demand increases with 

the increasing number of working hours, supervisory status and higher level of income. 

For example, if working hour increases by one hour, work demand will increase by .132. 

In contrast, tenure, formal policies and being female have negative coefficient suggesting 

work demand decreases with an increase of such variables. For example, ceteris paribus, 

female respondents experience lesser work demand by -.224 than that of male counterparts. 

Inter alia all predictor variables, working hours contributes more to this model because of its 

largest standardized coefficient (.40) in comparison with all other predictors. 

The crux of the multiple regression analysis is anchored in its assumptions. One of the most 

important assumptions is that there is no multicollinearity in a model and its presence poses a 

problem in multiple regression analysis. The mostly widely used diagnostic measures of 

multicollinearity are: VIF (Variance inflation factor) and tolerance. As can be seen in table 18 

(appendix C), VIF values are all well below 10 (maximum VIF value is 2.10) and similarly 

all tolerance statistics are well above 0.2 (minimum value of tolerance .476) indicating no 

multicollinearity between predictors suggesting that the model is capable of assessing the 

individual importance of each predictor. The independent error (Le., the residuals are 

independent) is another important assumption of regression analysis and that can be measured 

using the Durbin-Watson test. As a rule of thumb, a value between 1 and 3 is acceptable 

(Field, 2013) and in this case its value 1.847 (table 6.4) indicating that any errors in 

regression are independent. Furthermore, a plot of ·ZRESID against *ZPRED, a histogram 

and normal probability plot of the residuals were examined and the results have met the 

assumptions of linearity, homoscedasticity and normality (See figure 2, appendix D). 

Overall, the model 6 is a robust model and the findings can be generalised beyond the 

sample. In terms of the results, a couple of hypotheses that "educational qualification will 

have a positive impact on work demand (H3e) and informal WLP will have a negative impact 

on work demand (H3f)" were not supported and not contributing to this model. 
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6.2.2 Predictors of family demand 

Several seminal studies have found that family demand is the predictor of family to work 

conflict (e.g., Fu and Shaffer, 2001, Boyar et aI., 2008). Thus the factors contributing to 

family demand are essential for a complete model of work family conflict. On the basis of 

previous studies discussed in chapter 2 and the results of the correlation analysis (above table 

6.2), the potential predictors of family demand viz., hours spent on household chores, hours 

spent on childcare, hours spent on dependent, number of dependents, number of children, 

formal work life policies, informal work life policies, age, marital status, spouse working and 

gender were examined using stepwise multiple regression analysis. The results of the 

stepwise regression analysis revealed a six variable solution that excluded number of 

children, number of dependents, age, spouse working and marital status as heaving 

insignificant contribution to the model. Table 6.6 depicts the variance explained by each of 

the 6 remaining predictor variables. 

Table 6.6: Model summary: Predictors of family demand 

Model Summary I 

Adjusted R Std. Error of the Durbin-Watson 

Model R R Square Square Estimate 

1 .304a .093 .091 .67139 

2 .396h .157 .154 .64776 

3 ,444c .197 .193 .63251 
4 ,477d .227 .222 .62125 

5 ,491c .241 .235 .61608 

6 ,49i .247 .239 .61424 1.783 
a. Predictors: (Constant), Informal Policies 
b. Predictors: (Constant), Informal Policies, hours spent on household chores 
c. Predictors: (Constant), Informal Policies, hours spent on household chores, Gender 
d. Predictors: (Constant), Informal Policies, hours spent on household chores, Gender, hours spent on dependent 
e. Predictors: (Constant), Informal Policies, hours spent on household chores, Gender, hours spent on dependent, 
Formal Policies 
f. Predictors: (Constant), Informal Policies, hours spent on household chores, Gender, hours spent on dependent, 
Formal Policies, hours spent on children 
g. Dependent Variable: Family demand 

Inclusion of all six variables explain 24.7 % of the variance (Model 6: If- = .247) in family 

demand although the remaining 75.3 % of variance in family demand is not explained in this 

model. However, the value of R2 (.247) produced the effect size of Cohen's I .328 is an 

indicative of large sized effect. The value of Stein's equation is 22.9% which is closer to the 

observed value of If (.247) indicating that the cross validity of the model is reasonable good. 
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As shown in ANOV A table 19 (appendix C), the value of F statistic is highly significant for 

all six models: F (567) = 57.83, P < .001), F (566) = 52.63, p < .001), F (565) = 46.34, 

p < .001), F (564) = 41.44, P < .001), F (563) = 35.81, P < .001) and F (562) = 30.75, 

P < .001) respectively, indicating that the initial model is significantly improved and thus 

model 6 was chosen as a better model. Coefficients of the predictors determining family 

demand are presented in table 6.7. 

Table 6.7: Coefficients of the predictors determining family demand 

Coefficients· 
U nstandardized Standardized 

Coefficients Coefficients 

Model B Std. Error Beta t Sig. 

6 (Constant) 3.487 .202 17.237 .000 

Hours spent on household chores .301 .038 .350 7.931 .000 

Hours spent on childcare .040 .019 .081 2.092 .037 

Hours spent on dependent .156 .033 .201 4.690 .000 

Formal Policies -.222 .070 -.117 -3.170 .002 

Informal Policies -.327 .053 -.232 -6.177 .000 

Gender .304 .055 .213 5.488 .000 

a. Dependent Variable: Family demand 

As can be seen in table 6.7, t values are significant for all predictor variables (p < .05) 

indicating coefficients for all variables are not zero and thus predictors were making a 

significant contribution to the model. Hours spent on household chores ( t (562)= 7.93, 

p < .001), hours spent on childcare ( t (562)= 2.09, p < .05), hours spent on dependent 

( t (562)= -4.69, p < .001), formal policies ( t (562)= -3.17, p < .01), informal practice 

( t (562)= -6.18, p < .01) and gender ( t (562)= 5.49, p < .001) were all significantly 

influencing family demand. Many studies found that number of children and number of 

dependents were determinants of family demand, nonetheless, this study has found that hours 

spent caring for children and dependents were the determinants of family demand rather 

numbers of children and dependents per se (e.g., Boyar et al., 2008). As in collectivist 

cultures members of extended family share childcare and eldercare, thus numbers become 

irrelevant. 

Hours spent on household chores, hours spent on childcare and on dependents and being 

female have positive coefficients suggesting family demand increases with increases in these 

variables. For example, if hours spent on household chores increases by an hour; family 
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demand will increase by .301. In contrast, formal policies and informal policies have negative 

coefficients suggesting family demand decreases with the availability of formal and informal 

work life policies. However, of all predictor variables, hours spent on household chores 

contribute most to this model because of its largest standardized coefficient (.35) in 

comparison with other predictors. 

As can be seen in table 20 (appendix C), VIF values are all well below 10 (maximum VIF 

value is 1.45) and similarly all tolerance statistics are well above 0.2 (minimum value of 

tolerance .690) indicating no multicollinearity between predictors suggesting that the model 

is capable of assessing the individual importance of each predictor. Moreover, the value of 

Durbin-Watson statistic 1.783 is better (table 6.6) indicating errors in regression are 

independent. Furthermore, plot of ·ZRESID against ·ZPRED, histogram and normal 

probability plot of the residuals were examined and the results have met the assumptions of 

linearity, homoscedasticity and normality (See figure 3, appendix D). 

Overall, the model 6 is robust and the findings can be generalised beyond the sample. 

In terms of the results, hypotheses inquiring "age of the respondents will have a positive 

impact on family demand (H4a), being married will have a positive impact on family demand 

(~b) and number of children and dependents living at home will have a positive impact on 

family demand" (H4c) were not supported and not contributing to this model. 

6.3 Assessing the model of work family conflict using structural equation 

modelling (SEM) 

SEM was used to assess the model in greater depth as it facilitates the examination of a series 

of dependence relationships simultaneously. The number of children, number of dependents, 

marital status, age and educational qualification were not found to be significant (as discussed 

in section 6.2) and thus these non contributing variables were discarded from the proposed 

model. The reduced model shown in figure 6.1 consists of work demand and its predictors, 

family demand and its predictors, work to family conflict and its predictors, family to work 

conflict and its predictors, and job and family satisfaction with its predictors. 
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Figure 6.1: Reduced model of work family conflict 

Superviaory .!Mus 

Tenure 
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Income 

Worit cMm8nd x Work support 

ours -.pent on household c 

F.",ily support 

Hou,.. apent on depencllnta Fomily amend 

Informal WLP 

[Note: d 1 to d6 are error terms indicating unexplained variance] 

SEM was employed using AMOS version 19 with the help of 1MB SPSS statistics 19. The 

results of the analysis are presented in table 6.8. 

Table 6.8: Unstandardised and standardised regression weight of reduced model 

Unstandardised regression weight (RW) 
Standardised 

RW 

Estimate S.E. C.R. P Estimate 

Family demand <--- Formal policies -.222 .069 -3.190 .00 1 -.117 

Work demand <--- Formal policies -.253 .077 -3.296 ••• -. 118 

Work demand <--- Gender -.224 .057 -3.910 ••• -.140 

Family demand <--- Gender .304 .055 5.518 ••• .2 14 
Work demand <--- Hours worked .132 .012 11 .206 ••• .401 
Work demand <--- Supervisory status .013 .004 3.278 .001 .117 

Work demand <--- Tenure -.020 .004 -5 .644 ••• -.202 

Work demand <--- Income .234 .061 3.846 ••• .138 

Family demand <---
Hours spent on household 

.30 I .037 8.154 ••• .350 
chores 

Family demand <--- Hours spent on children .040 .019 2.168 .030 .081 
Family demand <--- Hours spent on dependents .156 .033 4.725 ••• .20 1 
Family demand <--- Informal practice -.327 .052 -6.269 ••• -.233 
WFC <--- Work demand .584 .011 54.051 ••• .866 

WFC 
Work demand x Work 

-.048 .002 -19.375 ••• -.338 <---
Support 

WFC <--- Work support .036 .016 2.265 .023 .039 

FWC <---
Family demand x Family 

-.042 .003 -12.204 ••• -.408 
support 

FWC <--- Family support .121 .020 5.913 ••• .198 

FWC <--- Family demand .638 .013 49.081 ••• .868 
Job satisfaction <--- WFC -.820 .043 -18.894 ••• -.614 
Family satisfaction <--- FWC -.784 .046 -16.861 ••• -.568 
Family satisfaction <--- Job satisfaction .182 .053 3.434 ••• . 182 

Job satisfaction <--- Family satisfaction .156 .055 2.850 .004 .156 
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The output of SEM is presented with the critical value of the unstandardised coefficient and 

standardised coefficients. Critical ratios (CR) of all path coefficients were greater than ± 1.96 

indicating significant relationships between the variables of the reduced model. As can be 

seen in table 6.8, of the predictors of work demand, working hours had the largest impact on 

work demand (largest standardised coefficient .40 I), followed by tenure (-.202), gender 

(-.140), income (.138), formal work life policies (-.118) and supervisory status (.117). 

Squared multiple correlations are presented in table 6.9 describing the proportion of variance 

accounted by all combined predictors. As shown in table 6.9, a combination of all predictors 

accounted for 27.1 % of the variance of work demand. 

As discussed in chapter 2 and shown in hypothesised model (figure 2.2, pJO), it was 

hypothesised that working hours will have a positive impact on work demand. As shown in 

table 6.8, working hours had a statistically positive impact on work demand (f3 = .132, 

C.R= 11.206, P < .00 I). And thus, the hypothesis H3a that working hours will increase work 

demand was supported. It was found that supervisory status (number of employees reporting) 

had a statistically significant positive effect on work demand <p =.013, C.R= 3.278, P < .01) 

indicating that work demand increases with the number of subordinates (reportees), and thus 

hypothesis (H3b) was supported. Moreover, working experience (tenure) had a significant 

negative impact on work demand <p =-.020, C.R= -5.644, P < .001) and therefore, the 

hypothesis "working experience will have a negative impact on work demand" was supported 

(H3c). This implies that respondents became attuned to work demand with increasing number 

of working years. Results revealed that income significantly positively impacted on work 

demand (j3 = .234, C.R= 3.846, P < .001) suggesting that as income levels increase so does 

work demand and thus, the hypothesis H3d that level of income will have a positive impact on 

work demand was supported. As discussed in earlier in the multiple regression analysis, 

informal WLP was not found to have significant influence on work demand. However, 

formal WLP was found to be a significant influence on work demand (f3 = -.253, 

C.R= -3.296, P < .001). Therefore, the hypothesis H3f that formal and informal WLP will 

have a negative impact on work demand was supported only in relation to informal work life 

practice. 

As to family demand, hours spent on household chores had the largest impact on family 

demand having the largest standardised coefficient (.350) followed by informal work life 

policies (-.233), gender (.214), hours spent on dependents (.201), formal policies (-.117) and 
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hours spent on children (.081). As shown in table 6.9, a combination of all predictors 

accounted for 24.6 % of the variance of family demand. 

As discussed in chapter 2 and shown in hypothesised model (figure 2.2, p.30), it was 

hypothesised that hours spent on household chores and hours spent caring for children and 

dependents will have a positive impact on family demand (H4d). As can be seen in table 6.8, 

Family demand <--- Hours spent on household chores (ft = .301, CR= 8.154, P < .001), 

Family demand <--- Hours spent on children (ft = .040, CR= 2.168, P < .05) and Family 

demand <--- Hours spent on dependents (ft = .156, CR= 4.725, P < .001) had all positive 

significant coefficients and thus the hypothesis (~d) was supported. Moreover, formal WLP 

(ft = -.222, C.R= -3.190, P < .01) and informal WLP (ft = -.327, C.R= -6.269, P < .001) had 

significantly negative coefficients on family demand and thus, the hypothesis H4e that formal 

and informal WLP will have a negative impact on family demand was supported. And as 

discussed aforementioned, the effect of informal practice vis a vis formal practice was greater 

on family demand. 

Work demand and family demand were hypothesised as having positive impact on work to 

family conflict (Hs) and family to work conflict (H6) respectively. Results of the WFC <--­

Work demand was p = .584, C.R= 54.051, P < .001 and FWC <--- Family demand was 

p = .638, CR= 49.081, P < .001 supporting hypotheses. The interaction term (Work demand 

x Work Support) was found to negatively impact on work to family conflict <P = -.048, 

C.R= -19.375, P < .001) supporting moderating role of work support between work demand 

and work to family conflict. Moreover, family support between family demand and family to 

work conflict (the interaction term: Family demand x Family support) was also found to be 

significantly negative p = -.042, C.R= -12.204, P < .001. As suggested by Field (2013), a 

further robust moderator analysis was conducted for identifying nature of moderators, 

reported in the subsequent section. 

Overall, as shown in table 6.9, work demand and the moderating effect of work support 

explained 85.4 % of the variance in work to family conflict and the remaining 14.6 % of 

variance was not explained by model. In case of family to work conflict, family demand and 

the moderating effect of family support explained 82.2 % of the variance in family to work 

conflict and the remaining 17.8 % of variance was not explained by model. 
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Table 6.9: Squared multiple co"rrelations 

Estimate 

Work demand .271 
Family demand .246 
FWC .822 
WFC .854 
Family satisfaction .365 
Job satisfaction 0418 

Furthermore, job satisfaction and family satisfaction, frequently reported outcome variables 

of work family conflict were examined. Results revealed that work to family conflict was 

found to be a negative influence on job satisfaction (jJ = -.820, C.R= -18.894, P < .00 I) and 

family to work conflict was a negative influence on family satisfaction (jJ = -.784, 

C.R= -16.861, P < .001). Thus, the model is robustly demonstrating predictive validity. 

It was also found that Family satisfaction <--- Job satisfaction and Job satisfaction <--­

Family satisfaction were statistically significantly positive (jJ = .182, C.R= 3.434, P < .001, 

P = .156, C.R= 2.850, P < .0 I) demonstrating a nonrecursive model. 

In a nonrecursive model (family satisfaction depends on job satisfaction and job satisfaction 

depends on family satisfaction), examining the system of linear dependencies (called stable) 

for its stability is of substantive (Arbuckle, 2010). AMOS computes stability index from its 

estimates and if the stability index falls between -1 and + I, the nonrecursive model is said to 

be stable; otherwise unstable (Arbuckle, 2010). The stability index of this model is .028 

denoting model stability. 

As to model fit indices, the test of X
2 

is significant (X
2 

(134) = 356.579,p < 0.05) indicating 

portent of badness of fit, nonetheless, the significant result is mostly common in a large 

sample size N = 569 (e.g., Bagozzi and Yi, 1988; Bagozzi and Foxall, 1996; Hair et aI., 20 I 0) 

and thus, the reliance on the Chi-square test as the sole measure of fit is not recommended 

(e.g., Bagozzi and Foxall, 1996). CMINIDF (2.661), CFI (.947), GFI (.941), RMR (.052), 

RMSER (.054), and SRMR (.0639) were all indicative of a well fitting hypothesised model. 
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6.4 Analysis of Moderating effect 

Moderation is conceptually interpreted as the combined effect of two variables on another 

and statistically referred to as an interaction effect (Field, 2013). Thus, any model with 

moderator includes at least a predictor, moderator and predictor x moderator (interaction 

term) in determining outcome variable. The significant interaction term explains that 

moderator influences the relationship between predictor and outcome variable. The model 

used in this study assumed work support, family support and gender role ideology are 

potential moderators between work demand / family demand and work family conflict as 

discussed in chapter 2. The moderator analysis was employed using Andrew Hayes' tool as 

guided by Field (2013). 

6.4.1 Work support as a moderator of the relationship between work demand 

and work to family conflict. 

This study hypothesised (H7) that work related support will moderate the relationship 

between work demand and work to family conflict i.e., the relationship between work 

demand and work to family conflict will be weaker for employees who receive higher levels 

of work related support than for those who experience low levels of work related support. 

The result of the moderator analysis is presented in table 6.10. 

Table 6.10: work support as a moderator between work demand and work to family 
conflict 

b SEB t P 

Constant 4.29 (4.28, 4.31) .008 517.42 p< .001 

Work support (centred) -.15 (-.18, -.12) .0153 -10.10 P < .001 

Work demand (centred) .37 (.34, .40) .0147 25.39 P < .001 

Work demand x Work support -.05 (-.09, -.01) .0194 -2.48 p= .013 

As can be seen in table 6.10, the interaction term (Work demand x Work support) is 

significant, b = -.05, 95 % CI (-.09, -.01), t = -2.48, p =.013 indicating that the relationship 

between work demand and work to family conflict is moderated by work support i.e., work 

support does weaken the positive relationship between work demand and work to family 

conflict. Further, a slope analysis was conducted to understand the nature of moderating 

effect. 
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The result of the conditional effect of work demand on work to famil y conflict at values of 

the work support is presented in table 21 (appendix C). According to table, results showed 

three different regressions: the regression for work demand as a predictor of work to fami ly 

conflict (I) when work support is low (value of work support is -.5817); (2) at the mean value 

of work support (the value is zero because of centred traits) (3) when the value of work 

support is high (value of traits is .5817). When work support is low, there is a significant 

positive relationship between work demand and work to family confl ict, b = 0.40, 95 % 

CI (0.37, 0.43), t = 26.91 , P < 0.001 whilst at the mean value of work support, the 

relationship between work demand and work to family conflict is significantly positive, 

however such relationship is weaker than at low level of work support, b = 0.37, 95 % 

CI (0.34, 0.40), t = 25.39, p < 0.001. Simi larly, when work support is high there is a 

significant positive relationship between work demand and work to family conflict, however 

such relationship is weaker than at mean level of work support, b = 0.35, 95 % CI (0.30, 

0.39), t = 16.03, p < 0.001. Overall , results revealed that there is a significant positive 

relationship between work demand and work to family conflict at all three levels of work 

support, nonetheless such positive relationship is weakened when respondents receive more 

work support and thus hypothesis (H7) was supported. The nature of relationship is depicted 

in figure 6.2. 

Figure 6.2: Graphical presentation of work support as a moderator between work 
demand and work to family conflict 
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As shown in figure 6.2, positive relationship between work demand and work to family 

conflict get weaker when the respondents receive more and more work support. 
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6.4.2. Extended family support as a moderator of the relationship between 

family demand and family to work conflict 

This study hypothesised (Hs) that extended family support will moderate the relationship 

between family demand and family to work conflict i.e., the relationship between family 

demand and family to work conflict will be weaker for employees who receive high level of 

extended family support than for those who experience low level of extended family support. 

The results of the moderator analysis excerpted is presented in table 6.11 

Table 6.11: Family support as a moderator between family demand and family to work 
conflict 

b SEE t P 

Constant 4.36 (4.34, 4.38) .0094 461.77 p< .001 

Family support (centred) -.06 (-.08, -.04) .0113 -5.09 p< .001 

Family demand (centred) .47 (.45, .50) .0147 34.61 p< .001 

Family demand x Family support -.04 (-.07, -.01) .0142 -2.94 p= .003 

As can be seen in table 6.11, the interaction term (Family demand x Family support) is 

significant, b = -.04, 95 % CI (-.07, -.01), t = -2.94, p = .003 indicating that the relationship 

between family demand and family to work conflict is moderated by family support i.e., 

family support does weaken the positive relationship between family demand and family to 

work conflict. Further, a slope analysis was conducted to understand the nature of moderating 

effect. 

The result of the conditional effect of family demand on family to work conflict at values of 

the family support is presented in table 22 (in appendix C). According to table, results show 

three different regressions: the regression for family demand as a predictor of family to work 

conflict (1) when family support is low (value of work support is -.8462); (2) at the mean 

value of work support (the value is zero because of centred traits) (3) when the value of work 

support is high (value of traits is .8462). When family support is low, there is a significant 

positive relationship between family demand and family to work conflict, b = 0.51, 95 % 

CI (0.47, 0.54), t = 30.02, P < 0.001 whilst at the mean value of work support, there is also 

positive relationship between work demand and family to work conflict, however such 

relationship is weaker than at low level of family support, b = 0.47, 95 % CI (0.45, 0.50), 
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t = 34.61 , P < 0.00 I. Similarly, when family support is high positive relationship between 

family demand and family to work conflict is significant, however such relationship is 

weaker than at mean level of fam ily support, b = 0.44, 95 % CI (0.40, 0.48), t = 22.64, 

P < 0.00 I. Overall, resul ts revealed that there is a significant positive re lationship between 

fami ly demand and family to work conflict at all three levels of family support, nonetheless 

this positive relationship is weakened when respondents rece ive more family support and thus 

hypothesis (Hs) was supported. The nature of relationship is depicted in figure 6.3. 

