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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:

(1) 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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CHAPTER ONE
INTRODUCTION

1.0 Chapter overview

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
1



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.



In a collectivist culture, the way an 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 al., 2003;
Lu et al., 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, 2010). 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.



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 fill

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 4" 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 Overberg, 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 (LTTE) (beginning on 23 July 1983 and formally ended in
May 2009) had a major impact on women (Sajanthan et al., 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.



Thus the research aims were to:

o 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 al.,, 1997; Kossek and Ozeki, 1998; Allen et al., 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 al. (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 Minkov, 2010) 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 houschold,
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 /family 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.



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 nonresponse 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 (CFA), 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.



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 (2001) 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 al., 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 al., 1964, p.19) 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 al., 2003), work family interference (e.g., Carlson,

Kacmar and Williams, 2000), and work non work interference (e.g., Dikkers et al., 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.77). 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 his/her 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).

11



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

12



Table 2.1: Six dimensional model of work family conflict

Directions of Work family Conflict

Work interference with | Family interference
Sfamily 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

Behaviour Behaviour-based  work | Behaviour-based family

interfering with family interfering with work

Forms of work family conflict

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 al. (2007), Hassan, Dollard and Winefield (2010) and Fiksenbaum et al.
(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
13






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 al., 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 al., 2007).

‘One cannot stop thinking or ruminating about work when he or she is at work’ (Carlson and
Frone, 2003, p.518). More specifically, in collectivistic cultures, common features are
cohesive groups (extended families), sense of identity and belonging, and loyalty (Hofstede,
Hofstede and Minkov, 2010) 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 (2001) 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 (i.e., thinking/preoccupation carries over to
interrupt focus on a task) and the nature of stress (i.e., 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 al., 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 form of WFC. Thus, a gap in conceptualising WFC in

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

RQ;: 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 form of WFC (Carlson, Kacmar and Williams, 2000) as
shown in figure 2.1. More than 20 different measures have been used by work family
researchers (Shaffer, 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 of WFC 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 (Shaffer, 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 al, 1964) and its history in the literature
spans more than 5 decades. Although fifteen cross cultural studies (15) 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 (Shaffer, 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 al. (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 al.,, 2007; Hassan, Dollard and Winefield, 2010; Fiksenbaum et al., 2010;
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:

RQ;: 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, 2010). 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 (i.e., employed outside of the home) (e.g., Gutek, Searle
and Klepa, 1991; Kite, 1996). Slan-Jerusalim 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, 2010).

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.118). 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 of WFC (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 al., 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 al., 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 al., 2010). It has been noted that work support is as a matter of culture
(Major et al., 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 /co workers support was negatively associated to work
interference with family (e.g., Thomas and Ganster, 1995; Frone, Yardley and Markel, 1997;
Carlson and Perrewé, 1999; Anderson, Coffey and Byerly, 2002; Thompson and Prottas,
2005; Major et al., 2008). Carlson and Perrewé (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 interference 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 al., 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 Perrewé, 1999; Grzywacz and Marks, 2000; Nielson, Carlson
and Lankau, 2001; Fagan, 2001; Keene and Quadagno, 2004; Voydanoff, 2004; Maclnnes,
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 (i.e., 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 demand/WFC 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 al., 1999; Clark, 2001; Allen, 2001),
compressed week (e.g., Baltes et al., 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 al.,
2001). A few studies conducted in the past have established positive linkage between pay
level and work family conflict (e.g., Boyar et al., 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 al., 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 performing
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., Goff, Mount and Jamison, 1990; Frone, Yardley and Markel, 1997; Yang
et al., 2000; Parasurman and Simmers, 2001; Behson, 2002; Spector et al., 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 conceptualising
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.114). Studies have found that family demand impacts
positively on family to work conflict (e.g., Korabik, Lero and Ayman, 2003; Lu et al., 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 al., 2006; Spector et al., 2007). Moreover,
Yang et al. (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 Perrewé 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 al., 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 work family 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 al., 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 al., 2008).
A few studies found marital status would determine family demand (e.g., Schieman,

Whitestone and Van Gundy, 2006; Boyar et al., 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-
Yue and Lui, 2005; Lu et al., 2006; Boyar et al., 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
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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 McMui'rian, 1996; Frone, Russell and Cooper, 1997; Greenhaus et al., 1997; Kossek
and Ozeki, 1998