Figure 6.3: Graphical presentation of family support as a moderator between family 
demand and family to work conflict 
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As can been seen in figure 6.3, the positive relationship between fam ily demand and family 

to work conflict is weaker when respondents receive more and more family support. 

6.4.3 Gender role ideology as a moderator of the relationship between work 

demand and work to family conflict 

This study hypothesised (H9b) that gender role ideology moderates the relationship between 

work demand and work to family conflict such that the relationship between work demand 

and work to family conflict wi ll be stronger for men who report higher levels of agreement 

with traditional gender role ideology than for those who report a lower level of gender role 

ideology. The result of the moderator analysis is presented in table 6.12. 
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Table 6.12: Gender role ideology (GRJ) as a moderator between work demand and 
work to family conflict 

b SEB t P 

Constant 4.41 (4.39, 4.43) .0117 378.41 p < .001 

GRI (centred) -.05 (-.08, -.02) .0168 -2.99 P = .003 

Work demand (centred) .38 (.34, .43) .0221 17.27 P < .001 

Work demand x GRI -.01 (-.05, -.04) .0236 -.30 p = .765 

As can be seen in table 6.12, the interaction term (work demand x GRI) is not significant, 

b = -.01, 95 % CI (-.05, -.04), t = -.30,p =0.765 indicating that the relationship between work 

demand and work to family conflict is not moderated by GRI in case of men. Elaborating, the 

non significant result revealed that gender role ideology did not moderate the relationship 

between work demand and work to family conflict and thus there is not sufficient evidence to 

infer that the relationship between work demand and work to family conflict is stronger for 

men who report higher levels of gender role ideology than for those who report a lower level 

of gender role ideology. Consequently, hypothesis H9b was rejected. 

6.4.4 Gender role ideology as a moderator of the relationship between family 

demand and family to work conflict 

This study hypothesised (H9c) that gender role ideology moderates the relationship between 

family demand and family to work conflict such the relationship between family demand and 

family to work conflict will be stronger for women who report higher levels of gender role 

ideology than for those who report lower levels of gender role ideology. The result of the 

moderator analysis is presented in table 6.13. 

Table 6.13: Gender role ideology (GRJ) as a moderator between family demand and 
family to work conflict 

b SEB t P 

Constant 4.53 (4.50,4.55) .0131 344.71 P < .001 

GRI (centred) .06 (.03, .09) .0155 3.85 p < .001 

Family demand (centred) .43 (.35, .51) .0412 10.43 P < .001 

Family demand x GRI .06 (0.01, .13) .0308 2.09 p = .038 
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As can be seen in table 6.13 , the interaction tenn (family demand x GRI) is significant, 

b = .06, 95 % CI (.01, .13), t = 2.09, P =0.038 indicating that the relationship between family 

demand and family to work conflict is moderated by GRI. Further, a s lope analysis was 

conducted to understand the nature of moderating effect. 

The result of the conditional effect of fam ily demand on fam il y to work confl ict at values of 

the GRJ is presented in table 23 (append ix C). According to table, results show three different 

regressions: the regression for family demand as a predictor of fami ly to work confl ict (I) 

when GRI is low (value of GRI is -.9339); (2) at the mean value of GRI (the value is zero 

because of centred traits) (3) when the value of GRI is high (value of GRI is .9339). When 

GRI is low, there is a significant positive relationship between family demand and fami ly to 

work conflict, b = 0.37, 95 % CI (0.27, 0.47), t = 7.15, P < 0.001 whilst at the mean value of 

GRI, the relationship between family demand and fami ly to work conflict is s ignificantly 

positive, however this relationship is stronger than at low level of GRI , b = 0.43, 95 % 

CI (0.35, 0.41), t = 10.43, p < 0.00 I. Similarly, when GRI is high there is a sign ificant 

positive relationship between family demand and family to work conflict, and the relationship 

is strongest in comparison with all level of GRJ, b = 0.49, 95 % CI (0.39, 0.59), t = 10.06, 

P < 0.001. Overall, the results revealed that there is a significant positive relationship between 

fam ily demand and fam ily to work conflict at all three levels of GRI , and the positive 

relationship is stronger when women respondents perceive most GRJ and thus hypothesis 

(H9c) was supported. The nature of re lationship is depicted in figure 6.4. 

Figure 6.4: Graphical presentation of GRI as a moderator between family demand and 

family to work conflict 
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As can be seen in above figure , the positive relationship between family demand and family 

to work conflict gets stronger when women respondents perceive more and more GRI. 

Overall , the revised model with contributing variables is presented with its standardi sed 

coefficients (see table 6.8) in figure 6.5. 

Figure 6.5: The revised model of work family conflict 
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As shown in figure 6.5 , revised model explains that working hours per week, supervisory 

status, tenure, income, formal practice and gender are the significant determinants of work 

demand and that work demand leads to work to family contlict. Further, a moderating effect 

of work support has been found between work demand and work to family conflict. 

As expected, work to family conflict negatively influences on job satisfaction. As to family 

demand, it is determined by hours spent on household chores, hours spent on childcare, hours 

spent on dependent, formal policies, informal practice and gender. It is further shown that the 

family demand leads to family to work conflict and that there is a moderating effect of family 

support between family demand and family to work conflict. As expected, family to work 

conflict negatively significantly influences family satisfaction. Furthermore, the model shows 

that job satisfaction and family satisfaction are positively related. 
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6.5 Summary 

This chapter presented the findings of the data analysis which identified the factors that 

influence work family conflict. Correlation analysis revealed that working hours per week 

had the strongest positive significant association with work demand whereas being female 

had the strongest negative significant association with work demand. Moreover, supervisory 

role, number of employees reporting, tenure, high level income, local banks and formal work 

life policies were all weakly significantly associated with work demand. As to family 

demand, hours spent on household chores and being female were strongly positively 

associated with family demand, but informal work life policies was strongly negatively 

associated with family demand. Number of children, hours spent on children, main child's 

carer (respondent), working spouse, spouse working hours and formal work life policies were 

significantly weakly associated with family demand. 

Moreover, work demand was strongly significantly positively associated with psychological 

based WFC, strain based WFC and time based WFC and in tum, all these forms of work to 

family conflict were strongly negatively associated with job satisfaction. Similarly, family 

demand was significantly positively correlated with strain based FWC, psychological based 

FWC and time based FWC, and in tum, all these forms of family to work conflict were 

strongly negatively associated with family satisfaction. However, the behavioural form of 

work family conflict was not significantly associated with either work/family demand or 

job/family satisfaction. 

Results of the multiple regression analysis and SEM revealed that working hours per week, 

supervisory status, tenure, income, formal practice and gender were the predictors of work 

demand and of such predictors working hours per week had the strongest positive effect on 

work demand. Results further revealed that hours spent on household chores, hours spent on 

childcare, hours spent on dependent, formal policies, informal practice and gender were 

influence on family demand. Of such predictors, hours spent on household chores had the 

greatest influence on family demand. As might be expected, work demand was strongly 

positively related with work to family conflict whereas family demand was strongly 

positively related to family to work conflict. Analysis of the effect of moderating variables 

revealed that work support moderated the relationship between work demand and work to 

family conflict. In similar vein, family support moderated the relationship between family 

demand and family to work conflict. Further, gender role ideology moderated the relationship 
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between family demand and family to work conflict. The relationship between family 

demand and family to work conflict was stronger for women who report higher levels of 

traditional gender role ideology than for those who report lower levels. Overall, table 6.14 

shows the summary of the hypothesis testing. 

Table 6.14: Summary of hypothesis testing 

Hypothesis 

""a 

Hs 

Description 

Working hours will have a positive impact on work demand 

Supervisory status will have a positive impact on work demand 

Working experience will have a negative impact on work demand 

Level of income will have a positive impact on work demand 

Educational qualification will have a positive impact on work 
demand 
Formal and informal WLP will have a negative impact on work 
demand 
Age of the respondents will have a positive impact on family demand 

Being married will have a positive impact on family demand 

Number of children and dependents living at home will have a 
positive impact on family demand 
Hours spent on household chores, hours spent on children and hours 
spent on dependents will have a positive impact on family demand 

Formal and informal WLP will have a negative impact on family 
demand 
Work demand will have a positive impact on work to family conflict 
Family demand will have a positive impact on family to work 
conflict 
Work related support will moderate the relationship between work 
demand and work to family conflict such that the relationship 
between work demand and work to family conflict will be weaker for 
employees who receive a high level of work related support than for 
those who experience a low level of work related support 
Extended family support will moderate the relationship between 
family demand and family to work conflict such that the relationship 
between family demand and family to work conflict will be weaker 
for employees who receive high level of extended family support 
than for those who experience low level of extended family support 

Gender role ideology moderates the relationship between work 
demand and work to family conflict such that the relationship 
between work demand and work to family conflict will be stronger 
for men who report high level of gender role ideology than for those 
who report lower level of gender role ideology 
Gender role ideology moderates the relationship between family 
demand and family to work conflict such that the relationship 
between family demand and family to work conflict will be stronger 
for women who report a high level of gender role ideology than for 
those who report lower levels of gender role ideology. 
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CHAPTER SEVEN 

FINDINGS AND DISCUSSIONS, CONTRIBUTIONS AND 

CONCLUSIONS 

7.0 Chapter overview 

This final chapter starts with a brief summary of the rationale for the study, the research 

design, data collection and the analysis. Next, the findings of the previous chapters (4, 5 and 

6) which answer the research questions and on which the revised model of work family 

conflict is based are discussed. The theoretical contributions and the practical implications 

are then considered. In the penultimate section, the limitations of the study are outlined and 

directions for future research are proposed with a view to strengthening the work family 

interference literature. The thesis ends with the conclusions to be drawn from the study. 

7.1 Review of previous chapters 

The majority of work family interference studies have been conducted in nations with 

individualist culture and the resultant prevalent conceptualisations and models mostly reflect 

such cultural contexts. Unfortunately, little work has been carried out in countries with 

collectivist culture and the research that has been done has applied the conceptualisations and 

models developed in individualist cultural nations without question. The most widely used 

measure of work family conflict is the Carlson, Kacmar and Williams' six dimensional model 

of work family conflict scale (i.e., time based, strain based and behaviour based both work to 

family conflict and family to work conflict). It is based on many seminal studies but the vast 

majority were carried out in individualistic cultural nations. Thus applicability of this model 

in nations with collectivist culture has been questioned (e.g., Gelfand and Knight, 2005; 

Choi, 2008; Hassan, Dollard and Winefield, 2010). 

This study therefore focused on a collectivist cultural nation, Sri Lanka, to identify the 

prevalent forms of work family conflict and to construct a model of work family conflict 

relevant to collectivist cultures by identifying the work-related and family-related factors that 

determine work family conflict. 

As explained in Chapter 1, there are aspects of Sri Lankan culture in relation to work and 

family that contrast with the national contexts in which it has been applied; most 

significantly, it is a high power distance and patriarchal society, paternalistic working 

relationships provide more informal support for employees than in the West, and traditional 
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gender role ideology where women bear major responsibility for domestic matters 

predominates. These responsibilities may be more onerous than in the West as households 

nonnally consisted of extended family members living together. However, with economic 

and social change in Sri Lanka, the position of women is changing: their educational 

attainment equals that of men and they make up about one third of the labour market. 

Nonetheless, fundamental differences remain from Western societies that are sufficient for 

questioning the suitability of the Carlson, Kacmar and Williams' model in this context. 

Given the paucity of research in Sri Lanka and limited resources, it was decided to look at 

one sector in depth, banking, where work family conflict/higher levels of pressure have been 

found to be high in other studies (e.g., Granleese, 2004). While this limits the generalisability 

of the research findings for Sri Lanka as a whole, it has advantages for comparative research. 

The banks employ significant numbers of women, levels of pay are well above average, and 

employees are well qualified and professionally trained. These characteristics are similar to 

those found in banks globally, and also are strongly associated with work family conflict in 

most studies. Thus there are similarities in organisational tasks and employee roles, but 

differences in the cultural context; it is therefore a good starting point from which to explore 

work family conflict in Sri Lanka and test the relevance of the model to a collectivist culture. 

The research method 

The research was conducted in three stages: A small scale exploratory qualitative study, 

development and piloting of the main survey questionnaire, and a self report survey of a 

sample of 12 banks. 

An initial exploratory study consisting in depth interviews with 15 bank employees covered a 

range of variation in gender, age, level, role, income, and type of bank. Analysis of the 

qualitative data collected in this first stage was used to gain insight into and establish the 

existence of work family conflict, to provide an initial assessment of the relevance of the 

model and the questions used to measure it, and to identify additional questions regarding the 

cultural context and a psychological dimension. The exploratory study con finned the national 

differences in family structure and culture, working relationships and women's role noted 

above. Nonetheless, work family conflict was seen as an issue by all participants and the 

significance of time based, strain based and psychological based work family conflict was 

apparent; however, there was little evidence of the behavioural form of work family conflict 

found in the West. The study showed that work family conflict can originate from either the 
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work or family domain - findings consistent with many previous studies (e.g., Gutek, Searle 

and Klepa, 1991; Frone, Russell and Cooper, 1992; Kelloway, Gottlieb and Barham, 1999; 

Carlson, Kacmar and Williams, 2000). 

In stage two the qualitative data from the exploratory interviews were analysed and used to 

adapt scales, to develop scales for measuring psychological based work family contlict, and 

to frame questions relevant to the Sri Lankan context. Finally, the self report questionnaire 

was piloted on 20 employees in banking organisations, and revised ready for the main survey. 

The main survey consisted of a self report questionnaire sent out to a sample of 843 

employees working in twelve banks, of which 582 were returned. However, only 569 were 

found to be usable yielding a response rate of 67%. Data analysis was conducted in several 

stages -starting with descriptive statistics, then factor analysis, confirmatory factor analysis, 

correlation, stepwise regression, structural equation modelling and finally moderation 

analysis. 

Summary of the findings and discussions 

Analysis found that the survey respondents were broadly representative of employees in 

Sri Lanka in terms of age, gender and marital status, and typical of those employed in the 

banking sector. The average size of respondent's household was 5.3, consisting of 

respondents' spouse, children, parents and parents in laws, and siblings. The vast majority of 

parents live with daughters indicating the collectivist cultural tradition that women bear the 

major responsibility for caring. 

This study therefore set out to validate the applicability of the six factor WFC model of 

Carlson, Kacmar and Williams' (2000) beyond the culture in which it was developed. 

Furthermore, as discussed in chapter 2, a new form of psychological based work family 

contlict was introduced. Of Carlson, Kacmar and Williams' three forms of work family 

conflict, results confirmed the prevalence of time based and strain based work to family 

conflict (WFC) and family to work conflict (FWC) in the study sample. However, the 

presence of behavioural based WFC and FWC was not supported. The proposed new 

dimension of psychological based WFC and FWC was confirmed. This study therefore 

revised the original Carlson, Kacmar and Williams' work family conflict model by replacing 

the behavioural with the new psychological based dimension. The revised Carlson, Kacmar 

and Williams' model of work family conflict is depicted in figure 7.1. 
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Figure7.1: Revised Carlson, Kacmar and Williams' model of work family conflict 

Directions of work family conflict 

Work interference with Family interference 

family with work 

Time Time-based work Time-based family 

interfering with family interfering with work 

Strain Strain-based work Strain-based family 

interfering with family interfering with work 

Psychological Psychological-based Psychological-based 

work interfering with family interfering with 

family work 

The factor analysis presented in chapter 5 found that the revised six dimensional model of 

work family conflict represents the most theoretically and psychometrically (reliability, 

content adequacy validity, convergent validity, discriminant validity and predictive validity) 

sound measure of work family conflict. While this is a single study, the significance of the 

psychological dimension is in line with the theoretical works of Willmott (1971), 

Clark (2000), Ashforth, Kreiner and Fugate (2000), Carlson and Frone (2003) and Lu et aI. 

(2006). Moreover, its importance in this study is consistent with the work and family 

characteristics typical of collectivists culture described above. Further, as to the behavioural 

dimension, the majority of respondents did not agree with any of the statements measuring 

behaviour based work family conflict and this finding again can be explained by the cultural 

differences noted above. Moreover, the analysis found that the behavioural dimension was 

not associated with the predictors (work/family demand) and outcome variables Gob 

satisfaction/family satisfaction). Therefore, the behavioural based work family conflict 

dimension was discarded; and the findings are in line with many recent seminal studies 

published in high quality academic journals such as Academy of Management Journal, The 

International Journal of Human Resource Management, Journal of Vocational Behavior and 

Career Development International (e.g., Lu et.al., 2006; Hoobler, Wayne and Lemmon, 2009; 
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Powell and Greenhaus, 2010; Griggs, Casper and Eby, 2013; Kailasapathy, Kraimer and 

Metz, 2014). 

The study found higher levels ofWFC and FWC than found in the West and the findings are 

consistent with many seminal studies (e.g., Lu et aI., 2006; Boyar et al.. 2008; Agarwala 

et al.. 2014). However, this study employed a different scale for measuring work family 

conflict and thus comparison may not be exact. As to WFC, respondents experienced greater 

amounts of strain based WFC, followed by time based WFC, and then psychological based 

WFC. Men reported significantly greater amounts of WFC than women on all three forms of 

WFC (findings consistent with those of Parasurman and Simmers, 2001). The observed 

difference is explained by men's higher level of work demand in comparison with women. 

As to FWC. respondents experienced greater time based FWC, followed by psychological 

based FWC, and strain based FWC. Overall, women reported significantly greater amounts of 

FWC than men on all three forms of FWC. The observed difference is caused by the higher 

level of family demand that women experienced in comparison with men. A positive 

association between work to family conflict and family to work conflict was observed, 

consistent with previous findings (e.g., Huang et aI., 2004). 

Having revised and validated the measure of work family conflict, stepwise regression and 

structural equation modelling were used to build a model explaining variation in work family 

conflict. The revised model is shown in figure 7.2. Predictor variables are shown on the left, 

the moderating variables work and family support and demand at the centre, and the outcome 

measures of work to family conflict (WFC) and family to work conflict (FWC), and then job 

and family satisfaction on the right. 
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Figure 7.2: The revised model of work family conflict 

[Note: dl to d6 are error tenns indicating unexplained variance] 

As can be seen in the model, of the predictors of work demand, working hours had the largest 

impact on work demand, followed by tenure, gender, income, formal work life policies and 

supervisory status (number of employees reporting), findings are consistent with previous 

studies (e.g., Fagan, 200 I; Maclnnes, 2005; Boyar et aI., 2008; Russell , O' Connell and 

McGinnity, 2009). All the predictors accounted for 27.1 % of variance in work demand. This 

study found that employees work long hours per week (M=43.03) that might be attributed to 

the higher unemployment rate in less developed economies where they protect their job and 

grasp the opportunities for uplifting their life. Men spent significantly longer working hours 

than women; however women working hours were greater in comparison with developed 

world (Cousins and Tang, 2004) as there was virtually no part-time working in the study 

sample. Length of working (number of years) was significantly negatively related to work 

demand as employees attuned to work that they perfonned. Albeit income and number of 

employees reporting increase work demand, the presence of formal work life policies 

attenuates work demand. Importantly, organisation fonnal work life policies viz., flexible 

working arrangements, compressed working week, eldercare, working at home found in 

several seminal studies conducted in the West were not found to be present in Sri Lanka. 

Notwithstanding, some fonnal work life polities viz. , paid leave for dealing with family 

problems; maternity leave and paternity leave were more prevalent. Overall , men reported 

significantly greater amounts of work demand than women indicating the prevalence nature 
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of traditional gender role ideology and men's longer working hours than women. 

Despite increasing women's attainment of educational qualification and consequent influx 

into the labour market, women did not perceive their work role as their central role: the 

findings were consistent with Livingston and Judge (2008). As expected, work demand was 

the predictor of WFC, findings in line with previous studies (e.g., Yang et aI., 2000; 

Lu et aI., 2006; Voydanoff, 2005; Spector et aI., 2007; Boyar et aI., 2008).' 

The study identified six variables as predictors of family demand in the final model, viz., 

hours spent on household chores, hours spent on childcare, hours spent on dependents, formal 

work life policies, informal work life policies, and gender. Of all predicting variables, hours 

spent on household chores had the largest impact on family demand, followed by informal 

work life policies, gender, hours spent on dependents, hours spent on children and formal 

policies. All these predictors contributed 24.6 % of the variance in family demand. The 

average time spent during the working day on household chores, children and dependents 

were 3.16, 2.47 and .47 hours respectively. Informal work life policies have attenuated the 

family demand but not the work demand. This might be attributed to the fact that the majority 

of the informal policies deal with family related problems rather than work related problems, 

typifying early leaving home, late coming to work, financial aids (colleague collection) etc. 

The majority of the respondents were aware of the availability of the informal work life 

policies however, such advantages to employees were at the manager's discretion. 

Crucially, number of children, number of dependents, marital status and age were not found 

as predictors of family demand, however many seminal studies conducted in the West 

confirmed such variables relationship with family demand (e.g., Grazywacz and Marks, 

2000; Boyar et aI., 2008). Notwithstanding, this study found that hours spent with children 

and dependents significantly influenced family demand. This might be attributed to the fact 

that in an extended family structure, family member (s) living in a household share 

responsibilities in looking after children/ dependents, and ipso facto counting the number of 

care needing children/dependents would be irrelevant in this specific culture rather than hours 

of engagement. For the same reason being married was not directly related to family 

demand, with the exception of widows and widowers who spent significantly greater amounts 

of time on children than married respondents. Further, single status respondents spent 

significantly greater amounts of time on household chores than those of married respondents 

as they spent larger proportions of time on household chores rather than dependents and 
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childcare, and married couples could share household chores. Moreover, as expected the 

study found greater family demand! FWC among respondents in dual earner families than 

that of single earner families: results consistent with studies conducted in the West 

(e.g., Moen and Yu, 2000; Nomaguchi, 2009). Overall, women reported significantly greater 

amounts of family demand than men indicating the prevalence of traditional gender role 

ideology. 

The study found a positive relationship between work demand and WFC, but this was 

moderated by the support respondents received at work. Thus the positive relationship 

between work demand and work to family conflict was weaker for employees who receive 

higher levels of work related support. Moreover, this study found more work support than 

Boyar et al (2008) found in the USA and that might be attributed to an employee-employer 

relationship that goes beyond the workplace typical of collectivist cultures (Abdullah, 1996), 

however, the items used to measure work support were different in both studies. Overall, 

the model explained 85.4 % of variance in WFC by combining work demand and moderated 

effect of work support. In turn, WFC was negatively related to job satisfaction that is 

consistent with previous studies (e.g., Brough, O'Driscoll and Kalliath, 2005; Lu et aI., 2006). 

Turning to family demand, as might be expected, there was a direct positive relationship 

between family demand and FWC. However, extended family support moderated the 

relationship between family demand and FWC and FWC was weaker for employees who 

receive high level of extended family support than for those who experience low level of 

extended family support. It was evidenced that 47% of childcare was mainly delivered by 

extended family members living with the respondents. Albeit some of the extended family 

members caused an extra burden in the form of dependent care in a small number of cases 

(as noted by Poster and Prasad, 2005), the majority of them delivered a significant amount of 

support in household chores and childcare and thus high levels of family support were found. 

The level of family support was greater than Boyar et al. (2008) found in the USA, however, 

the measurement used to gauge family support was different in both studies as 

aforementioned. In toto, combining family demand and moderated extended family support 

explained 82.2 % of the variance in FWC. In turn, FWC was negatively related to family 

satisfaction that is consistent with previous studies (e.g., Brough, O'Driscoll and Kalliath, 

2005; Lu et aI., 2006). 
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This study confirmed the prevalence of a traditional gender role ideology that assumes "men 

are mainly breadwinners and women are mainly homemakers" and the existence of 

patriarchy. Although high proportion of women said they were mainly homemakers, they 

were very well educated and qualified, and earning well above average salaries. This might 

be attributed to men's higher level of work demandIWFC and women's higher level of family 

demand/ FWC. Crucially, the results found that gender role ideology moderated the 

relationship between family demand and FWC: the relationship between family demand and 

FWC was stronger for women who report higher level of agreement with traditional gender 

role ideology than for those who report lower level. However, results for male respondents 

did not support the proposition that "gender role ideology moderate the relationship between 

work demand and WFC such the relationship between work demand and WFC will be 

stronger for men who report high level of gender role ideology than for those who report 

lower level of gender role ideology". 

7.2 Answering the research questions - A summary 

In this section the findings which answer the research questions developed in chapter 2 are 

summarised. The first question asked "Are the three forms of work family conflict developed 

from research in individualistic cultures applicable in Sri Lanka?" As discussed earlier, of 

three forms of work family conflict, time based and strain based, both directions of work to 

family conflict and family to work conflict were found to be present within the sample taken 

from banks in Sri Lanka. However, behavioural based work family conflict was not found in 

the sampled data. 

The second question enquired about "Is psychological based work family conflict apparent in 

Sri Lanka?" The answer is assuredly yes. This study provides sound evidence of 

psychological based both work to family conflict and family to work conflict within the 

sample and also demonstrated its psychometric properties and predictive validity. 

The third question examined "How far is Carlson, Kacmar and Williams' (2000) work family 

conflict questionnaire developed in individualist culture valid for investigating WFC in 

Sri Lanka?" Carlson, Kacmar and Williams' (2000) work family conflict questionnaire is of 

18 items measuring three forms (time based/strain basedlbehaviour based) of both work to 

family conflict and family to work conflict. In addition, this research introduced new 9 items 

measuring psychological based bidirectional work family conflict onto Carlson, Kacmar and 

Williams' (2000) measure. Study has found that Carlson, Kacmar and Williams' time based 
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and strain based work family conflict's items were clumped together nonetheless, items 

measuring behaviour based work family conflict did not appear as separate dimension. Albeit 

the original Carlson, Kacmar and Williams' measure was not supported, their time based and 

strain based work family conflict combined with the new form of psychological based work 

family conflict measure produced robust results, anchored in strong theoretical and cultural 

grounds. 

The fourth question was "To what extent does traditional gender role ideology exist in 

Sri Lanka and if so, what is the consequent impact on work family conflict?" Results revealed 

that on average respondents agreed the existence of traditional gender role ideology 

suggesting men are mainly breadwinners whilst women are mainly homemakers delivering 

the majority of household chores, childcare and dependent care. Gender role ideology 

moderated the relationship between family demand and family to work conflict-the 

relationship between family demand and family to work conflict was found to be stronger for 

women who report agreement with high levels of gender role ideology than for those who 

report lower level of gender role ideology. Therefore, the positive relationship between 

family demand and family to work conflict becomes much stronger the more women 

respondents perceive as they are homemakers. 

The fifth question enquired about "What are the main factors influencing WFC in 

Sri Lanka?" This research produced a complete model of work family conflict by 

demonstrating its predictors and outcomes variables. In toto, the model explained 85.4% of 

variance in work to family conflict and 82.2% of the variance in family to work conflict. 

Family support, family demand, hours spent on household chores, hours spent on children, 

hours spent on dependent care and gender were found as the family-related predictors of 

work family conflict whereas income level, working hours, work demand, 

supervisor/co-worker supports, organisational HR formal and informal policies, tenure and 

supervisory status were found as the work-related predictors of work family conflict. 

Overall, the answers to the research questions fulfil the research objectives: to investigate the 

extant forms of work family conflict in Sri Lanka and to construct a model of work family 

conflict in Sri Lanka by identifying work-related and family-related factors that are 

associated with variation in and form of work family conflict. 
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7.3 Contributions of this study 

This study contributed in several ways beyond the extant work family conflict literature. 

Firstly, it provided empirical evidence of a new psychological based bidirectional work 

family conflict dimension in adherence with rigorous development and validation procedures. 

The idea of a psychological dimension was derived from theory and seminal studies, 

nonetheless such a dimension has been neglected in past in the work family interference 

literature and research. This study shed new light on prevalence psychological based work 

family interference in Sri Lanka as a microcosm of collectivist cultural nations. 

Thus, introducing a new dimension of work family conflict is a crucial theoretical 

contribution. 

Secondly, this research developed a model reflecting antecedents and consequences of work 

family conflict. Results revealed that some of the factors found to predict work family 

conflict in individualist cultures were not found to be present in banking in Sri Lanka. 

Instead some unique factors reflecting national culture were found to determine work family 

interference. For instance, albeit number of children and dependents were found to be 

predictors of family demand in the West (e.g., Boyar et aI., 2008), this study found number of 

children and dependents are irrelevant, instead actual hours of engagement were the 

predictors of family demand due to the prevalence of extended family structure. Moreover, 

work support, family support and gender role ideology were found as moderators of the 

relationship between work/family demand and work family conflict. 

This study further validated and extended the use of Carlson, Kacmar and Williams' measure 

of work family conflict (time based and strain based) beyond the culture in which it was 

developed. New questions measuring psychological based work family conflict were 

developed and validated, and consequently, a complete measure gauging work family conflict 

was introduced as a best measure reflective of collective culture nations. This was a 

methodological contribution to the extant work family interference. 

Finally, this research focused on work family conflict in a less developed nation with a 

collectivist cultural tradition, Sri Lanka. It is the first empirical study of work family conflict 

in banking in the country. 
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7.4 Implications 

Previous seminal studies concluded that work support for employees is related to a number of 

positive outcomes including ameliorating work family conflict (e.g., Carlson and Perrewe, 

1999), improving health and well being (e.g., Hardy, Richman and Rosenfeld, 1991), 

job satisfaction (e.g., De Lange et aI., 2004) and performance (e.g., Olson and Borman, 

1989). This study found that work support can weaken the positive relationship between work 

demand and work to family conflict suggesting greater support would buffer the negative 

effect of work family interference. Thus, management should take into consideration the role 

of work support in the management of people as a means of eliciting positive outcomes 

benefitting to both organisation and employees. 

Formal work life policies ameliorate WFC; however the formal work life policies commonly 

found in the West are not present in banking organisations in Sri Lanka. Some are not 

appropriate owing to the cultural differences-for example the demands of childcare are not 

so important in an extended family structure as in a nuclear family structure 

(e.g., Goff, Mount and Jamison, 1990; Kossek and Nichol, 1992; Goodstein, 1995; Honeycutt 

and Rosen, 1997; Baltes et aI., 1999; Allen, 200 I). Thus, organisations should consider 

appropriate formal policies to reduce WFC in line with cultural differences rather than 

practicing the work life policies found in the West. For instance, in less developed 

economies, financial work family benefit (e.g., Milliken, Martins and Morgan, 1998), 

part-time working (e.g., Edwards and Robinson, 200 I) or medical care support for extended 

family members could be crucial although research is needed to clarify what is required. 

This study found the number of working hours directly strongly impact on work demand. It is 

recommended to organisation to place a cap on number of working hours per week to take 

advantages of work family balance and ipso facto organisations in less developed economies 

can scale down the number of unemployed in the market leading to reduce poverty and make 

optimum use of the variety of human talents. Supervisory status (number of employees 

reporting) was found to causes deleterious effect on work family conflict which suggests that 

reduced span of control could curb the burden of work demand, as well as providing more 

opportunities for promotion within the company. 

Informal policies were identified as means of alleviating family demand. Therefore, it would 

consider such informal practices are available for all employees without discrimination. 

As it is an informal practice, management can work out in an ad hoc manner in response to 
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employees demand. Therefore, better understanding of employee's credibility and family 

background would facilitate better use of informal policy privilege. 

This study identified high levels of psychological based work family conflict and owing to its 

nature it might be expected to cause many health related problems. Thus, organisations 

should assess the pervading level of psychological based work family conflict and should 

take measures to reduce it. The design of appropriate policies to balance work and family life 

depends on accurate measurement. Work family interference studies in collectivist cultures 

were gravely criticised owing to the lack of appropriate measurement instruments. This study 

negated such criticism by developing and validating robust multi dimensional forms of work 

family conflict scale. Thus the management, practitioners and research scholars should 

consider the advantages of its use in assessment of accurate levels of work family conflict. 

Knowing the exact level of work family conflict would be an essential first step to putting 

any alleviating strategies in place. 

Furthermore, this research urges the policy makers, practitioners and members of 

organisations to collaborate in balancing work and family in nations with collectivist cultures. 

7.5 Limitations and directions for future research 

Although the research has provided useful insights and contributions to work family conflict, 

there were some limitations acknowledged. The major limitation was the cross sectional 

research design that makes it difficult to definitely identify causal relationships and therefore 

firm conclusions. Undertaking study at a single period in time can only reflect that time 

period per se and the social and economic and industrial context in Sri Lanka is changing 

rapidly, thus the need for longitudinal research. 

The present study focused on banking organisations as a microcosm of a higher status 

occupation. Thus there was a methodological limitation in generalizing findings to the other 

sectors or other similar nations (country effect). Therefore, a more detailed study across 

organisations, occupations and nations with similar culture is warranted for further validation, 

replication and generalisation. 

This study conflicts with those finding behavioural based work family conflict and 

it introduced a new form of psychological based bidirectional work family conflict. Thus 

there is a need further research capturing sui generis concept of work family conflict 

in nations with collectivist cultures. 
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The current research focused on identifying the main factors intruding into work and family. 

Albeit this study found a certain number of factors determining work family conflict, it could 

not include every potential predictor or outcome -for example predictors such as role 

ambiguity, autonomy, marital distress, parental stress, or measures of stress and other health 

related outcomes. 

Findings of this current study are based on a self reported measured and thus might be subject 

to bias (e.g., ego flattering) or where respondents might be reluctant to bring their family or 

work related problems to light. Thus a more detailed qualitative study and one that included 

extended family members would proifer great insights. 

Moreover, the study did not investigate the role of government law and regulation governing 

both organisation and employees. For instance, laws relate to employees entitlement and right 

(e.g., maternity leave, benefits, wages law) or organisation (e.g., benefit contribution 

EPFIETF. sick pay, labour relation, termination of employment) would directly or indirectly 

impact on work and family life. 

Published research works not written in English were excluded from the literature reviewed, 

and might have led to "Tower of Babel Bias' (Gregoire, Derderian and Le Lorier, 1995). 

Therefore some useful material may have been excluded. 

Overall, this research would serve as a springboard for exploring these unknown arenas of 

work family conflict in collectivist cultural nations. 

7.6 Conclusions 

The sphere of work family conflict was well researched in affluent countries with 

individualist cultures and the prevalent concepts and models were the reflective of such 

cultural findings. Nonetheless, little attention has been given to less developed countries or 

those with collectivist cultures. This study therefore focused on a sample taken from banking 

organisations in Sri Lanka. The analysis showed that the survey respondents were broadly 

representative of employees in Sri Lanka in terms of age, gender and marital status, and also 

typical of those employed in the banking sector. This research contributed in many ways by 

filling the gaps identified in seminal studies. As a part of this research, a work family conflict 

scale reflecting collectivist cultural nations was developed and validated with its 

psychometric properties. Moreover, this study devised a new model combining the 

antecedents and consequences of work family conflict with the effects of moderating 
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variables. Many factors identified as determinants of work family conflict had not been 

adequately addressed in many seminal studies. Besides, this research focused on unexplored 

nation, Sri Lanka. In toto, this research culminated with theoretical, parametric, 

methodological and geographical contributions. This study has achieved its twofold research 

objectives: to investigate the extant forms of work family conflict and construct model of 

WFC in Sri Lanka by identifying work-related and family-related factors that are associated 

with variation in and form of WFC. In addition, limitations and directions for future research 

were clearly presented. Overall, this research has made contributions beyond the extant work 

family literature. Besides its own contribution, this research would be a springboard for 

future scholarly work. 
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Appendices 

Appendix A: Survey questionnaire 

balance 

Dear Participants, 

I am Navaneethakrishnan Kengatharan, lecturer at the University of Jaffna. I am currently studying for a PhD at 

Kingston University, London, and doing a research project about work and family related issues. The aim of the 

research is to get a better understanding of how people balance their work and home lives. The success of the 

research is dependent on the cooperation of people like you, who can provide valuable information on this topic. 

It takes about 20 minutes. 

I assure you that the data you provided will be kept totally confidential and anonymous. It is merely used for 

academic research purposes and no individuals will be named in my thesis report. The research i upervised by 

Professor Christine Edwards and Dr Miao Zhang, and subject to the strict professional ethical code of the 

Kingston University, London. We know very little about how people balance work and family life in ri Lanka 

and this study will provide information that can be used to tackle the problems that ari se. 

After completing this questionnaire, please seal it immediately with pre addressed and stamped envelope 
provided. One of my colleagues will collect it 

Please do not hesitate to get in touch with me or my supervisors if you have any question about the research . 

With many thanks for your assistance 

N.Kengatharan 

PhD student 
Kingston Unjversity 

k0916498@kingston.ac.uk 

Details of Supervisors 

Professor Christine Edwards 
Leadership, HRM and Organisation 

Kingston University 
C.Edwards@kingston.ac.uk 

Dr. Miao Zhang 
Director of Studies 
Kingston University 
Miao.Zhang@kingston.ac.uk 
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PART I 
Please use the following scale to indicate the degree to which you agree or disagree with the following statements_ 
Please circle one number for each statement: 

Circle 1 if you strongly disagree with the statement 
Circle 2 if you disagree with the statement 

Circle 3 if you are uncertain whether you agree or disagree with the statement 
Circle 4 if you agree with the statement 

Circle 5 if you strongly agree with the statement 

1_ The following questions describe about work family interference 

My work keeps me from my family activities more than I would like (QI) iii 2 i 3 i 4 i S 
_._._._._._._._.-._._._._._._._._.-._.-._._._._._._._.-·-·-·-·-·-·-·-·-·-·-·-·-·-·-·-·-·~·-·-4-·-·-~-·-·j·-·-·i·_·-
The time I must devote to my job keeps me from participating equally in household! I ! 2 ! 3 i 4 ! S 
_~~!Il'!~!U!i~_s.~~.~~!i~!~i~l'_(QJ)._._._._._._._._._._._._._._._._._._._._._._._._._._._j._._J-._.-L-._.l-.--l._._ 
I have to miss family activities due to the amount of time I must spend on work iii 2 i 3 i 4 i S 

_~~~~l~!U!~~.(~})_._._._._._._._._._._._._._._._._._._.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.~.-.-~-.-.-i-.-.~-.-.i._.-
When I get home from work I am often too frazzled to participate in family iii 2 i 3 i 4 i S 
_!!~!i_vJ!~<:~~~~!l_si~it.i!i~~_{9..4.t_._._._._._._._._._._._._._._._._._._._._._._._._._._._._.L._._J_._._i._._.l_._.!._._ 
I am often so emotionally drained when I get home from work that it prevents me from! I ! 2 ! 3 ! 4 ! S -b - Ii -I {()S\ I I I I I 
_~~~_~_.~~!Ijt!~.f!lY_.~~~Y.~~_~_._._. ___ ._._._._._._._._.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.~.-.-~-.-.-~-.-.~-.-.i._._ 
Due to all the pressures at work, sometimes when I come home I am too stressed to do the! I ! 2 ! 3 ! 4 ! S 
_!~!n.&~J_~~i~~_(<?~)._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._.l._._J_._.-L-._.l_._.1._._ 
The problem-solving behaviours I use in my job are not effective in resolving problems at iii 2 i 3 i 4 i S 
home {()7\ iii i i 
-.-_-._~~/ __ ._._.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.--- ·---·-·-·---·-------·---·---·---·r----;-·---~-·--;--·--i--·-Behaviour that is effective and necessary for me at work would be counterproductive at iii 2 i 3 i 4 i S 

-~~-~~-{~).---.-.-.---.-.-.-.-.-.-.-.---.-.-.-.-.-.-.- ._._._._._._._._._._._._._._._._.~._._~_._._~_._.l._. __ i--._. 
The behaviours I perform that make me effective at work do not help me to be a better. I . 2 . 3 ! 4 • S 

I I I I I 

_P~E~.~~~~.~~_{~t_._._._._._._._._._._._._._._._._._._ .-.-.-.-.-.-.-.-.-.-.-.-.-.-.!----~-.-.-L-.-.l--.--!.-.-
The time I spend on family responsibilities often interferes with my work responsibilities! I ! 2 ! 3 ! 4 ! S 
ml~ ! ! ! ! ! 
_~~_._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._.L._._~_._._~_. __ J._._.1._._ 
The time I spend with my family often causes me not to spend time in activities at work iii 2 i 3 i 4 ! S 

_!~~~£?~I~_~~.~~!l!f'!.I_!~.!I.l}'_~~~~~Q!n._._._._._._._._._._.-.-.-.-.-.-.-.-.-.-.-.-.-.-.~.-.-~-.-.-~-.-• .l--.-.!.-.-
I have to miss work activities due to the amount of time I must spend on family iii 2 i 3 i 4 i S 
_~~~~l~!U!~~_(~}.~t_._._._._._._._._._._._._._._._._._.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.~.-.-~---.-~-.-.~.-.-.i._.-
Due to stress at home, I am often preoccupied with family matters at work(QI3) iii 2 i 3 i 4 i S 
-------------------_._---------_._-------_._---------- ·-·-·-·---·-·---·-·-·-·---·-----··~·--·1·----~----1-·--.;._.-
Because I am often stressed from family responsibilities, I have a hard time concentrating iii 2 i 3 i 4 i S 

_~~.!".Y..~~!~_{~~1>.._._._._._._._._._._._._._._._._._._._ ·-·-·---·-·-.-·-·-·-·---·-·-·-·~.-.-~-.-.-~-.-.~-.-.i.-.-
Tension and anxiety from my family life often weakens my ability to do my job (Q I S) iii 2 i 3 i 4 i S 
_._._._._._._._._._._.-._._._._._.-._._._._._.-.-._._.---.---.-.-.-.-.-.-.---.-.-.-.-.-.~.-.-~-.-.-~-.-.+--.-.,.-.-

The behaviours that work for me at home do not seem to be effective at work (QI6) iii 2 i 3 i 4 i , 
_._._.-._._.-._._._._.-._._._._._.-._._._._._.-._-_.---.---.---.-.-.-.-.-.-.-.-.-~-.-.-.~--.-~-.-.-~-.-.~-.-·1·_·-
Behaviour that is effective and necessary for me at home would be counterproductIve at! I ! 2 ! 3 ! 4 ! s 
_~~~~~<?!?2_._._._._._._._._._._._._._._._._._._._._._.-.-.-.-.-.-.-.-.-.-.-.-.-.-.---.~.-.-j-.-.-L-.-.l.-.-.!._.-
The problem-solving behaviours that work for me at home do not seem to be as useful at! I ! 2 ! 3 ! 4 i S 

-~~-~!~.<~~~~-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-·-·-·-·-·-·-·-·-·-·-·-·-·-·-·-·~·-·-i-·-·-~-·-·+-----I-_.-I often think about work related problems at home that prevent me doing the tasks at home iii 2 i 3 i 4 i S 
.{~~~!_ ... _. _______ ._. _______ ._. ___ .. ______ .. _ .. _._. __ ._._._._._._._._._._._._._._._._.t._._l_._._i .. _.!-_._.i._._ 
When I am at work I see things that need doing at home; planning and scheduling family ! I ! 2 ! 3 ! 4 ! S 

_~~~t~~.~~L,:i!i_e..s_!~~~P~YE!1.!_~~~i!l.lt~~~.~~~_!~~~~~_i9..~Q!.-.-.-.-.-.-.-.-.---.-.-.-.~.-.-~-.-.-~-.-.J...-.-.i.-.-
I often think about work matters at home that prevent me doing the tasks at home (Q21) ! I ! 2 ! 3 ! 4 ! S 

I I I , I 

-i-~·~fte·n-;;otrng~d-mood-at-;orkdueto-the·preoccupatjoii;jih-fa~iiY;;~~-;-ib;nii;:-s·-·f·rl-·i·-i-j"·r-4-·i·"S-

_!~~~P~Y~!1.!_~c:..~~i!1.1t!~~~~~_l!t_~~~~_!~~~~._._._._._._._.-.---.-.-.-.-.-.-.-.-.-.-.-.~.-.-~-.-.-~-.-.~.-.-.i.-.­
I often think about family related problems at work that prevent me doing the tasks at work ! I ! 2 ! 3 ! 4 ! S 
_{9..~~._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._._.l._._J-._.-L_._.l._._.I._.-
When I am at home I see things needs doing at work; planning and scheduling work iii 2 i 3 i 4 i S 

_~t~t~~_~~!L,:i!i.c:..s_ml!!p!~YE!'.!_~e..~~i!l.lt~~~.l!'l'~~_~t~~.~~_lQf:!)_.-.-.-.---.-.-----.-.-.-.-.~.-.-~-.-.-~-.-.-l--.-.1·_·-
I often think about family matters at work that prevent me doing the tasks at work (Q2S) iii 2 i 3 i 4 i S 

_._._._._._._._._._._._._._._._._._._._._._. ___ ._._._._._._._._._._._._._._._._._._._._.L._._j_._._t_._.l-_._.,._._ 
I am often not in good mood at home due to the preoccupation with work responsibilities ! I ! 2 i 3 ! 4 i S 
_!~!!~P!~YE!1.!_~e..~~_i!l.lt!'.!~.~~~_!!~~~.~:_{Qf_~_._._._._._._._._._._._._._._._._. _____ ._._.~ ____ ~_._._~_._ • .;.._._.!._._ 
I take work home that prevents me from doing family responsibilities (Q27) iii 2 i 3 i 4 i S , . , , . 
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2. The following questions describe about work and family demand." 

.!!!.t:'!t:!.~~.t~.~~Y~.~!1~.u~~.ti~t:!'?~~t.~y~m~!,!8.42!1~.~~~~~~ ... _ .• _._ •. _ ...•...•..... _t.L..i .. ~ .. 1..} . .L._1._i_.~. 
I feel like I have a lot of work demand . iIi 2 i 3 i 4 i S 

:!li~~~~I~t~I~:s~~~(@[tY=~t~?!~=:=:=:=:=:=:=:=:=:=:=:=:=:=:=:=:=:=:=:=:=:=:=:=:=:=:=~=:c]:=?=:r:)=r:~:=i=I: 
.!!!.t:'!t:!.~~~)~.~~Y~.~!1~~~!i~<:!'?~~t.~y~!}'!~!,!g.4~!1~_~t.~~.f!1~. __ •. _._._ ...•. _ .•. _. ___ .. ~-L~-J.-~ . .L.i-.~--i--~-
_!_(~!)i~~).~~Y~.!}~!.~[f!!1!~~_~~~~!1~_ ... _ .... _ ... _ .•. _ ... -.-.-...• ----.-.--.-•.•. -.--.~-.L.~--~.-~.}-.t-.~.-i--~-
I have to work hard on family related activities . I . 2 • 3 • 4 • S 

3_ The following questions describe about work and family IUpport_ 

.MX_[~~.i~.!!1~.'!1~.~.~'?t!t.<:i!.f}t.ir~E.I!!"~.'?f.1!.~~~~~~~.~~~~~_.····-·:.·-·-·-··--·····-·-····t-·L1··~··t-}-1--~--I--~· 
Ifmy job gets very demanding, someone in my family will take on extra household • 1 • 2 • 3 • 4 • S 

'bT' 1 1 1 1 1 
.rt:~!1~!.!1!~~ ..•.•. _. __ •. _ ..... _ .•.. _ ......•.•. __ ..... -..... --.-.-.--•.•.•.• _._ .. _._._i __ .. j_._._L ____ l. ____ l._._ 
Extended family members (parents or spouse parentslbrother in law/sister in law etc) ! 1 ! 2 ! 3 ! 4 ! S 
.~~p~':!_~_~~J!1B_~~!~~t:.!t~~~~~!~~.~~~~ .. _ .... _ .. _ .•.•. _ .• _._ .... _ .•. __ ..•. __ ._ ....•. J .... l_._._L_ ... l .... !._._ 
My relative supports looking after my children i I ! 2 i 3 ! 4 i S .... -................. -.-.-.-... -.---..... -.. --...... -···-··--·-···.· ... ···-·-·.·.-.. -.-~·-··1-----~.---+-·---1---· 
I feel my supervisor is like a family member and understands my family demands ! I ! 2 ! 3 ! 4 ! S 
~-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.-.---.---------------·-·-·---·-·-·-·-·-----------·-----t-·-·;----·~·-·-~--·-t----
_Mx.~l!~~i~':5_~~!J~)~..!I~':'!~.~.Y.!~~y.~~~.!1..t~_~~~~_~.!1!~i~~~1..l!tr!~~~y.:_f}l_'!.<:~I_':~c __ •••• ~--L~--~.-~-}.~--~.-i-.~ . 
. Mx_~l!p~~i~~i~~~.P£<?~.i~~.~~~~J.~~~~.~.~~!~_p~~!t:!!!_._._ .• -------.--.--.-•. -.-.-.•.. ~-L~-J.-~-}-t-.1-.i.-~. 
My supervisor accommodates me when I have family or personal business to take care iIi 2 i 3 i 4 i S 

.~f:..!~.!.t:.'!~'.fIJ?L~,.~.<:<!i_c_~I_I!~~}!!!!!!':.'!!.S!..J!l~~~!'!8_'Yi~~~.~il~:~~~~~~~!!E~~:_. __ •• _. __ ••• __ .j ____ J _____ L_. __ l __ ._1 __ . _ 
_ M~_~!I~.!i£I!~~~_~l!pP?r:!i_':.<:~~~!I_!!t.~'!~~_~~~p!~_~I~!!!._._ ••. __ • __ • __ ._ •• _._ •• _ •. _._._~.-L~.-~.-~-}-.;..-~--!--~-. 
My colleagues usually attend my family events such as marriage, birthday. funeral etc . I . 2 . 3 . 4 . S 

4. Tbe following questions describe about work and family satisfaction 

_A~.i.!l.!!!L!~_~~~~!.i~.d.~i!~.'.fI.Y.j9.!> ••• ___ • __ •.•• _ .• ____ ._._-.-.---•••• --•••• ---.-.---.---~-.L~.-~--~-}.-+_-~--i--~-
.!~~~~~~~I!.I.!i~_<:~~!~!I!S.~~t:C_._ .• __ .•. ___ ._._._._._ .•.•. ___ .•... ___ . ___ . __ • ________ ._._~-.L~--~.-~-}.-+_-~--j--~-
.!~~~~~~I!.I.~~.!lJ.li~~_f!1y.j~t._ .•. __ ._._ .. _._._._._ .•. _ .•. -···-·-·--···········--·-·-··t·.L·1·-~·-t·}-1--1--!--~-
.AU.i.!l_!!!hL~~!l!!~~(~J~~.'!1y.f~~ih_Ufcz ... _ ..... _ .•. _ .•. _ ... _. ___ .• __ .• __ ._._._._._._t_.L..i __ ~_.1._}_.L._1 __ i •. ~ _ 
_ !~..g':.~~~l!I!.I.Y~:_~i~B_!_l!l~.!1)~!_<!ff~!I!~L_ .•• _._._._._._._ ••• _____ . ___ • ___ .•• ___ ._._.j • .Lj_)._L_.Ll_1.j._~_ 
Sometimes I am glad to go to work to get away from the demands of the family ! I ! 2 ! 3 ! 4 ! S 

S. The following questions describe about traditional gender role concepts_ 

.~~~~~_~~~~l~_~~!~~'p'c:'~.!~~_II:~~~~~.~II:'!l.e..f~~I!~~~_~_~.'!l.~'! •.•. __ ._. __ .• _. ____ . ______ .l_.~_J __ ~ •. l_} __ L~ __ I._~_ 

.~.!J.I!.~~~~.~~?~!~.e..II:I:!1.~~~_'!l?,!9..!~~.~l~.~!~e... __________ • ___ .. _____ .•. ______ •. ___ . __ j_".j __ ~_.~_}.i_1 __ !_.~. 
A working mother can have just as good a relationship with her children as a mother who ! I ! 2 • 3 ! 4 ! S 
does not work. I I I I I 
-Eve~-iYthe-wife·;;rks·outsfdeiiie·home~ihe-h~sb;mdsiio~·1d·be·tiie·iiiafnb..ea(f~1';iicr-;nd--r-rl·-i··r-3·T-4··!--S-
the wife should carry the responsibility for the home and children. ! ! ! ! ! 

6_ Tbe following questions describe about work place policies 

_9.IE.,!~!~I"l'_~~~!,!g).~.'!,:r:x~!l!~~~~_~j!~_a.,:,!i"~~!c:.~~!~.Uf~~Li~ic:~-·· _____ ·•· _____ ·_·_t_.L1 __ ~··t_} __ J __ 1 __ I __ ~_ 
.!f~!.l!ly.~!g!l!li~~!i~_I!.~~?J.I~_~?.!l;>1~~!_~<!4it!2!1~!,~~!~_Uf~£I?U~iC:~. ___ .•. _________________ ._"' . ..i __ ~ __ I..} __ .L.~ __ i._~_ 
.9.t:S'!'!Ls_I!!!2~!l!.~~!~_Uf~£I?U~it:~~J!~~L~tE_[I!!!l.i.!l'.p.~~~':.f!11i .• __ ._. ___ • ___ • _______ • ____ •• __ j_.Lj __ ~ __ L_}.L1_j __ ~_ 
Organisational informal practices help me out to work and family related problems ! 1 ! 2 ! 3 ! 4 ! S 

7_ Are tbere any formal policies in tbis organisation to help you manage your family/caring responsibility? 
YesD NoD 

8. Are tbere any informal arrangements that belp In practice say. leaving from work early! 
YesD NoD 

9. Doe. our 0 anisation rovide the follow in 0 tions to bel balance home and work! 
Flexible workin~ hours Yes 
Compressed working week Yes 
Paid leave to deal with family problems Yes D 
Unpaid leave Yes D 
Maternity leave Yes D 
Paternity leave Yes D 
Part time worldng Yes B 
Eldercare Yes 
Childcare e.g., nursery at work Yes D 
Job sharing Yes D 
Working from home Yes D 
Transportation facilities Yes D 
Childcare advice and support Yes B 
Work training Yes 
Career break, sabbatical or returner schemes Yes D 
Other arrangements (Please write in and circle: 
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No 
No 

NoB 
No 
NoD 
NoD 

NoB 
No 

NoB 
No 
NoD 
NoD 

NoB 
No 
NoD 



Part II 
Please can you answer the questions about yourself. This enables us to know if any particular group has particular 
issue. 
I. Would you mind telling your age group you belong to: 

18-25 0 
26-35 0 
36-45 0 
46-55 0 
Over5S 0 

2. You are Male 0 Female 0 
\You are : Married 

Divorced 
o o 

Widow 0 
Single 0 

3. Do you have children? Yes 0 No 0 
Uyes 
How many children do you have? 
What are the ages of your children? 

~------------~~~~~~ Age group No of Children 
0-4 years 
5-11 years 
12-18 years 
Over 18 years 

Who takes primary responsibility for the care of your child/children during the working week? 
You 0 Your spouse 0 Parents (ofyourslyour spouse) 0 
Any other extended family member.D Paid carer 0 
Please specify ifany others: 

How many hours you spend with your children during the working week: 

4. Number of dependents at home? 
Parents (ofyoursl your spouse) 0 
Relativeslclose family members 0 
Family members (disabled) 0 
Please specify ifany others: 

I f anyone needs care other than your children.... Yes 0 No 0 
If yes how many: 

Who takes primary responsibility for this care? 
You 0 your spouse 0 Parents (of your sly our spouse) 0 
Any other extended family member 0 Paid carer 0 
Please specify if any others: 

How many hours you spend with care during the work days: 

S. Could you tell me a little about your educational qualification (please tick all applicable)? 
AIL 0 
Advanced diploma 
Degree 
Postgraduate 
PhD 
Any other qualification 

o 
o 
o 
o 

6. If you don't mind, please tell me which bank you are working for: 
Private Bank 0 
Public Bank 
Multi national Bank 

o 
o 
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7. Do you work full time or part time? 
Full time 0 
Part time 0 

How many hours per week: 
Does your spouse work? 

If yes, 

Yes 0 
No 0 

Full time 0 
Part time 0 

How many hours per week? 

8. How long have you worked in baking sector: (years) 

9. How long does it normally take you to get to work? (minutes) 
What is your main method of travel to work? 

Own vehicle 0 Public transport 0 Walking 0 Office transport 0 
Please specifY ifany other: 

Would you expect any transportation service from organisation? Yes D 
10. Does anyone directly report to you 

NoD 

Yes 0 
No D 

If yes, 
How many: 

11. Are you main eamer of your family? Yes D No D 
If you don't mind could you tell me your average monthly income? 

10000 - 20000 D 
20001·30000 
30001-40000 
40001- 60 000 
Over 60 000 

o 
o 
o 
D 

12. If you don't mind could you tell me your average monthly income of your family? 
10000 - 20000 0 
20001·30000 D 
30001·40000 0 
40001-60000 0 
Over 60 000 0 

13. Nature of employment 
Permanent 0 
Temporary 0 
Contrwct D 

14. Do you have a domestic helper at home? Yes 0 No D 
If yes, 

How many hours spend during your working days? 
Childcare: 
Eldercare: 
Household chores: 

1 S. How many hours do you spend with household activities during the working days: 

16. How many members of your family (living together): 
~--~~--~--------~N~o-o~f-m-e-m~be--rs~ 

Your family 
Parents of you 
Parents of your spouse 
Any relatives 
Please specify ifany others 
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~ 0 IL~ ffi6lll!T6lJ6Ih/ lO6lII6lIIcl 0 IL~ ffi6lllll6lJ6Ih/ lO6lII6lII6Ulu516liT Qu!iJ<3iIJlTlr 0 
IML(Bffi @)(BLbu .9Iitllffia>lb6\JfrO IfLbu6lTW GutDIw U!JITlDIflUUIT6lTfr 0 
<36\JlDJ UJITIJIT6\J~ 6l6lR16il IbUJ6l.lQqw~ @)!DIuU1(BID 

<36lJQIl6\l QIfWIJ..lW 6lJ1T!Ja>dil6il ~rbJffirn lLitllffirn @)\J.lIJiQll~ffi®LIiIh 6la>~QIl6lll lOOiRla>s6lUJfT6\lUJitllffirn Qq6\l6lJu51fficLI6lh!l1frffirn 
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5. 6l1LLq6iJ $f>rbi.$1 61J1T\P<361JITIT 1iIi>$f>6IIl6lll aLiT? 

IL~ ffi6lllll61J61iT1 lD6IIl6lll6iM!61iT Qu!iJQ!D1Tir 0 
1L!D6U16U11rffim I Gi;J;®rbi.$1w [D6IIIiTufrffim 0 
®ffiibu .9Irbiffii>$f>61Jirffim (.9Irbiffi6l1611lfrffim) 0 
a61JWJ WIT!TIT61J~ 1i16i!116iJ $f>W6ljQuuJ~ ®!DIuLiffiffi 

ILrbiffim ®W!ii6lll$f>ffim $f>6U1!T (g61JWJ wlT<!!>a;®w U!TlTwflULl (g$f>6IIl6U 1I>IT6IIllIuuffi.$161iTlDlbIT?,mW 0 

r9r 0 IL~ ffi6lllll61J61iT1 lD6IIl6lllcl 0 IL~ ffi6lllll6U61iT1 lD6IIl6lllruJuj61iT Gu!iJ<l!IJiTfr 0 
BnLffia; ®ffiibu .9Irbiffii>~6Utr 0 Uibu611W QuWJw U!TITwflUUIT611tr 0 
(g6UWJ WIT!TIT61J~ 1i16i!116iJ $f>W6ljQuuJ~ ®!DIuLiffiffi 

(g6)J6IIl61l QuuJll.lW [DITLffi61fl6iJ rGrbiffim ILrbiffim ®W!ii6lll$f>ffi®L61iT 1iIi>$f>6IIl6lll lD6IIIllli>~WIT6\JU.Jrbiffirn QU6\l6)J!/,la;.$161iT!lYrltirn 

6. rGrbiffim ILrbiffim ffi6iJruJi> $f>®~u!il!DI U161iT61J®61J6IIl61J!il!Dl6iJ 1iI~ QLIT<!!>i>$f>uxr6lll~ 61611l ffi®~&l61iT!lYrffim(QUIT<!!>i>$f>uxr6lll 
1i16iJ61l1T6U!D!Dl6lll6lllll.lW Q!!)IfI61jG8"uJIti) 

ILwfr$f>IJw 0 
ILwtr$f>IJ 19U~6111T1.OO 0 
ULLUU19uLl 0 
(!P~6IIl6U 0 
ffi6lllTJfil~ 0 
(g61JlDl 6J$f>IT6)J~ 1il1iUfl61iT ®!DluLi(B1ti 

7. r9r 61~~ 6Urbiffiluj6iJ (6)J6Ill6U Q8"uJ&l61iT!lYr ltim 

o 
o 

u6iJ(g$f>lf1w 61Jrbi&l 0 
8. rGrbJltim (!P@ <Ji;r>Juxr .91~ u®~<Ji;r>Juxr (6)J6IIl6ULJfl.$161iT~ffim 

(!P@ <Ji;r>Jw 0 
u®~ <Ji;r>Jw 0 

61JIT!PB;6IIlffi!b ~6Ill6lllll Q$f>ITliX6iJ I.jIfIffil61iTlDlT!TlT? 

.mW 1i16i!116iJ, 

.mw 0 
~6iJ6IIl6U 0 

(!P@ ~w 0 
u®~ <Ji;r>Jw 0 

10. rGrr"ltirn (6)J6IIl6UujLi>~!il® Qu6iJ61l 6l6iJ61J6116lj <Ji;r>Jw Q$f>6IIl61Juuffiw? 

U1!T $f>IT6IIl UW6IIllI uxrtr ltiW 1iI~? 

QU[!;$f> 6)J1T1ti6lllW 0 QUIT~ QUITa;®6)J!T~ 0 [D6IIlL 0 tfil(l)l6)J6IIl QUlTct®61J!T!b~ 6)J1T1ti6llllb 0 
a61JlDl 6J1blT6)J~ 1i16Ul161iT ®!DIuUl(Bffi 

rGrbiffim tfilllJl6)J6IIli>lbILl6~ QLlTct®61J!T!b~ QU6Ill61Juj6lll6lll 61lb1trUITtra;/£l61iTn'irffi611TT? ~ 0 ~ro6ll)6\l 0 

.mlb 61liUflro 
61!b$f>6II)6IJI Qum'r: 
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12. !GIJrr IL~ ({!)(j3Lbu~ijIoiJ tJl!T~6IIl 6)J(!!)lOO61fllD ffL(j3uruir? ~tb 0 ~roQll6\) 0 
IL~ lOOlfjrr!i>1fj 6lJ®1.OO'6IITtb? 

10000 - 20 000 0 
20001-30000 [] 
30001-40000 0 
40001-60000 0 
60 000 It@) {glOOJ 0 

13. IL~ ({!)(j3Lbu l.OO'~ililfj 6lJ®1.OO'6IITtb? 

14. (86)JQIl61)till6liJ 1fj6liJ6lDLD 

10000 - 20 000 0 
20001-30000 [] 
30 001-40 000 [] 
40001 - 60000 [] 
60 000 c$@i (glOOJ 0 

!fiI!Tilii1i!T tb 

lfj!DffilT!i\llffitb 

[] 
o 

~uuililfj .9Ii9UUQIlL 0 
15 . 6l1L(j3 ILIfj6UlUJrrroir 1L6IRitLrr? ~ [] ~6\)QI)6\) 0 

~tb 6T6lII1oiJ 

(86)J6lD6\) [lilTLffirnloiJ 6T~IfjQll6IIT LOORJI1~ijIUJrr6\)UJlllJffi6'fT Qu6\)6lJ~l1;ffil6liJIDrrrr? 

({!)Wfi,QIlIfj U!Trrtmlu4: 
(JPijI<8UJIT1r U!J'ITuxfJu4: 

16. (g6lJQIl6\) [lilTLffi61llro 

LJJ6lIIIiIdi~wlT6\)UJIi.JII>6'iT 

6T~IfjQll6IIT LOORJI1g;ijIUJrr6\lU.JIllJa;6'fT 

!6lttiLIi.JII>6'fT 

1LlD{bJ @(j3Lbutb 

1LlD{bJ Qj!iJQ!Drrfr 

~QIl61lllTtill6UT Qu!iJQIDrrfr 

ILID6ll1611Tfra;6'iT 

(86)JlIlI UJlT!J'rr6lJ~ 6T6!IIl6liJ 
@r6IutJl(j3a; 

PLEASE SEALED IT AND RETURN IMMEDIATELY TO THE ADDRESS IN THE STAMPED 
ENVELOPE PROVTDED 

THANK YOU VERY MUCH FOR HA VlNG COMPLETED THIS SURVEY 
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Appendix B: Exploratory interview questions 

Step 1: General introduction: I am Navaneethakrishnan Kengatharan, lecturer at the 

University of JafTna. Presently, I am taking up my PhD studies at the Kingston University, 

UK, and doing research about work and family related issues. The aim of the research is to 

get a better understanding of how people balance their work and home lives. The success of 

the research is dependent on the cooperation of people like you, who can provide valuable 

information on this topic .. It will last maximum of one and a half hours ................. . 

The data you provided will be kept totally confidential and anonymous. I will never 

give your data to anybody at anytime for any reason and it is only used for academic 

research purposes. 

The research is supervised by Professor Christine Edwards and Dr Miao Zhang, and 

subject to the strict professional ethical codes of the University 

Step 2: General questions 

1. First of all, I thank you for your consent to participate the interview. Would 

you mind recording our interview? 

Yes D 
No D 

2. Would you mind telling your age group you belong to: 

18-25 D 
26-35 D 
36-45 D 
Over 45 D 

3. Could you tell me the name and type of the organisation you are working for? 

4. What is your current position at work? 
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5. If you don't mind could you tell me average monthly income? I would use 

income bands for this : 

10 000 - 20 000 0 
20001-30000 [] 

30 001-40 000 [] 

40 001 - 60 000 0 
Over 60 000 0 

6. Could you tell me a little about your educational qualification and work 

experience? 

AIL 0 
Advanced diploma 0 
Degree 0 
Postgraduate [] 

PhD [] 

Any other qualification 

Experience: 

7. Are you married? 

Yes [] 

No [] 

8. Do you have any children? If yes, how many children you have and their 

ages? 

Yes 0 
No 0 

If yes, how many: 

Age: 
9. Who takes main reasonability for the care of your children? 
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10. What amount of time each week if any do the following people spend carin'g 
for your children 

Yourself: 
Your wifelhusband: 
Your Family members (please specify): 
Paid carer: 

11. Do you experience any problems with managing childcare and working? If yes 

please explain what 

12. What amount of time each week if any do the following people spend on 

looking after the home ( eg cooking and cleaning) 

Yourself: 

Your wifelhusband: 

Your Family members (please specify): 

Paid help: 

13. Do you experience any problems with managing housework such as cooking 

and cleaning, and working? If yes please explain what 

14. Do you have any caring responsibilities for relatives who need help with? 

15. Do you experience any problems with managing caring for them and working? 

If yes please explain what 

16. Are your parents/relatives living with you? Who are they? 

17. Do they need any kind of support to your parents in doing their day to day 

(routine) activities? Or are they able to look after themselves? 

18 ...... Do your parenti relatives provide any support in doing household chores 

(family related let say ... cleaning)? If yes, for what kind of things do they need 

support? Do they provide you with any support e.g., with household chores or 

looking after your children ... etc? 

Step 3: Work and family related questions 
1. Could you please tell me what household chores you are doing? 

2. Are you able to do the entire task regularly at home? Or having any 

difficulties? 
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3. 'What factors actually cause the problems in doing your household 

. chores? ... Discuss more about that ... 

4. Do you work full time or part time? How many hours are you working per 
week? 

Full time D 
Part time D 

Hours worked per week: 

5. How long does it take you to get to your workplace? Do you experience any 
problems? 

6. Do you feel you have plenty of time to look after household chores and tasks 

at work? ........... .If time is the problem, could you please let me know how 

challenging this is for you? .... How do you manage balancing your home and 

your work life 

Yes D 
No D 
Challenges: 

Manage home: 

Manage life: 

7. What responsibility assigned to you in your working place? 

8. Are you able to perform all tasks assigned to you at your work/any pressure? 

9. Are you doing any work related tasks at home (bring them home)? Discuss a 

little bit more ... 

10. As you know work is necessary for running family and also it gives social 

status .......... do you have any problems in doing household chores due to your 

involvement at work? ....... or do you have any problems in doing tasks at work 

due to your involvement at family (household chores)? 

11. Do you think what factors that cause you inconvenience in doing work or 

family related tasks? 
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12. Are you tired when you get to work from home? Or ...... tired when you get 

home from work? ........ .If so ... why ... ? ... could you please tell me a little bit 

more? 

13. Could you please tell me any examples of how you have adapted work or 

home life caused due to adapting same behavioural pattern, for example, if 

you adapt same communication pattern at work and home ........ 

14. Do you think any work related issues when you are at home? Could you please 

share one of your experiences? 

15. Do you think any family related problems/tasks when you are at work? ...... 

Could you please share one of your experiences? 

16. Are there any organisational polices/practices support you to easily perform 

work and family task? E.g., flexible working hours; unpaid leave; workplace 

nursery 

17. What would you like your organisation to do to help people balance work and 

family life ................. ? 

18. What kind of support if any you are getting from your peers/managers to look 

after your work related activities? Needs to be more precise? You mean to if 

you have problems at home you need to attend to - or to assist with WLB? 
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Appendix C: Statistical results 
Table 1: Respondents' responses on work family conflict 

: Strongly : Disagree : Uncertain : Agree Strongly 
! . disagree ! ! ! agree ! _ ______ ____ __ __ ____ ____ __ ______ __ ______ __ __ __ __ _ + ____ _ - -- .. ------.. --------------1--------------+--------------.-------------4-------------+-___________________________ _ 
! Mean ! SO ! Percentage ! Percentage l Percentage l Percentage ! Percentage l Normality curve 
~ ! ! ! ! ! ! ! _____ ______ ____ __ __ __ __ __ __ ____ __ __ __ __ ________ • .L ____ __ __ L _ _ _ _ _ • ..J . ___ _ ___ _ ___ • .j . _ _ _ _ _ _ _ _ _ _ _ .-L _ _ _ ____ _ _ _ _ _ _ L _________ __ __ J _ __ __ _ _ ____ __ L ____ _______ _ __ ___ ___ __ __ __ _ _ 

My work keeps me from my family i 4.28 i .75 i I i 3 i 6 i 49 i 41 i -1 JJ 
activities more than I would like ! ! ' ! I ! ,=1 J/ -I" 

I I I I I I I J 
iii i i j i i I~ 

·;::::~:::~:::::;::;,;;::;.:::;;y·1.°b"h~':.':::.;;~·1··4~jO··[·:7j)-1-· ·· · ·0· · · · ·- 1-· ·· ·· ,,······[··· · ·-8 -· · · · ·[ ·····''7· · · · · 1 · · · · ·;;:j··· ···r·;j[··'····O.O;::-·I~l·· 
responsibilities and activities !!! l ! ! ! ! - ~~~ 
-i-tiave- -io-~iss -f~iiy--;~ti~ti~; - d~~-to -th~-r'-4j3 --r -~iiS-1- --- - -T - - - --T--- -- i-- - - -1 - - - - --S - - - - - - r - - - - -SO- - - - - r -- - -4i- - - --r-~[-- - --- - ---1J---- - --1J--- --I -

amount of time I must spend on work : :: : : : : : J-
'bT' iii iii i i - ~ res pons I I Itles iii iii i i -'-::::':.=_='~:-'-'._="'--.1.tt-?.,.....J~.-LJ 

\vhe~ -f -g~t -hom~- frO~, - -~~". i· ... ·oiien·iOOT4AST:."T ····j no ···T·····"·····'···· ·T··· ·· j · ·· ..•. j . .. .. ; . .. .. 50·····'··r ····:·······/----\------
I I I I I I I I -

frazzled to participate in family iii i ! ! ! i 1- ~ 1 t 
.. - sf ·be • • I I I I I I I I -

actlvltJe responsl Ihtles iii iii i i __ -.-.=_. _ ' . 
- - --- - - - - - - - --- - --- - - - - - - -- - - - - - - - - - - - --- - - - - - - -t- - - - - - - - t - - - - - -1- --- - - - --- - - -1---- ---- - - ----t - - - - - - - - - - - - - 1 --- - - - - - --- - - I - - - - - - - - - - - - - -~- -- ---- - - - - ----- -- - ------ --
f am often so ,emotionallY , drained when I ! 4.42 ! .61 i I i I i 2 i 50 i 46 i j iJ] 
get home from work that it prevents me ! !! ! ! ! ! ! J _ I \ 

I I I I I I I I 

from contributing to my family !!! ! ! 1 1 1 -
I I I I I I I I .L-~. ___ __ ,,~~~~~ ___ ________ ____________________________ _________ 1 __ . _____ t _____ .J. ___________ .J. ___________ _ -L _____________ t_-- -- -- .- -- -- ;- -- -- -- ______ l- __ ___ _ ~:::~~::=~:. __ 

DU, e to, all th, e pressures at work, sometimes! 4.34 i _69 i I i 2 i 3 i 51 i 43 i ~ " ~ 
I I I I I I I I t/ I when I come borne I am too stressed to do i !! i ! iii I I " 

the things I enioy !! !! ~ ! ! ! .-/ 
:.I I I I I I I I I \ , -I . .. . . . . . - .... -~~':L...,;;::r_ . --

·!:'::e · f;;:bi::::;o~fn~;::;~~;;~··~u;:~;;·;· ·i~52-·[ · :65-1 - ··· · "· · - · ·- 1-· ·· · ·3S·· ··· l[ · · · · · -8-··· ··[· ·· · · · i · · · · · · j · · · · · ·O· ··· · · 1"·;:f I:;;;·I~~I- - --------- -

problems at home iii iii i i i-t -~':.._! -
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Behaviour that is effective and necess~ l 1.55 .71 57 30 13 0 0 i -1 ~ I 
for me at work would be counterproductive i i I ~ ~ 

h I I ~l - 1 

-~~~~~;:~;-l;::~~::::e~::p:65Tjor ---'i--1---j9---r-i3-- r--o--T--o--T~t=I -~-C 2~Jl -
-~~eii~~:.;;::r.,;;"ramijy-resPO"'ibiiiti;; i-':;ii-t-iiTj-- ---0 ----i----,--i---i---t---3T--i---60---t-j-~~~=~=.:.~[]:-::. ~.-
often interferes with my work! ! ! ! ! ! ! ! J )' 

I I I I I I I I 

responsibilities iii i ii i i -'--_-·- -r"--L--,,---lL-,,---lU 
_._._._._._._ ._._ ._._ ._._._._._._._._ ._._._._._.1._._ ._._L_._._ . .i._. ___ ._._._ . .i._._._ ._._._ . ...i_._._._._ ._._l_._._._._ ._._i_._ ._._._ ._._i.._

j
._:-_ .. .::-.:-::. - -

The time I spend with my family often i 4.54 i .62 i 0 i 2 i 2 i 37 ! 59 ! '-'-;"J-:-1-'-'-'-
I I I I I I I I L 

causes me not to spend time in activities at ! !! i ! ! ! ! J 

work that could be helpful to my career ! ! ! ! ! ! ! ! . -=~;;;~~....:-__ 
-·-·-·- ·-·-·- ·-·---·-·-·-·-·-·---·-·-·-·-·-·-·-·t·-·-·- ·-t---·-·1·---·-·-·-·--i ·-·-·-·-·---·-t- ·-·-·-·-·-·-t-·- ·-·-·-·-·- l-·-·----- ·- ·-·r·-·-·-·------- ·-·-----·-·---
J have to miss work activities due to the ! 4.54 ! .63 ! 0 ! 2 ! I ! 38 i 59 i 1 1] 
amount of time I must spend on family ! !! ! ! ! ! ! J Y 

I I I I I I I I 

responsibilities ! !! ! ! ! ! ! __ . . ~~ ___ _ _ ~ _ . _ . _ __ __ __ __ __ . _ . _ . _ ____ __ __ __ __ __ __ __ __ __ ___ ~ . _ __ __ __ ~ _____ _ ~ __ ____ . _ __ __ _ ~ ______ __ • _ ___ ~-- _ __ ______ __ ~ _ - _____ __ __ __ 4 ___ ____ __ ____ ~ ___ ~_- _-_-- -----_-_- -- --___ _ 

Due to stress at home, I am often ! 3,98 i 1.02 ! 3 ! 7 ! 13 ! 42 ! 35 ! = /1 I 11 
preoccupied with family matters at work ! i ! ; ! ; ; ; 1 . ""-

iii ii i i i --':'::::' ==,=~~l =-.l-.,-J-.,.,...,uu 

-!:::.:~:I;:o~';;:~~~~~ 1Ti4-t-94 1 ---2-- r--4-- r -iT--t---4T--:---4i---r~r '-:-?-1-~H-
. ' ! !! ! ! ! ! ! 1. I - I~ ---.J~ concentratmg on my work !!! ! ! ! ! ! -'-'::::-:---',.",~~~~. -'-~~-'-..,....J. .. 

_______ . _ . _ . _ . _ . ___ __ __ __ . _ . _ __ . _ . _ __ ._. _ __ __ __ . i __ __ __ . _l ___ __ _ ~ __ __ __ . _ _ _ __ . j . _____ _ _ _ _ _ _ . _L _ _ _ _ _ _ _ _ ___ . _ l _ . _ __ __ • ___ __ J _ __ ____ __ __ . _~ ___ ~--.---_-- - - -.--- __ - - - __ _ 

Tension and anxiety from my family life ! 4.14 ! 1.03 ! 3 ! 6 ! 12 ! 33 ! 46 ! - I lJ 
ft k b'l' . b I I I I I I I I J r o en wea ens my a I Ity to do my JO ! !! ! ! ! ! ! - I _ ( 

I I I t I I I I _ ~_ _ 
- - - . --- ---- - --- - - ---- - - - - . - - - ---- --.- . - ---- - - . - . ..... - . - . _ . _ '1. ___ __ _ .... ______ __ __ . _ _ J _ _ _ _ _ ___ _ _ . _._. _ _ . _ _ _ _ _ _ _ • _ _ _ '1. - -- . - -- -- -- -- 1- -- -- -- - - ·- -- .,------ - - -

The behaviours that work for me at home ! 1.47 ! ,68 ! 63 ! 26 ! 11 ! 0 ! 0 ! ~ ~ . >-['-'-'---'-'-'-'-
do not seem to be effective at work ! !! ! ! ! ! ! 1- /, 

! ! ! ! ! ! ! ! -. 1-
I I I I I I I I . - -' --..-!: ... :..l" ~--:"---

-!~::;h~~~:~~:::"":::=~~rC;n-:ii9r---;9--T---jii--T- -9--T ----- T---- -r~'~ -'~~-------I- -
at work i i it [...f::.1. . . 
- - --- - - - - - - - - - - - - - - - ~ - - - - - - - - - ~ - - - ---.--- - - - - - - - + . - . - - - · -r --- - - -~- - ·-- - - - - - - - -1---- - - - - · - ·-- _r - - -- - - - - - · --- ; - - - - - - - - - - - . - ; - . --- - - . - - - - -i----~--.-. -.- .-.----~- -------
The problem-solvmg behavIOurs that work i 1.70 ! 1.03 ! 57 ! 27 i 8 ! 4 ! 4 ! t I I 
for me at home do not seem to be as useful ! !! ! ! ! ! ! I -

I " I I I I I I 
at my work iii iii i i 1 I ' 

• • • • • • • • - __ ~"T_:r - --
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I often think about work related problems at 4.20 .96 3 4 9 i 38 46 
• I 

home that prevent me dOing the tasks at ! 

-~e:,Ta;;.-atwoikT;;'-ihing'ih'i-need-- t -43.-[-.'-i -- -2-- i---)"----1- --3---r---39-- -j---sj-- -f- j'-'-' - ' - '-~'-'-'-'-'-'-I '-
doing at home; planning and scheduling ii i ii i i ! I ,-
Co '1 I d ... th I I I I I I I I / laml y re ate activItIes at prevent me iii iii i i , ~~ 

. iii iii i i ~~=-:.nz::s"U ... . #:IL~ 
dOing the tasks at work . . .. . .. . 

-~~';.~::=:;;~~~;;:~::'--TT66r7ir--49----r--j7--r--i3--r--i--T--o--T~~vj-:~----T 
_____ ._._. ___ ._._. ___ . ___ ____ . ___ ._. ___ . _____ ___ i ________ l ______ i ______ ______ _ j ______________ l _____________ l _____________ i _________ _____ L ___ 

j
-~:::~:__~- I ----

I am often not in good mood at work due to i 4.42 i .76 i Ii 3 i 2 i 40 i 54 i - ----- -------) --
I II I I I I I m 

the preoccupation with family iii i ii i i 1-
-b-I- - th d' th I I I I I I I I responsl I lties at prevent me olng e ii i ii i i i . -

tasks at work i ! iii i ii ~== ..... -=.,= -
-iofte-;;tt.in. kabO~t-~flyrelated-p~·bi~~-~- - t- -4:sT-i-~69-1- ------I- - ----1------2 -- -- -1-- ----2------ [ -----36--- - -1- - - - - -59-----t---~-------------- --~-[j-------

I I I I I I I I I / 
at work that prevent me doing the tasks at i i i i ii i i - V 

k I I I I I I I I ::1.. 

-:::k~~~=:j:~~~~'=:d::~ j -4:io -t-:i9 j ---T--1---i--t-iii-- -! ---44- --i- - -4i-- -t;~_ -- : -::-CO--JJ:---- :c-~~~ --
I d 

- - . d' h I I I I I I I I re ate actIVIties that prevent me omg t e ii i ii i i i .L-~'-T-, ..L..,~~1-,--U 
. i i i i i i i .:e&:::~..a.:s--::a..--=~~ 

tasks at home I i i i ii i i 
-i-often-ihi;;.k·abo~t- f~iiy- ~~tte~-at -;~~k-r-4~45--!-~60-1 ---- - -O--- - --l------i------r--- - - - i------ ! - - - - - ;fs- -- - -1--- · -49- · - - --;----=-I ---------- -/-·---..:.----j - -

I I I I I I I I - , 
that prevent me doing the tasks at work i i i ii i i i f - j I \\{ 

I I I I I I I I _ 

! ! ! ! ! ! ! ! . -, I • • 

T;;';;ofu,n noii;;good-moOdathom, -d~,-io l -4: i9-f-: <ii i -----,---1-----,---1----9-----1---43-- -1---4i---f-l----~ .. -i=-:=l\ 'r 
the preoccupation with work responsibilities ii i iii i i '1 _ _ . ~ 
that prevent me doing the tasks at home : : : : : : : i ' ~.a....J::~_~_ 
-~:::-;:~:-:;~!~-~~:;:~e~-tS- -n;e - fro~T-i~58 - - f-jOT--- - -57 - - - - -T- -- - -33"- - - - -r - - - - - -f - - - - - r - - - - - - 1 - - - - -T - - - - - I - - - - - -r-:~~-t~- i-~~'h- - - - - - - -- - -- -1 - -

I I I I I I I I 
ii i ii i j i . _ ..:......!. __ ~r_ "lL..,...-~ 

Source: Survey data 
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Table 2: WFC measure -Skewness and Kurtosis 

Skewness Kurtosis 
Std. Std. 

Statistic Error Statistic Error 
My work keeps me from my family activities more than I would like ·1.l1O .102 1.654 .204 
The time I must devote to my job keeps me from participating equally in ·.832 .102 .642 .204 
household responsibilities and activities 
I have to miss family activities due to the amount of time I must spend on ·1.019 .102 1.879 .204 
work responsibilities 
When I get home from work I am often too frazzled to participate in family ·1.194 .102 3.040 .204 
activities/responsibilities 
I am often so emotionally drained when I get home from work that it ·1.000 .102 2.606 .204 
prevents me from contributing to my family 
Due to all the pressures at work. sometimes when I come home I am too .1.404 .102 3.950 .204 
stressed to do the things I enjoy 
The problem·solving behaviours I use in my job are not effective in .960 .102 .138 .204 
resolving problems at home 
Behaviour that is effective and necessary for me at work would be .885 .102 ·.518 .204 
counterproductive at home 
The behaviours I perform that make me effective at work do not help me to .602 .102 -.804 .204 
be a better parent or spouse 
The time I spend on family responsibilities often interferes with my work ·1.413 .102 2.722 .204 
responsibilities 
The time I spend with my family often causes me not to spend time in ·1.406 .102 2.591 .204 
activities at work that could be helpful to my career 
I have to miss work activities due to the amount of time I must spend on ·1.554 .102 3.456 .204 

family responsibilities 
The problem·solving behaviours that work for me at home do not seem to 1.670 .102 2.298 .204 
be as useful at my work 
I often think about work related problems at home that prevent me doing the ·1.427 .102 1.959 .204 
tasks at home 
When I am at work I see things that need doing at home; planning and ·1.895 .102 4.313 .204 
scheduling family related activities that prevent me doing the tasks at work 
I often think about work matters at home that prevent me doing the tasks at .710 .102 ·.470 .204 
home 
I am often not in good mood at work due to the preoccupation with family ·1.725 .102 3.900 .204 

responsibilities that prevent me doing the tasks at work 
I often think about family related problems at work that prevent me doing ·1.711 .102 4.073 .204 
the tasks at work 
When I am at home I see things needs doing at work; planning and ·1.442 .102 2.605 .204 
scheduling work related activities that prevent me doing the tasks at home 
I often think about family matters at work that prevent me doing the tasks ·1.043 .102 2.194 .204 

at work 
I am often not in good mood at home due to the preoccupation with work ·1.464 .102 2.456 .204 
responsibilities that prevent me doing the tasks at home 
Due to stress at home, I am often preoccupied with family matters at work ·1.099 .102 .808 .204 
Because I am often stressed from family responsibilities, I have a hard time -1.241 .102 1.550 .204 
concentrating on my work 
Tension and anxiety from my family life often weakens my ability to do my -1.255 .102 1.095 .204 
job 
The behaviours that work for me at home do not seem to be effective at 1.113 .102 ·.049 .204 
work 
Behaviour that is effective and necessary for me at home would be 1.145 .102 .793 .204 
counterproductive at work 
I take work home that ~revents me from doini famil~ resl!onsibilities 1.396 .102 2.551 .204 

Valid N (Iistwise) 569 
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Table 3: WFC measure -Test of Normali!l:: KolmoGorov-Smirnovand Sha(!iro-Wilk 
Kolmogorov-Smimov· Shapiro-W ilk 

Stat df Si~. Stat df Si~. 
My work keeps me from my family activities more than I would like .257 569 .000 .760 569 .000 

The time I must devote to my job keeps me from participating equally in .263 569 .000 .774 569 .000 
household responsibilities and activities 
I have to miss family activities due to the amount of time I must spend on .262 569 .000 .747 569 .000 

work responsibilities 
When I get home from work I am often too frazzled to participate in family .310 569 .000 .692 569 .000 

activities/responsibilities 
I am often so emotionally drained when I get home from work that it .296 569 .000 .699 569 .000 
prevents me from contributing to my family 
Due to all the pressures at work. sometimes when I come home I am too .261 569 .000 .714 569 .000 
stressed to do the things I enjoy 
The problem-solving behaviours I use in my job are not efTective in .352 569 .000 .721 569 .000 

resolving problems at home 
Behaviour that is effective and necessary for me at work would be .356 569 .000 .719 569 .000 

counterproductive at home 
The behaviours I perform that make me efTective at work do not help me to .304 569 .000 .763 569 .000 
be a better parent or spouse 
The time I spend on family responsibilities often interferes with my work .370 569 .000 .662 569 .000 
responsibilities 
The time I spend with my family often causes me not to spend time in .363 569 .000 .673 569 .000 

activities at work that could be helpful to my career 
I have to miss work activities due to the amount of time I must spend on .360 569 .000 .654 569 .000 

family responsibilities 
Due to stress at home, I am often preoccupied with family matters at work .278 569 .000 .814 569 .000 

Because I am often stressed from family responsibilities, I have a hard time .257 569 .000 .791 569 .000 

concentrating on my work 
Tension and anxiety from my family life often weakens my ability to do my .258 569 .000 .780 569 .000 

job 
The behaviours that work for me at home do not seem to be effective at .390 569 .000 .679 569 .000 

work 
Behaviour that is effective and necessary for me at home would be .364 569 .000 .710 569 .000 

counterproductive at work 
The problem-solving behaviours that work for me at home do not seem to be .326 569 .000 .697 569 .000 

as useful at my work 
I often think about work related problems at home that prevent me doing the .258 569 .000 .760 569 .000 

tasks at home 
When I am at work I see things that need doing at home; planning and .300 569 .000 .681 569 .000 

scheduling family related activities that prevent me doing the tasks at work 
I often think about work matters at home that prevent me doing the tasks at .305 569 .000 .770 569 .000 

home 
I am often not in good mood at work due to the preoccupation with family .312 569 .000 .688 569 .000 
responsibilities that prevent me doing the tasks at work 
I often think about family related problems at work that prevent me doing .350 569 .000 .671 569 .000 
the tasks at work 
When I am at home I see things needs doing at work; planning and .267 569 .000 .763 569 .000 
scheduling work related activities that prevent me doing the tasks at home 
I often think about family matters at work that prevent me doing the tasks at .312 569 .000 .687 569 .000 

work 
I am often not in good mood at home due to the preoccupation with work .272 569 .000 .759 569 .000 
responsibilities that prevent me doing the tasks at home 

I take work home that prevents me from doing family responsibilities .349 569 .000 .708 569 .000 

8. Lilliefors Significance Correction 
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Table 4a: WFC measure- Anti Image Correlation 

Anti-ilNIge 

COmllation 

01 02 03 04 05 

0 1 .rzr -.526 -.355 -.053 .064 

02 -.526 .rue -.402 .088 -.040 

-.355 -.402 .r4k -.001 -.004 

-.053 .088 -.001 .U2a -.372 

.064 -.040 -.004 -.372 ...... 

.025 -.053 -.062 -.366 -.316 

.036 .008 -.087 -.034 -.049 

Q6 

.025 

-.053 

·.062 

·.366 

-.316 

...... 
.050 

0 3 

Q4 

as 
as 
0 7 

08 

Q9 

010 

011 

012 

013 

.046 .002 -.115 -.058 .072 -.005 

.069 .092 -.122 .063 -.100 .106 

.065 -.017 -.069 .023 -.058 -.004 

-.009 -.014 .085 .068 .059 -.133 

-.090 .033 .072 .002 -.001 .037 

-.012 .054 .025 .014 -.040 -6.96OE-5 

014 -.003 .037 -.001 .010 -.008 

015 .052 -.145 .041 .009 .068 

016 .037 -.045 -.016 .044 .016 

017 ·.070 .053 .040 .099 -.075 

018 -.035 .023 .(127 -.060 -.013 

019 -.008 .041 -.028 .054 -.116 

Q20 .011 -.044 .080 .004 -.052 

021 -.104 -.077 .161 -.099 .071 

au -.035 .008 -.022 -.001 .091 

023 .020 .013 -.041 -.058 .098 

024 .088 .025 -.126 -.060 .048 

025 -.085 -.014 .027 -.021 .015 

Q26 -.020 .008 .037 .001 .070 

027 -.017 .002 .034 .082 .017 

.001 

-.096 

,040 

-.044 

.061 

·.009 

-.029 

·.068 

-.033 

·.001 

-.011 

-.097 

-.035 

-.CSt 

a. Measures of Sampftng Adequacy(MSA) 

07 08 09 0 10 011 012 

.036 .046 .069 .065 -.009 -.090 

.008 .002 .092 -.017 -.014 .033 

-.087 -.115 -.122 -.069 .085 

-.034 -.058 .063 .023 .068 

-.049 .072 -.100 -.058 .059 

.050 -.005 .106 -.004 -.133 

.1IIa .085 .076 -.046 .020 

.085 ._ -.246 .033 -.126 

.076 -.246 .Ilk .098 .084 

-.046 .033 .098 .172. -.430 

.020 -.126 .084 -.430 .7l1li 

-.014 -.110 -.112 -.661 -.146 

.027 -.122 .123 -.042 .075 

-.002 .043 .016 -.003 .036 

-.073 .038 -.108 -.022 -.005 

.031 -.008 .002 -.046 .020 

-.049 .140 -.107 .114 -.193 

-.730 -.112 -.049 -.008 -.028 

.081 .052 -.018 -.021 -.046 

-.087 -.151 -.015 -.046 .093 

-.059 -.086 -.915 -.108 ·.045 

-.013 .068 .037 .079 -.039 

-.031 .189 

-.038 -.001 

.094 .059 

-.107 -.024 -.041 

.085 .060 -.045 

-.108 -.054 -.057 

.072 

.002 

-.001 

.037 

-.014 

-.110 

-.112 

·.681 

,.146 

.INa 

-.034 

-.024 

. 064 

. 048 

.001 

·.003 

·.089 

.031 

.157 

-.095 

·.014 

-.027 

.133 

.063 .000 -.021 -.025 .096 .012 

.048 -.132 -.038 -.0118 -.041 .1110 

AntI-l"",ge Matrices 

013 

·.072 

.054 

.025 

.014 

-.040 

-6.960E-5 

.027 

-.122 

.123 

-.042 

.075 

-.034 

.1I3a 

·.351 

·.366 

.054 

-.063 

-.088 

-.049 

.044 

-.087 

-.060 

.061 

-.077 

-.030 

-.012 

.035 

217 

014 

-.003 

.037 

-.001 

.010 

-.008 

.001 

-.002 

.043 

.016 

-.003 

.036 

-.024 

-.351 ..... 
-.309 

-.059 

.000 

.134 

.064 

.096 

-.037 

9.900E-5 

-.064 

.021 

.060 

-.007 

-.042 

015 

.052 

-.145 

.041 

.009 

.068 

-.096 

-.073 

.038 

-.108 

-.022 

-.005 

.064 

-.366 

-.309 

.141 • 

.039 

.022 

.031 

-.013 

-.076 

.101 

-.008 

.061 

.084 

.027 

-.084 

-.002 

016 

.037 

-.045 

-.016 

.044 

.016 

.040 

.031 

-.006 

.002 

-.046 

.020 

.048 

.054 

-.059 

.039 ..... 
-.159 

-.126 

-.072 

-.135 

.000 

.042 

.041 

.015 

.162 

-.030 

.187 

017 

-.070 

.053 

.040 

.099 

·.075 

·.044 

·.049 

.140 

-.107 

.114 

-.193 

.001 

-.063 

.000 

.022 

-.159 

.au. 
·.024 

.010 

·.148 

.091 

.051 

.130 

-.020 

.172 

·.050 

.138 

018 

-.035 

.023 

.027 

-.060 

-.013 

.061 

-.730 

-.112 

-.049 

-.008 

-.028 

-.003 

-,088 

.134 

.031 

-.126 

·.024 

.MIa 

.038 

.068 

.069 

-.023 

-.003 

.033 

-.169 

-.101 

·.079 

019 

-.008 

.041 

-.028 

.054 

-.116 

-.009 

.081 

.052 

-.018 

-.021 

-.046 

-.089 

-.049 

.064 

-.013 

-.072 

.010 

.038 

.r ... 
-.039 

-.004 

-.019 

-.006 

-.185 

.071 

-.392 

· .033 

020 

.011 

-.044 

.080 

.004 

-.052 

-.029 

-.067 

-.151 

-.015 

-.046 

.093 

.031 

.044 

.096 

-.076 

-.135 

-.148 

.068 

-.039 

.Iaa 

.017 

-.381 

-.329 

-.045 

· .054 

.067 

-.018 

021 

-.104 

-,077 

.161 

-.099 

.071 

-.068 

-.059 

-.086 

-.915 

-.108 

-.045 

.157 

-.087 

-.037 

.101 

.000 

.091 

.069 

-.004 

.017 

.MIII 

-.042 

.060 

-.051 

.129 

.007 

.085 

022 

-.035 

.008 

-.022 

-.001 

.091 

-.033 

-.01 3 

.068 

.037 

.079 

-.039 

-.095 

-.060 

9.9OOE-5 

-.006 

.042 

.051 

-.023 

-.019 

-.381 

-.042 

.r.,.. 
-.302 

.055 

-.208 

-.023 

-.073 

0 23 024 025 026 027 

.020 .088 -.085 -.020 .. 017 

.013 .025 -.014 ,008 .002 

-.041 -.126 

-.058 -.060 

.098 .048 

-.001 -.011 

-.031 -.038 

.027 .037 

-.021 .001 

.015 ,070 

-.097 ·.035 

.094 .063 

.189 -.001 .059 .000 

-.107 .065 -.108 -.021 

-.024 .060 ·.054 -.025 

-.041 -.045 -.057 .096 

-.014 -.027 .133 .012 

.061 -.077 -.030 -.012 

-.084 

.061 

.041 

.130 

-.003 

.021 

.084 

.015 

-.020 

.033 

.osO -.007 

.027 -.084 

.162 -.030 

.172 -.050 

-.169 -.101 

-.006 -.185 .071 -.392 

·.329 -.045 -.054 .067 

.060 -.051 .129 .007 

-.302 .055 -.206 -.023 

..... -.014 .009 -.022 

-.014 .Ina -.048 -.557 

.009 -.048 .Ina -.005 

.034 

.082 

.017 

·.054 

.048 

-.132 

·.036 

·.096 

·.041 

.190 

,035 

-.042 

-.002 

.167 

.136 

-.079 

-,033 

·.018 

.065 

-.073 

.007 

.003 

.116 

-.022 -.557 -.005 ..... ..015 

.007 .003 .118 -.015 .4IIa 



Table 4b: WFC measure - Anti image correlation after removal of Q27 

An!i~mage Correlation 

01 02 

01 .7. -.526 

02 ·.526 .7na 

03 -.355 -.403 

Q4 -.052 .088 

05 .064 -.040 

Q6 .024 -.053 

07 .037 .007 

08 .044 .002 

Q9 .068 .092 

010 .063 -.017 

011 -.009 -.014 

012 ·.088 .033 

013 -.071 .054 

014 -.003 .037 

015 .052 -.145 

016 .041 -.046 

017 ·.068 .054 

018 -.037 .023 

019 ·.009 .041 

020 .011 -.044 

021 -.103 -.078 

022 -.037 .008 

023 .020 .013 

024 .088 .025 

025 ·.084 -.014 

Q26 -.020 .008 

.. Me .. ures 01 ~mpUng Adequacy(MSAI 

03 

·.355 

·.403 

.141a 

-.003 

-.005 

-.060 

·.088 

-.112 

-.120 

·.066 

.086 

.067 

.024 

4.953E-6 

.042 

-.022 

.036 

.029 

-.027 

.081 

.159 

-.020 

-.041 

-.126 

.023 

.037 

04 05 

·.052 .064 

.088 -.040 

·.003 -.005 

..... -.375 

-.375 .M1a 

-.364 -.316 

-.038 -.050 

-.048 .075 

.067 -.100 

.032 -.056 

.012 .059 

-.014 -.004 

.011 -.041 

.014 -.007 

.010 .068 

.031 .014 

.089 -.078 

-.054 -.012 

.057 -.115 

.006 -.052 

-.105 .070 

.005 .093 

-.058 .097 

-.061 .048 

-.031 .013 

Q6 

.024 

-.053 

-.060 

-.364 

-.316 ..... 
.052 

-.012 

.104 

-.009 

-.135 

.048 

.002 

-.001 

·.096 

.050 

-.037 

.057 

-.011 

-.030 

-.065 

-.037 

-.001 

-.011 

-.091 

.002 .070 -.036 

0 7 

.037 

.007 

-.088 

-.038 

-.050 

.052 

.1141 

.092 

.078 

-.042 

.022 

-.024 

.026 

. 000 

-.073 

.023 

-.056 

-.730 

.083 

-.066 

-.063 

-.009 

-.031 

-.038 

.089 

08 09 

.044 .068 

.002 .092 

-.112 -.120 

-.048 .067 

.075 -.100 

-.012 .104 

.092 .078 

.1128 -.253 

-.253 .1Ma 

.021 .095 

-.133 .083 

-.087 -.107 

-.118 .125 

.038 .015 

.038 -.108 

.016 .008 

.161 -.103 

-.124 -.052 

.048 -.019 

-.155 -.016 

-.078 -.915 

.059 .035 

.192 -.107 

-.001 .065 

.075 ·.104 

Antl-lmlge Mltr1ces 

010 all 012 013 

.063 -.009 -.088 -.071 

-.017 

-.066 

.032 

-.058 

-.009 

-.042 

.021 

.095 

.111a 

-.436 

-.678 

-.038 

-.007 

-.022 

-.030 

.129 

-.016 

-.024 

-.048 

-.103 

.012 

-.023 

.060 

-.044 

-.014 .033 .054 

.086 .067 .024 

.072 -.014 .011 

.059 -.004 -.041 

-.135 .048 .002 

.022 -.024 .026 

-.133 -.087 -.118 

.083 -.107 .125 

-.436 -.678 -.038 

.7141 -.141 .076 

-.141 .1128 -.041 

.076 -.041 ...... 

.034 -.016 -.351 

-.005 .065 -.366 

.027 .016 .049 

-.190 -.025 -.068 

-.032 .013 -.086 

-.047 -.084 -.048 

.093 .035 .045 

-.043 .148 -.090 

-.042 -.083 -.058 

-.041 -.016 .061 

-.045 -.028 -.077 

-.053 .114 -.034 

.064 -.002 -.021 -.027 .095 .015 -.012 

218 

014 

-.003 

.037 

4.953E-6 

.014 

-.007 

-.001 

.000 

.038 

.015 

-.007 

.034 

-.016 

-.351 ..... 
-.309 

-.053 

.005 

.131 

.062 

.095 

-.035 

-.003 

-.084 

.021 

.065 

-.008 

015 016 017 018 019 020 021 

.052 .041 -.068 -.037 -.009 .011 -.103 

-.145 -.046 .054 .023 .041 -.044 -.078 

.042 -.022 .036 .029 -.027 .081 .159 

.010 .031 .089 -.054 .057 .006 -.105 

.068 .014 -.078 -.012 -.115 -.052 .070 

-.096 .050 -.037 .057 -.011 -.030 -.065 

-.073 .023 -.058 -.730 .083 -.066 -.063 

.038 .016 .161 -.124 .048 -.155 -.078 

-.108 .008 -.103 -.052 -.019 -.016 -.915 

-.022 -.030 .129 -.016 -.024 -.048 -.103 

-.005 .027 -.1 90 -.032 -.047 .093 -.043 

.065 .016 -.025 .013 -.084 .035 .148 

-.366 .049 -.068 ·.086 -.048 .045 -.090 

-.309 -.053 .005 .131 .062 .095 -.035 

.141. .040 .022 .031 -.013 -.077 .102 

.040 .I'la -.186 -.114 -.068 -.134 -.011 

.022 -.186 .l11a -.013 .015 -.147 .083 

.031 -.114 -.013 .lUI .035 .066 .074 

-.013 -.068 .015 

-.077 -.134 -.147 

.102 -.011 .083 

-.006 .055 .061 

.035 ,717. -.040 -.002 

.066 -.040 .IUa .018 

.074 -.002 .018 .MIa 

-.028 -.021 -.383 -.037 

.061 .041 .130 -.002 -.006 -.329 .059 

.084 .014 -.020 .033 -.185 -.045 -.051 

.028 .145 .158 -.161 .076 -.052 .123 

022 

-.037 

.008 

-.020 

.005 

.093 

-.037 

-.009 

.059 

.035 

.072 

-.042 

-.083 

-.058 

-.003 

-.006 

.055 

.061 

-.028 

-.021 

-.383 

-.037 

.1131 

-.303 

.055 

-.201 

-.084 -.028 -.049 -.103 -.393 .067 .008 -.025 

023 

.020 

.013 

-.041 

-.058 

.097 

-.001 

-.031 

.192 

-.107 

-.023 

-.041 

-.016 

.061 

-.084 

.061 

.041 

.130 

-.002 

-.006 

·.329 

.059 

-.303 

.1I1a 

-.014 

.009 

024 

.088 

.025 

-.126 

-.061 

.048 

-.011 

-.038 

-.001 

.065 

.060 

-.045 

-.028 

-.077 

.021 

.084 

.014 

-.020 

.033 

-.185 

-.045 

· .051 

.055 

-.014 

.111a 

-.049 

025 

·.084 

·.014 

.023 

·.031 

.013 

·.091 

.089 

.075 

·.104 

·.044 

·.053 

.114 

·.034 

.065 

.028 

.145 

.158 

-.161 

.076 

-.052 

.123 

·.201 

.009 

-.049 

.1128 

-.022 -.557 ·.003 

026 

-.020 

.008 

.037 

.002 

.070 

-.036 

.064 

-.002 

-.021 

-.027 

.095 

.015 

-.012 

-.008 

-.084 

-.028 

-.049 

-.103 

· .393 

.067 

.008 

-.025 

-.022 

-.557 

-.003 

.117. 



Table 5: WFC measure - Correlation matrix 

CO .... latlon 
0 1 

02 

03 

Q4 

05 

as 
07 

OB 

Q9 

ala 

all 

0 12 

013 

014 

015 

016 

017 

a l B 

0 19 

020 

021 

022 

023 

024 

025 

Q26 

B. Determinant = 6.26E-007 

01 

1.000 

.791 

.727 

.030 

-.019 

.1 05 

.053 

-.003 

-.035 

-.025 

-.043 

-.030 

.049 

-.009 

.075 

-.040 

-.061 

.047 

-.074 

.020 

-.013 

.119 

.00B 

-.069 

.176 

-.061 

02 

.791 

1.000 

.746 

-.001 

.001 

.133 

.055 

-.045 

-.091 

-.030 

-.052 

-.082 

.024 

-.009 

.12B 

-.015 

-.087 

.024 

-.094 

.029 

-.070 

.104 

.026 

-.069 

.161 

-.077 

03 

.727 

.746 

1.000 

.046 

.021 

.134 

.093 

.007 

-.049 

-.037 

-.083 

-.085 

.007 

-.034 

.054 

-.012 

-.069 

.083 

-.032 

.000 

-.050 

.086 

.036 

.030 

.141 

-.012 

Q4 

.030 

-.001 

.046 

1.GOO 

.545 

.521 

.067 

.162 

.176 

-.045 

-.071 

-.061 

.025 

-.024 

.001 

-.094 

-.093 

.085 

.008 

.071 

.196 

.013 

.025 

.057 

.095 

.024 

05 

-.019 

.001 

.021 

.545 

1.DOG 

.500 

.076 

.048 

.071 

.052 

.011 

.026 

.042 

-.012 

-.005 

-.032 

.058 

.066 

.074 

.017 

.074 

-.092 

-.090 

.006 

.019 

-.014 

as 
.105 

.133 

.134 

.521 

.500 

1.000 

-.002 

-.034 

-.068 

.079 

.104 

.032 

.084 

.030 

.106 

-.104 

-.003 

-.017 

.079 

.066 

-.040 

.070 

.027 

.081 

.157 

.057 

07 

.053 

.055 

.093 

.067 

.076 

·.002 

1.000 

-.161 

-.221 

.181 

.140 

.156 

.015 

-.122 

.007 

.083 

.102 

.755 

-.111 

.087 

-218 

.121 

.103 

-.018 

.102 

-.056 

OB 

-.003 

-.045 

.007 

.162 

.048 

-.034 

-.161 

1.000 

.818 

.039 

.030 

.054 

.053 

.007 

-.013 

-.002 

-.148 

-.028 

.048 

.099 

.811 

·.096 

-.112 

-.003 

·.158 

.036 

09 

-.035 

-.091 

-.049 

.176 

.071 

-.068 

-.221 

.B18 

1.000 

-.115 

-.131 

-.099 

-.013 

.027 

-.012 

.004 

-.105 

-.112 

.051 

.117 

.973 

-.076 

-.034 

-.014 

-.156 

.048 

ala 

-.025 

-.030 

-.037 

-.045 

.052 

.079 

.181 

.039 

-.115 

1.000 

.766 

.855 

.068 

-.017 

-.OlB 

.032 

.007 

.177 

.203 

.028 

-.100 

.072 

.093 

.054 

-.010 

.047 

Correlillon Matrtx' 

all 

-.043 

-.052 

-.083 

-.071 

.011 

.104 

.140 

.030 

-.131 

.766 

1.000 

.708 

.016 

-.066 

-.058 

.020 

.112 

.152 

.165 

.001 

-.115 

.072 

.072 

.047 

.008 

.006 
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012 

-.030 

-.062 

-.065 

-.061 

.026 

.032 

.156 

.054 

-.099 

.855 

.708 

1.000 

.087 

-.016 

-.042 

.036 

.046 

.156 

.234 

.025 

-.101 

.087 

.092 

.083 

-.061 

.072 

013 

.049 

.024 

.007 

.025 

.042 

.084 

.015 

.053 

-.013 

.088 

.016 

.087 

1.000 

.512 

.529 

-.032 

.049 

.025 

.137 

-.082 

.012 

.009 

-.086 

.140 

-.028 

.173 

014 

-.009 

-.009 

-.034 

-.024 

-.012 

.030 

-.122 

.007 

.027 

-.017 

-.066 

-.016 

.512 

1.GOO 

.496 

-.006 

.006 

-.181 

.015 

-.097 

.041 

-.040 

-.034 

.006 

-.119 

.056 

015 

.075 

.12B 

.054 

.001 

-.005 

.106 

.007 

-.013 

-.012 

-.018 

-.058 

-.042 

.529 

.496 

1.000 

-.038 

.009 

-.041 

.046 

.007 

-.012 

.029 

-.041 

.019 

-.021 

.103 

016 

-.040 

-.015 

-.012 

-.094 

-.032 

-.104 

.083 

-.002 

.004 

.032 

.020 

.036 

-.032 

-.006 

-.038 

1.000 

.250 

.114 

.111 

.085 

.000 

-.068 

-.038 

.083 

-.192 

.092 

017 

-.061 

-.087 

-.089 

-.093 

.058 

-.003 

.102 

-.148 

-.105 

.007 

.112 

.046 

.049 

.008 

.009 

.250 

1.000 

.073 

.084 

.031 

-.120 

-.097 

-.114 

.081 

-.183 

.090 

alB 

.047 

.024 

.063 

.085 

.066 

-.017 

.755 

-.028 

-.112 

.177 

.152 

.156 

.025 

-.lBl 

-.041 

.114 

.073 

1.000 

-.055 

.064 

-.121 

.110 

.071 

.021 

.169 

.027 

019 

-.074 

-.094 

-.032 

.008 

.074 

.079 

-.111 

.048 

.051 

.203 

.165 

.234 

.137 

.015 

.046 

.111 

.084 

-.055 

1.000 

.047 

.053 

.017 

.039 

.547 

-.100 

.622 

020 

.020 

.029 

.000 

.071 

.017 

.066 

.087 

.099 

.117 

.028 

.001 

.025 

-.062 

-.097 

.007 

.085 

.031 

.064 

.047 

1.000 

.103 

.532 

.495 

.026 

.165 

.004 

021 

·.013 

-.070 

-.050 

.198 

.074 

-.040 

-.218 

.811 

.973 

-.100 

-.115 

-.101 

.012 

.041 

-.012 

.000 

-.120 

-.121 

.053 

.103 

1.000 

-.080 

-.051 

-.004 

-.171 

.051 

022 

.119 

.104 

.066 

.013 

-.092 

.070 

.121 

-.096 

-.076 

.072 

.072 

.067 

.009 

-.040 

.029 

-.066 

-.097 

.110 

.017 

.532 

-.080 

1.000 

.537 

.001 

.330 

.006 

0 23 

.028 

.026 

.036 

.025 

-.090 

.027 

.103 

-.112 

-.034 

.093 

.072 

.092 

-.086 

-.034 

-.041 

-.038 

-. 114 

.071 

.039 

.495 

-.051 

.537 

1.000 

.038 

.197 

.026 

024 

·.069 

·.069 

.030 

.057 

.006 

.081 

·.OlB 

-.003 

-.014 

.054 

.047 

.083 

.140 

.006 

.019 

.083 

.081 

.021 

.547 

.026 

-.004 

.001 

.038 

1.000 

-.005 

.710 

0 25 

.176 

.161 

.141 

.095 

.01 9 

.157 

.102 

-.158 

-.156 

-.010 

.008 

-.061 

-.02B 

-.119 

-.021 

-.192 

-.183 

.169 

-.100 

.165 

-.171 

.330 

.197 

-.005 

1.000 

-.041 

0 26 

-.061 

-.077 

-.012 

.024 

-.014 

.057 

-.056 

.036 

.048 

.047 

.006 

.072 

.173 

.056 

.103 

.092 

.090 

.027 

.622 

.004 

.051 

.006 

.026 

.710 

-.041 

1.000 



Table 6: WFC measure- Communalities' 

Communalities 

Initial 

.840 My work keeps me from my family activities more than I would like (QI) 1.000 
Extraction 

The time I must devote to my job keeps me from participating equally in household 1.000 
responsibilities and activities (Q2) 

.861 

I have to miss family activities due to the amount of time I must spend on work 1.000 
responsibilities (Q3) 

.814 

When I get home from work I am often too frazzled to participate in family 1.000 
activities/responsibilities (Q4) 

.730 

I am often so emotionally drained when I get home from work that it prevents me from 1.000 .721 
contributing to my family (Q5) 
Due to all the pressures at work, sometimes when I come home I am too stressed to do J .000 .728 
the things I enjoy (Q6) 
The problem-solving behaviours I use in my job are not effective in resolving problems J .000 .85 I 
at home (Q7) 
Behaviour that is effective and necessary for me at work would be counterproductive at 1.000 .902 
home (Q8) 
The behaviours I perform that make me effective at work do not help me to be a better 1.000 .887 
parent or spouse (Q9) 
The time I spend on family responsibilities often interferes with my work 1.000 .896 
responsibilities (Q I 0) 
The time I spend with my family often causes me not to spend time in activities at work 1.000 .795 
that could be helpful to my career (QII) 
I have to miss work activities due to the amount of time I must spend on family 1.000 .860 
responsibilities (QI2) 
Due to stress at home, I am often preoccupied with family matters at work (QI3) 1.000 .713 

Because I am often stressed from family responsibilities, I have a hard time 1.000 .691 
concentrating on my work (QI4) 
Tension and anxiety from my family life often weakens my ability to do my job (Q I 5) 1.000 .692 

The behaviours that work for me at home do not seem to be effective at work (Q 16) 1.000 .583 

Behaviour that is effective and necessary for me at home would be counterproductive at 1.000 .588 
work (QI7) 
The problem-solving behaviours that work for me at home do not seem to be as useful at 1.000 .884 
my work (QI8) 
I often think about work related problems at home that prevent me doing the tasks at 1.000 .708 
home (QI9) 
When I am at work I see things that need doing at home; planning and scheduling family 1.000 
related activities that prevent me doing the tasks at work (Q20) 

.749 

I am often not in good mood at work due to the preoccupation with family 1.000 .723 
responsibilities that prevent me doing the tasks at work (Q22) 
I often think about family related problems at work that prevent me doing the tasks at 1.000 .658 
work (Q23) 
When I am at home I see things needs doing at work; planning and scheduling work 1.000 
related activities that prevent me doing the tasks at home (Q24) 

.778 

I often think about family matters at work that prevent me doing the tasks at work (Q25) 1.000 .5 II 

I am often not in good mood at home due to the preoccupation with work 1.000 
responsibilities that prevent me doing the tasks at home (Q26) 

.827 

Extraction Method: Principal Component Analysis. 
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Table 7a: WFC measure -Pattern matrix 

Pattern Matrix· 

Component 

2 3 4 5 6 7 8 9 

QI0 .941 

Q12 .918 

Qll .889 

Q2 .927 

Ql .919 

Q3 .903 

Q26 .909 

Q24 .891 

Ql9 .780 

Q5 .844 

Q6 .813 

Q4 .805 

Q20 -.857 

Q22 -.814 

Q23 -.797 

Q8 .952 

Q9 .925 

Q15 .829 

Q13 .821 

Q14 .811 

Q18 .942 

Q7 .897 

Q16 .747 

Q17 .736 

g25 -.490 

Extraction Method: Principal Component Analysis. 

Rotation Method: Oblimin with Kaiser Normalization. 

a. Rotation converged in 7 iterations. 
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Table 7b: WFC measure- Pattern matrix 

Pattern Matrix· 

Factor 

2 3 4 5 6 7 8 9 

QIO .952 

. QI2 .886 

QIl .802 

Q2 .910 

QI .876 

Q3 .837 

Q26 .903 

Q24 .804 

QI9 .669 

Q8 .955 

Q9 .867 

Q20 .804 

Q22 .742 

Q23 .664 

Q5 .751 

Q4 .729 

Q6 .713 

QI3 .740 

QI5 .722 

Q14 .704 

QI8 .962 

Q7 .775 

Q17 .511 

QI6 .493 

Q25 
-.368 

Extraction Method: Principal Axis Factoring. 

Rotation Method: Oblimin with Kaiser Normalization. 

a. Rotation converged in 6 iterations. 
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Table 8: WFC measure- parallel analysis 

06/05/2014 13 : 40 : 29 
Number of variables : 26 
Number of subjects : 569 
Number of replications : 200 

++++++++++++++++++++++++++++++++++++++++++++++++++++++ 
Eigenvalue # Random Eigenvalue Standard Dev 
++++++++++++++++++++++++++++++++++++++++++++++++++++++ 

1 1.4000 . 0373 
2 1.3374 . 0265 
3 1 . 2918 . 0231 
4 1. 2527 . 0201 
5 1.2166 . 0163 
6 1.1829 . 0159 
7 1.1508 . 0172 
8 1.1197 . 0161 
9 1. 0928 . 0142 

10 1.0643 . 0136 
11 1 . 0363 . 0127 
12 1.0114 . 0137 
13 0 . 9872 . 0133 
14 0 . 9618 . 0136 
15 0 . 9367 . 0126 
16 0 . 9132 . 0136 
17 0 . 8893 . 0137 
18 0 . 8640 . 0137 
19 0 . 8378 . 0145 
20 0 . 8132 . 0146 
21 0 . 7867 . 0148 
22 0 . 7588 .0166 
23 0 . 7318 . 0159 
24 0 . 7011 . 0176 
25 0 . 6617 . 0205 

++++++++++++++++++++++++++++++++++++++++++++++++++++++ 
06/05/2014 13 : 40 : 53 
Monte Carlo PCA for Parallel Analysis 
©2000 by Marley W. Watkins . All rights reserved . 
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Table 9: WFC measure -Component matrix 

Component Matrix· 

Component 

2 3 4 5 6 7 8 9 

QI0 .817 

QI2 .806 

Qll .758 

Q2 .742 

QI .728 

Q3 .700 

Q25 .493 

Q26 .538 -.427 

Q13 .534 .474 

Q24 .484 -.403 

Q19 .449 .467 

Q6 .416 

Q4 .573 

Q20 .475 -.430 

Q23 -.498 

Q22 .446 -.491 

Q5 .407 .487 -.406 

Q8 .432 .600 

Q9 .502 .533 

Q14 .440 .575 

Q15 .494 .531 

Q18 .615 

Q7 .568 

Q17 .571 

Ql6 .410 .53\ 

Extraction Method: Principal Component Analysis. 

a. 9 components extracted. 

224 



Table 10: WFC measure- Structure matrix 

Component 

2 3 4 5 6 7 8 9 

010 .944 

QI2 .925 

QIl .889 

Q2 .925 

QI .915 

Q3 .898 

Q26 .904 

Q24 .878 

QI9 .812 

Q5 .832 

Q4 .821 

Q6 .815 

Q22 -.835 

Q20 -.819 

Q23 -.803 

Q8 .941 

Q9 .934 

Q13 .825 

Q15 .824 

Q14 .812 

QI8 .936 

Q7 .913 

Q16 .739 

Q17 .730 

225 -.547 

Extraction Method: Principal Component Analysis. Rotation Method: Oblimin with Kaiser Normalization. 
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Table lla: WFC measure- Component Correlation matrix 

Component 2 3 4 5 6 7 8 9 

1.000 -.052 .1I8 .014 -.045 -.048 .008 .115 .054 

2 -.052 1.000 -.045 .061 -.096 -.074 .038 .087 -.117 

3 .118 -.045 1.000 .056 -.037 .022 .091 -.014 .087 

4 .014 .061 .056 1.000 -.029 .032 .031 .066 -.069 

5 -.045 -.096 -.037 -.029 1.000 .061 .060 -.133 .119 

6 -.048 -.074 .022 .032 .061 1.000 -.004 -.124 .036 

7 .008 .038 .091 .031 .060 -.004 1.000 -.077 .012 

8 .115 .087 -.014 .066 -.133 -.124 -.077 1.000 .015 

9 .054 -.117 .087 -.069 .119 .036 .012 .015 1.000 

Extraction Method: Principal Component Analysis. Rotation Method: Oblimin with Kaiser Normalization. 

Table llb: Test of Reliability 

Factor 1 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based on N of Items 

Standardized Items 

.912 .912 3 

Inter-Item Correlation Matrix 

QI0 gIl Q12 

QIO 1.000 .766 .855 
QII .766 1.000 .708 

Q12 .855 .708 1.000 

Item-Total Statistics 

Scale Mean if Scale Variance Corrected Item- Squared Multiple Cronbach's Alpha 
Item Deleted if Item Deleted Total Correlation Correlation if Item Deleted 

QI0 9.08 1.337 .877 .783 .829 
Qll 9.10 1.409 .765 .597 .921 
Q12 9.09 1.336 .830 .738 .867 
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Factor 2 

Reliability Statistics 
Cronbach's Alpha Cronbach's Alpha Based on N of Items 

QI 
Q2 
Q3 

QI 
Q2 
Q3 

Factor3 

Standardized Items 

.902 .902 3 

Inter-Item Correlation Matrix 
Ql 

1.000 
.791 
.727 

Q2 

.791 
1.000 
.746 

Q3 

.727 

.746 
1.000 

Item-Total Statistics 
Scale Mean if Scale Variance Corrected Item- Squared Multiple Cronbach's Alpha 
Item Deleted if Item Deleted Total Correlation Correlation if Item Deleted 

8.63 1.674 .813 .668 .854 
8.60 
8.58 

1.757 

1.882 

Reliability Statistics 

.828 

.778 
.687 
.607 

.840 

.882 

Cronbach's Alpha Cronbach's Alpha Based on N of Items 
Standardized Items 

.833 .834 3 

Inter-Item Correlation Matrix 
Q19 Q24 g26 

Q19 1.000 .547 .622 

Q24 .547 1.000 .710 
Q26 .622 .710 1.000 

Item-Total Statistics 
Scale Mean if Scale Variance Corrected Item- Squared Multiple Cronbach's Alpha 
Item Deleted if Item Deleted Total Correlation Correlation if Item Deleted 

Q19 8.39 2.804 .633 .409 .831 
Q24 8.39 2.861 .696 .523 .767 
Q26 8.40 2.651 .756 .583 .706 
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Factor 4 

Reliability Statistics 
Cronbach's Alpha Cronbach's Alpha Based on 

Q4 
Q5 
Q6 

Standardized Items 

.763 .766 

Inter-Item Correlation Matrix 
Q4 

1.000 
.545 
.521 

Q5 

.545 
1.000 
.500 

Q6 

.521 

.500 
1.000 

Item-Total Statistics 

N of Items 

3 

Scale Mean if Scale Variance Corrected Item- Squared Multiple 
Item Deleted ifltem Deleted Total Correlation Correlation 

Q4 8.76 1.272 .614 .379 

Q5 8.79 1.317 .597 .361 

g6 8.87 1.162 .581 .338 

FactorS 

Reliability Statistics 
Cronbach's Alpha Cronbach's Alpha Based on N of Items 

Standardized Items 

.762 .766 3 

Inter-Item Correlation Matrix 
Q20 Q22 Q23 

Q20 1.000 .532 .495 

Q22 .532 1.000 .537 
Q23 .495 .537 1.000 

Item-Total Statistics 

Cronbach's Alpha 
ifItem Deleted 

.663 

.682 

.705 

Scale Mean if Scale Variance Corrected Item-Total Squared Multiple Cronbach's Alpha 
Item Deleted ifItem Deleted Correlation Correlation if Item Deleted 

Q20 8.93 1.613 .587 .345 .697 

Q22 8.89 1.768 .617 .383 .653 

Q23 8.80 1.985 .588 .350 .692 

228 



Factor 7 

Reliability Statistics 
Cronbach's Alpha Cronbach's Alpha Based on N of Items 

Q13 
QI4 

QI5 

Standardized Items 

.759 .759 3 

Inter-Item Correlation Matrix 
Q13 Q14 

1.000 .512 
.512 1.000 
.529 .498 

Q15 

.529 

.498 
1.000 

Item-Total Statistics 
Scale Mean if Scale Variance Corrected Item- Squared Multiple Cronbach's Alpha 
Item Deleted if Item Deleted Total Correlation Correlation if Item Deleted 

Q13 

Q14 

Q15 
Factor 9 

8.27 

8.12 

8.12 

2.893 

3.230 
2.924 

Reliability Statistics 

.601 

.577 

.591 

.362 

.333 

.349 

Cronbach's Alpha Cronbach's Alpha Based on N of Items 

Standardized Items 

.091 .136 3 

Inter-Item Correlation Matrix 

Q16 Q17 Q25 

Q16 1.000 .250 .192 
Q17 .250 1.000 .183 
Q25 .192 .183 1.000 

Item-Total Statistics 
Scale Mean if Scale Variance Corrected Item- Squared Multiple 

Item Deleted ifItem Deleted Total Correlation Correlation 

Q16 5.97 .691 .068 .085 
Q17 5.93 .671 .073 .081 

225 2.99 1.179 -.237 .056 
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.663 

.692 

.675 

Cronbach's Alpha 

if Item De leted 

.442 

.472 

.400 



Table 12: A Six factor structure of WFC measure 

a. KMO and Bartlett's Test 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 

Bartlett's Test of Sphericity Approx. Chi-Square 

df 

Sig. 

h. Communalities 

Communalities 

Initial Extraction 

Ql 1.000 .840 
Q2 1.000 .859 

Q3 1.000 .815 

Q4 1.000 .714 

Q5 1.000 .707 

Q6 1.000 .678 

QlO 1.000 .897 

Qll 1.000 .796 

Q12 1.000 .858 

Q13 1.000 .698 

QI4 1.000 .677 

Q15 1.000 .689 

Q19 1.000 .693 

Q24 1.000 .770 

Q26 1.000 .823 

Q20 1.000 .677 

Q22 1.000 .713 

Q23 1.000 .674 

Extraction Method: Principal Component Analysis. 
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c. Factor extraction 

Total Variance Explained 

Initial Eigenvalues 

%of Cumulative 

Extraction Sums of Squared 

Loadings 

%of Cumulative 

Component Total Variance % . Total Variance % 
r'-'-'-'-'-'-'-'-'-'-'-'-'-'-'-'-'-'-'-'-' 
• 1 2.907 16.152 16.152 2.907 16.152 16.152 

2 

3 

2.620 

2.330 

14.556 

12.946 

30.708 

43.653 

2.620 

2.330 

14.556 

12.946 

30.708 

43.653 

Rotation Sums of 

Squared Loadings' 

Total 

2.657 

2.576 

2.360 

4 1.997 11.096 54.749 1.997 11.096 54.749 2.095 

5 1.959 10.883 65.632 1.959 10.883 65.632 2.074 

. _ . _6. _ . _ .Ij'~2_ . _ ?·ZM _ . _ ?t.4.12. . _ ).J~2_ . _ .9.J~6_ . _ . 15;419. _ . _ . _ ~.[7~ _ . _ 

7 .570 3.164 78.583 

8 .535 2.973 81.556 

9 .499 2.772 84.329 

10 .458 2.542 86.870 

11 .429 2.383 89.254 

12 .404 2.245 91.499 

13 .381 2.115 93 .613 

14 .291 1.6 17 95.230 

15 .287 1.597 96.826 

16 .242 1.344 98.171 

17 .197 1.094 99.265 

18 .132 .735 100.000 

Extraction Method: Principal Component Analysis. 

a. When components are correlated, sums of squared loadings cannot be added to obtain a total variance. 

d. Scree plot 

3.0 

2 .5 

. . 
. ---------- ­. 

Seree Plot 

_. Latent root (eigenvalue) 

• •••• ~TO"1. ~.-:-. -,..,. _~ 

2 3 • 5 II 7 II 9 10 " 12 '3 ,. 15 111 17 '11 

Component Number 
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e. Parallel analysis 

13/05/2014 22 : 43 : 50 

Number of variables : 18 

Number of subjects : 569 

Number of replications : 200 

++++++++++++++++++++++++++++++++++++++++++++++++++++++ 
Eigenva l ue # Random Eigenvalue Standard Dev 
++++++++++++++++++++++++++++++++++++++++++++++++++++++ 

1 1 . 3260 . 0361 

2 1. 2627 .02 43 

3 1 . 2155 . 0234 

4 1.1713 .0199 

5 1. 1320 . 0184 

6 1. 0970 . 0156 

7 1. 0657 .01 57 

8 1.0347 . 015 2 

9 1 . 0059 . 0153 

10 0 . 9748 . 0166 

11 0 . 9456 . 0158 

12 0 . 9174 . 0143 

13 0 . 8876 .0148 

14 0 . 8593 . 0164 

15 0 . 8303 . 0164 

16 0 . 7965 . 0180 

17 0 . 7607 . 0185 

18 0.7170 . 0251 

++++++++++++++++++++++++++++++++++++ ++++++++++++++++++ 
13/05/2014 22 : 44 : 03 

Monte Carlo PCA for Parallel Analysis 

©2000 by Marley W. Watkins . All rights reserved . 
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f. Pattern matrix 

Pattern Matrix· 

Component 

2 3 4 5 6 

QIO .947 

Q12 .920 

Qll .894 

Q2 .922 

QI .915 

Q3 .903 

Q26 .909 

Q24 .885 

Q19 .800 

Q22 .835 

Q20 .822 

Q23 .816 

Q4 -.841 

Q5 -.838 

Q6 -.794 

Q14 .825 

QI5 .825 

Q13 .811 

Extraction Method: Principal Component Analysis. 

Rotation Method: Oblimin with Kaiser Normalization. 

a. Rotation converged in 6 iterations. 
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Table 13: WFC measure -Variances: (Group number 1 - Default model) 

Estimate. S.E. C.R. P Label 

TIMEWFC .428 .034 12.744 ••• 
STRWFC .215 .025 8.624 ••• 
PSYWFC .446 .050 8.841 ••• 
TIMEFWC .338 .023 14.917 ••• 
STRFWC .597 .070 8.573 ••• 
PSYFWC .348 .043 8.056 ••• 
err2 . 093 .011 8.520 ••• 
errl .127 .013 10.160 ••• 
err3 . 146 .011 12.815 ••• 
err5 . 177 .016 10.807 ••• 
err4 . 169 .017 9.696 ••• 
err6 .246 .021 11.462 ••• 
err8 .298 . 027 10.895 ••• 
err7 .473 . 034 13.965 ••• 
err9 .166 . 030 5.512 ••• 
errU .142 .010 14.604 ••• 
err12 . 082 .008 10.474 ••• 
errl0 . 028 .007 4.126 ••• 
err14 .468 . 040 11.851 ••• 
err15 . 519 .048 10.850 ••• 
err 13 .459 . 049 9.370 ••• 
err17 .242 .026 9.137 ••• 
err18 . 235 .021 11.208 ••• 
err16 .370 .032 11.620 ••• 

Table 14: GOF measures 

CMIN 

Model NPAR CMIN DF P CMlNIDF 

Default model 51 249.553 120 .000 2.080 
Saturated model 171 .000 0 
Independence model 18 4614.546 153 .000 30.160 

RMR,GFI 

Model RMR OFI AGFI PGFl 

Default model .026 .954 .934 .669 
Saturated model .000 1.000 
Independence model .133 .537 .483 .480 
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Baseline Comparisons 

Model 
NFl RFI IFI TLI 

CFI Deltal rho 1 Delta2 rho2 

Default model .946 .931 .971 .963 .971 
Saturated model 1.000 1.000 1.000 
Independence model .000 .000 .000 .000 .000 

Parsimony-Adjusted Measures 

Model PRATIO PNFI PCFI 

Default model .784 .742 .762 
Saturated model .000 .000 .000 
Independence model 1.000 .000 .000 

NCP 

Model NCP L090 HI90 

Default model 129.553 88.094 178.778 
Saturated model .000 .000 .000 
Independence model 4461.546 4243.471 4686.874 

FMIN 

Model FMIN FO L090 HI90 

Default model .439 .228 .155 .315 
Saturated model .000 .000 .000 .000 
Independence model 8.124 7.855 7.471 8.252 

RMSEA 

Model RMSEA L090 HI90 PCLOSE 

Default model .044 .036 .051 .915 
Independence model .227 .221 .232 .000 

AIC 

Model AIC BCC BIC CAlC 

Default model 351.553 355.084 573.091 624.091 
Saturated model 342.000 353.836 1084.804 1255.804 
Independence model 4650.546 4651.792 4728.736 4746.736 
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ECVI 

Model ECVI L090 HI 90 MECVI 
Default model .619 .546 .706 .625 
Saturated model .602 .602 .602 .623 
Independence model 8.188 7.804 8.584 8.190 

HOELTER 

Model 
HOELTER HOELTER 

.05 .01 

Default model 334 362 
Independence model 23 25 
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Table 15: WFC measure -Standardized Residual Covariances (Group number 1 - Default model) 

Q23 Q20 Q22 QI5 Q13 QI4 QI2 QIO QIl QI9 Q26 Q24 Q4 Q6 Q5 QI Q3 Q2 
Q23 .000 
Q20 .043 .000 
Q22 -.059 .029 .000 
Q15 -.262 .870 1.477 .000 
Q13 -1.277 -.718 1.029 -.143 .000 
Q14 -.126 -1.625 -.194 .242 -.037 .000 .. 

QI2 .748 -.827 .510 -1.337 1.709 -.704 . 000 
i 

QIO .653 -.872 .022 -.808 1.695 -.761 -.002 .000 
Ql1 0423 -1.248 .316 -1.680 .055 -1.870 -.024 .012 .000 
QI9 .596 .802 .050 -.775 1.294 -1.433 4.077 3.231 2.606 .000 
Q26 .178 -.325 -.328 .056 1.577 -.970 -.195 -.941 -1.566 -.040 .000 
Q24 .519 .254 -.374 -1.666 1.093 -1.887 .294 -.527 -.394 -.076 .046 .000 

Q4 .355 1.455 .051 -.661 -.118 -1.209 -1.829 -1.465 -2.024 -.508 -.312 .584 .000 

Q6 .435 1.368 1.428 1.903 1.335 .1l2 All 1.496 2.161 1.248 .537 1.191 -.080 .000 
Q5 -2.381 .174 -2.447 -.766 .312 -.898 .262 .852 -.048 1.109 -1.179 -.598 .136 -.079 .000 
Ql -.633 -.814 1.434 .907 .255 -1.047 .154 .338 -.251 -.642 -.007 -.355 -.377 1.476 -1.511 .000 
Q3 -.379 -1.207 .712 .468 -.690 -1.609 -.721 .008 -1.243 .295 1.077 1.921 .057 2.217 -0496 .020 .000 
Q2 -.724 -.633 1.022 2.152 -.383 -1.077 -.585 .250 -.437 -1.075 -.355 -.333 -1.156 2.124 -1.063 -.013 .003 .000 -----
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Table 16: WFC measure- Regression Weights: (Group number 1 - Default model) 

Estimate S.E. C.R. P Label 

Jsat <--- TIMEWFC -.268 .036 -7.480 ••• 
Jsat <--- STRWFC -.316 .054 -5.824 ••• 
Jsat <--- PSYWFC -.333 .039 -8.490 ••• 
Fsat <-- PSYFWC -.318 .047 -6.809 ••• 
Fsat <--- STRFWC -.319 .039 -8.145 ••• 
Fsat <--- TIMEFWC -.186 .039 -4.774 ••• 
Fsat <--- Jsat .196 .074 2.642 .008 
Q2 <--- TIMEWFC .970 .035 27.362 ••• 
Q3 <--- TIMEWFC .862 .035 24.757 ••• 
Ql <--- TIMEWFC 1.000 
Q5 <--- STRWFC . 917 .070 13.015 ••• 
Q6 <--- STRWFC 1.010 .078 12.872 ••• 
Q4 <--- STRWFC 1.000 
Q24 <--- PSYWFC 1.064 .064 16.629 ••• 
Q26 <--- PSYWFC 1.234 .073 16.935 ••• 
Q19 <--- PSYWFC 1.000 

Qll <--- TIMEFWC .853 .033 26.190 ••• 
QI0 <--- TIMEFWC 1.000 

Q12 <--- TIMEFWC .956 .030 32.382 ••• 
Q14 <--- STRFWC .902 .070 12.946 ••• 
Q13 <--- STRFWC 1.000 

Q15 <-- STRFWC .991 .076 12.957 ••• 
Q22 <--- PSYFWC 1.001 .077 13.031 ••• 
Q20 <--- PSYFWC 1.000 

Q23 <--- PSYFWC .817 .064 12.858 ••• 
QIFS <--- Fsat 1.000 

Q2FS <--- Fsat 1.250 .073 17.210 ••• 
Q3FS <--- Fsat 1.044 .065 15.964 ••• 
QIJS <--- Jsat 1.000 
Q2JS <--- Jsat 1.167 .054 21.732 ••• 
Q3JS <--- Jsat 1.071 .057 18.747 ••• 
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Table 17: ANOVA· Predictors of work demand 
ANOVA' 

Model Sum of Squares df Mean Square F Sig. 

Regression 78.072 78.072 160.426 .000· 

Residual 275.932 567 .487 

Total 354.004 568 

2 Regression 84.542 2 42.271 88.790 .000b 

Residual 269.461 566 .476 

Total 354.004 568 

3 Regression 86.663 3 28.888 61.052 .000· 

Residual 267.340 565 .473 

Total 354.004 568 

4 Regression 89.153 4 22.288 47.463 .000d 

Residual 264.851 564 .470 

Total 354.004 568 

5 Regression 93.676 5 18.735 40.518 .000' 

Residual 260.328 563 .462 

Total 354.004 568 

6 Regression 96.048 6 16.008 34.876 .000r 

Residual 257.955 562 .459 

Total 354.004 568 
a. Predictors: (Constant), Working hours 
b. Predictors: (Constant), Working hours, Gender 
c. Predictors: (Constant), Working hours, Gender, Formal Policies 
d. Predictors: (Constant), Working hours, Gender, Formal Policies, Income 
e. Predictors: (Constant), Working hours, Gender, Formal Policies, Income, Tenure 
f. Predictors: (Constant), Working hours, Gender, Formal Policies, Income, Tenure, Supervisory status 
(how many reporting) 
g. Dependent Variable: work demand 

Table 18: Unstandardized Coefficients and Standardized Coefficients of the predictors 
of work demand 

Coefficients· 

Unstandardized Standardized Collinearity 

Coefficients Coefficients Statistics 

Model B Std. Error Beta SiS' Tolerance VIF 

6 (Constant) -1.269 .600 -2.114 .035 

Formal policies -.253 .082 -.118 -3.094 .002 .885 1.129 

Gender -.224 .060 -.140 -3.732 .000 .922 1.085 

Working hours .132 .013 .401 9.856 .000 .782 1.279 

Tenure -.020 .005 -.202 -3.874 .000 .476 2.100 

Supervisory status .013 .006 .117 2.274 .023 .486 2.057 

Income .234 .076 .138 3.076 .002 .647 1.546 

a. De~endent Variable: Work demand 
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Table 19: ANOV A- Predictors of family demand 
ANOVAI 

Model Sum of Squares df Mean Square F Sig. 

Regression 26.070 1 26.070 57.834 .000· 

Residual 255.585 567 .451 

Total 281.654 568 

2 Regression 44.165 2 22.083 52.629 .000b 

Residual 237.489 566 .420 

Total 281.654 568 

3 Regression 55.612 3 18.537 46.335 .000e 

Residual 226.042 565 .400 

Total 281.654 568 

4 Regression 63.975 4 15.994 41.439 .OOOd 

Residual 217.680 564 .386 

Total 281.654 568 

5 Regression 67.963 5 13.593 35.812 .000· 

Residual 213.691 563 .380 

Total 281.654 568 

6 Regression 69.615 6 11.603 30.752 .000f 

Residual 212.039 562 .377 

Total 281.654 568 
a. Predictors: (Constant), Informal Policies 
b. Predictors: (Constant), Informal Policies, hours spent on household chores 
c. Predictors: (Constant), Informal Policies, hours spent on household chores ,Gender 
d. Predictors: (Constant), Informal Policies, hours spent on household chores ,Gender, hours spent on 
dependent 
e. Predictors: (Constant), Informal Policies, hours spent on household chores ,Gender, hours spent on 
dependent, Formal Policies 
f. Predictors: (Constant), Informal Policies, hours spent on household chores ,Gender, hours spent on 
dependent, Formal Policies, hours spent on children 
g. Dependent Variable: Family demand 

Table 20: Unstandardized Coefficients and Standardized Coefficients of the predictors 
of work demand 

Coefficients· 
Unstandardized Standardized Collinearity 

Coefficients Coefficients Statistics 
Model B Std. Error Beta Si~. Tolerance VIF 

6 (Constant) 3.487 .202 17.237 .000 

Hours spent on household chores .301 .038 .350 7.931 .000 .690 1.450 

hours spent on children .040 .019 .081 2.092 .037 .901 1.110 

hours spent on dependent .156 .033 .201 4.690 .000 .727 1.375 

Formal policies -.222 .070 -.117 -3.170 .002 .992 1.008 

Informal policies -.327 .053 -.232 -6.177 .000 .946 1.057 

Gender .304 .055 .213 5.488 .000 .890 1.123 

a. DeEendent Variable: Famil~ demand 
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Table 21: The result of the conditional effect of work demand on work to family conflict 

at values of the work support 

Conditional effect of X on Y at values of the moderator(s) 

Work Supoort Effect se t D LLCI ULCI 

-.5817 .4017 .0149 26.9100 .0000 .3724 .4311 

.0000 .3737 .0147 25.3939 .0000 .3448 .4026 

.5817 ,34~Z ,0216 16,0326 ,0000 .3033 13881 

Table 22: The result of the conditional effect of family demand on family to work 

conflict at values of the family support 

Conditional effect of X on Y at values of the moderator(s) 

Family Support Effect se t p LLCI ULCI 

-.8462 .5080 .0169 30.0194 .0000 .4748 .5413 

.0000 .4729 .0137 34.6070 .0000 .4460 .4997 

,8462 .4311 .0193 22.6398 .0000 .3991 .4151 

Table 23: The result of the conditional effect of family demand on family to work 

conflict at values of the GRI 

Conditional effect of X on Y at values of the moderator(s) 

ORT Effect se t p LLCI ULCI 

-.9339 .3699 .0517 7.1495 .0000 .2679 .4718 

.0000 .4300 .0412 10.4348 .0000 .3488 .5111 

.9339 .4901 ,Q481 10,0605 ,OOQO .3941 .5860 
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Appendix D: Normality figures 
Figure 1: Normal P-P plot of manifest variables (WFC measure) 
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Figure 2: Work demand- Checking assumptions of linearity, homoscedasticity and 

normality 
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Figure 3: Family demand- Checking assumptions of linearity, homoscedasticity and 

normality 
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Appendix E: Additional summary of information 
Table 1: Demographic spectrum oflnformants 

Infonnants Gender Age Type of Position Years of Educational Average 
Group Banking Experience Quali fication Monthly 

Organisation Income 

Female 26-35 People's Assistant 09 Years Degree and a 40001 to 
Bank Manager . postgraduate 60000 

2 Male Over Commercial Bank 18 Years Advanced 30001 to 
45 Bank Assistant Level 40000 

3 Female 36-45 People's Assistant 11 Years Degree and 40001 to 
Bank Manager all IBSL 60000 

courses 

4 Male Over National Manager 15 Years Degree and a Over 
45 Savings postgraduate 60000 

Bank 

5 Female 18-25 Hatton Manageme 03 Years Degree 30001 to 
National nt trainee 40000 

Bank 

6 Male Over National Senior 20 Years Degree and a Over 
45 Savings Assistant postgraduate 60000 

Bank Manager 

7 Male 26-35 Seylan Bank Multi duty 06 Years Advanced 30001 to 
Assistant Level (AIL) 40000 

8 Male 26-35 Seylan Bank Assistant 08 Years Degree and a 40001 to 
Manager postgraduate 60000 

9 Male 36-45 Bank of Cashier 10 Years AIL and 30001 to 
Ceylon Advanced 40000 

Diploma 

10 Female 36-45 Bank of Executive 10 Years Degree and Over 
Ceylon Manager all IBSL 60000 

courses 

11 Male 18-25 National Staff 03 Years AIL and 30001 to 
Savings Assistant Advanced 40000 

Bank Diploma 

12 Male 36-45 Hatton Manager 20 Years Degree and a Over 
National postgraduate 60000 

Bank 

13 Female 26-35 Sampath Assistant 07 Years Degree and 40001 to 
Bank Manager al\ IBSL 60000 

courses 

14 Female 36-45 Commercial Assistant 11 Years Degree and a 40001 to 
Bank Manager postgraduate 60000 

15 Male Over People's Senior 11 Years External Over 
45 Bank Assistant Degree and a 60000 

Manager postgraduate 
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Table 2: Time spent on work and family 

Informants Time spent Time spent on Time Time Work 
on work household spent on spent on travel+ 

(week) chores + Childcare + Eldercare + 

1 45 hours 02 hours 03 hours N/A 01 hour 

2 50 hours· 01 hour 01 hour 01 hour 01 hour 

3 48 hours· 03 hours 03 hours N/A 01 hour 

4 49 hours· 01 hour 01 hours 01 hours 1.5 hours 

5 45 hours 02 hours 03 hours N/A 02 hours 

6 49 hours· 01 hour 02 hours 02 hours 1.5 hours 

7 50 hours· 02 hours 02 hours N/A 10 Minutes 

8 49 hours· 02 hours 02 hours 1.5 hours 01 hour 

9 48 hours· 02 hours 02 hours N/A 30 Minutes 

10 45 hours 02 hours 2.5 hours N/A 02 hours 

11 48 hours· 01 hour 03 hours N/A 1.5 hours 

12 48 hours· 01 hour 03 hours N/A 01 hour 

13 40 hours 02 hours 04 hours N/A 01 hour 

14 45 hours 03 hours 02 hours 01 hour 01 hour 

15 48 hours· 02 hours 02 hours 01 hour 1.5 hours 

·Informant works on Saturdays 

+During the working day 
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Table 3: Characteristics of different Goodness-of-Fit model fit indices across different model situations 

Measures Statistics 

Absolute fit measures Minimum value of 
This group of fit ,C of the 
measures represents discrepancy (a) 
how well the model 
fits the observed data ( 
McDonald and Ho , Minimum 
2002) and they discrepancy divided 
basically compare the by degrees of 
hypothesised model freedom 
with no model (Hu 
and Bentler, 1995 cited Good f fi 
. B 2010) ness-o - It 
10 yrne, . d 

10 ex 

Abbreviation 

2 
CMIN(X) 

CMINIDF 

GFI 

Adjusted goodness- AGFI 
of-fit index 

Root mean square RMR 
residual 

Description Critical value Note Source 

Minimum of discrepancy 
function C 

CMIN associated with If N> 250 and 12 < M (a) Arbuckle (2010) 
insignificant value ( p > > 30 (b) Hair et at. (2010) 
0.05) indicates better Significant P value is 
fitting model expected (b) 

The ratio between CMIN 
and DF so called normal 
chi-square 

Measure of the relative 
amount of variance and 
covariance in sample (a) 

The ratio of 2:1 or 3: 1 
acceptable fit (a), 
sometimes as low as 2 as 
high as 5 (b) 

GFI = 1 perfect fit (b) 
GFI ~ .95 good fit (c) 
GFI ~ .90 fairly well (a) 

GFI adjusted for 
number of degrees 
freedom (a) 

the AGFI = 1 perfect fit (b) 
of AGFI close to 1 good fit 

AGFI ~ .90 fairly well (a) 

Representing average RMR = 0 perfect fit (b) 
residual value derived RMR close to 0 better the 
from the fitting of the model fit 
variance-covariance matrix RMR < 0.05 good fit 
for the hypothesised model 
to the variance-covariance 
matrix of the sample data 
(a) 

247 

2 
Large X relative to 
degrees of freedom 
needs to modify model 

(a) Carmines and 
McIver (1981 cited in 
Arbuckle ,2010) 
(b) Marsh and Hocevar 
(1985) 

Many experts suggest (a) Byrne (2010) 
that value should be (b) Arbuckle (2010) 
greater than .95 (e.g., c) (c) Hoeher ( 1983) 

The AGFI penalises 
more complex models 
and its value is typically 
lower than GFI values 
in proportion to model 
complexity (c) 

(a) Byrne (2010) 
(b) Arbuckle (2010) 
(c) Hair et at. (2010) 

The smaller the RMR (a) Byrne (2010) 
the better (b) (b) Arbuckle (20 10) 



Relative 
(incremental) fit 
measures 
Relative fit indices 
called incremental fit 
indices assess how 
well estimated model 
fits relative to some 
alternative baseline 
model (Hair et aI., 
2010) by comparing 
the chi-square value to 
a baseline model 
(McDonald and Ho, 
2002). 

Standardised root SRMR 
mean residual 

Normed fit index NFl 

Relative fit index RFI 

Incremental fit IFI 
index 

The Tucker-Lewis UI 
Index 

Representing average 
value across all 
standardised residuals (a) 

It would say discrepancy 
of the model, i.e. in what 
percentage of the way the 
model is between the 
independence model and 
the saturated model(a) 

The RFI is obtained from 
the NFl by substituting F / 
dfor F (a) 

Addressing the issue of 
parsimony and sample size 
associated with NFl (a) 

TLI is comparing the 
2 

normed X value of the 
null and specified model 
(a) 

248 

SRMR = 0 perfect fit 
SRMR ~ .05 good fit (a) 
IfN> 250 and 12 < M> 
30 
SRMR ~ 0.08 (with CFI 
above .92) good fit (b) 

NFl = 0.0 poor fit 
NFl = 1.0 perfect fit (b) 
NFl close to .95 good fit 
(c) 

RFI close to .95 superior 
fit(b) 
RFI close to 1 a very good 
fit (a) 

IFI close to 1 a very good 
fit (b) 
IFI ~ .90 to accept the 
model 

TLI close to .95 (large 
sample size) good fit (b) 
TLI close to 1 a very good 
fit (a; c) 
JjN> 250 and 12 < M> 
30 
TLI> .92 good fit (a) 

The smaller the SRMR, 
the better the model fit. 
SRMR > 1.0 diagnoses 
problems 

Model with NFI<.9 can 
usually be improved 
substantially, needs re­
specifying (a) 

(a) Byrne (2010) 
(b) Hair et al. (2010) 

(a) Arbuckle (2010) 
(c) Hair et al. (2010) 
(c) Hu and Bentler 
(1999 ) 

RFI coefficient value (a) Arbuckle (2010) 
ranges from 0 to 1. (b) Hu and Bentler 

(1999 ) 

IFI can also be greater (a) Byrne (2010) 
than 1.0 and IFI is not (b) Arbuckle (2010) 
recommended for 
routine use 

TLI produces values 
similar to the CFI in 
most situations (a) 

(a) Hair et al. (2010) 
(b) Hu and Bentler 
(1999) 
(c) Arbuckle (2010) 



Parsimony measures 
This group of fit 
measures provides 
information in 
choosing best model 
among set of 
competing models in 
terms of better fit or 
simpler model (Hair et 
aI.,2010) 

Comparative 
index 

Parsimony ratio 

Parsimony 
goodness-of-fit 
index 

fit CFI 

PRATIO 

PGFI 

Non centrality 
measures 

fit Estimate of the NCP 
noncentrality 

This group measures is 
based on non centrality 

2 
X distribution as 

ordinary X2 
distribution (central) is 
variant with CMIN-DF 
(Blunch. 2008) 

parameter 

Revised NFl taking sample 
size into account (a) 

CFI > 0.95 well fitting 
model (b) 
CFI > 0.9 Marginally 
adequate (c) 
CFI close to 1 very good 
fit (d) 
lfN> 250 and 12 < M> 
30 
CFI> .92 good fit (e) 

Suggests number of what percentage the 
constraint in a specified current model is as 
model as a fraction of the complex as the 
number of constraints in independence model 
the independence model 
(a) 

Address the parsimony in PGFI close to I perfect fit 
SEM, more realistic (b) 
hypothesised model (a) 

The value derived from (a) Bentler (1990) 
comparison of a (b) Hu and Bentler 
hypothesised model (1999) 
with the independence (c) Byrne (2010) 
model (c) (d) Arbuckle (2010) 
CFI is more prevalent (e) Hair et at. (2010) 
in reporting.( e) 

the model developed is 
how much more 
efficient model than the 
independence model 

The PGFI is based upon 
the GFI by adjusting for 
loss of degrees of 
freedom (c) 

(a) Arbuckle (2010) 

(a) Byrne (2010) 
(b) Arbuckle (2010) 
(c) Hooper, Coughlan 
and Mullen (2008) 

NCP with lower 90% 
confidence limit (LO 90) 
and the upper 90% 
confidence interval (HI 90) 

It would suggest the NCP value is CMIN (a) Byrne (2010) 
population value of the minus its degrees of 
noncentrality parameter freedom 
lies between LO 90 and 
HO 90 (a) 
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Root mean square RMSEA 
error of 
approximation 

p value of testing PCLOSE 
RMSEA~O.05 

Information theoretic The expected cross ECVI 
fit measures validation index 
This group of fit 
measures is in terms of 
idea to what extent 
present model will 
cross validate in future 
sample of the same 
size from the same 
population (Blunch, 
2008) 
Fit measure based on Hoelter HOELTER 
sample size 
This focuses directly 
on the adequately of 
sample size than the 
model fit (Byrne , 
2010) 

RMSEA takes into the 
error of approximation in 
the population 

RMESA ~ .05 good fit IfN> 250 and 12 < M 
(a; d) > 30 
RMESA from .08 to.10 RMESA < 0.07 with 
mediocre fit (c) 
RMESA > 0.1 poor fit (c) 
RMSEA as high as 0.08 
reasonable error of 
approximation (a) 
RMESA = 0.0 exact fit (d) 

CFI of .92 or higher 
good fit (b) 
RMSEA is a popular 
measure fit 

(a) Browne and Cudeck 
(1993) 

(b) Hair et al. (2010) 
(c) MacCallum, Browne 

and Sugawara (1996) 
(d) Arbuckle (2010) 

PCLOSE gives a test of PCLOSE > 0.5 close fit 
close fit while P gives a 

If PCLOSE > 0.5, (a) Arbuckle (2010) 
null hypothesis of 

test of exact fit 

Measuring the discrepancy 
between the fitted 
covariance matrix 
(analysed sample) and the 
expected covariance matrix 
(another sample of 
equivalent size) (a) 

A critical N for 
significance levels of 0.05 
and 0.01; one would accept 
a model with this chi­
square statistic and this 
many degrees of freedom 

Smallest ECVI is an 
indicative of greatest 
potential replication. The 
hypothesised model is 
said to be best model if 
value of ECVI is lower 
than both independent 
model and saturated 
model(a) 

critical N ~ 200 indicates 
a satisfactory fit at p = 
0.05 (b) 

RMSEA ~ .05 is 
supported (a) 
Hypothesised well (a) Byrne (2010) 
fitting model represents 
a reasonable 
approximation to 
population (a) 

Estimate whether the (a) Hu and Bentler 
sample size would be (1995 cited in Byrne , 
sufficient to obtained 2010) 
adequate model fit for a (b) Byrne (2010) 
chi square test (a) 

N stands for number of observation, M stands for number of indicators 

250 


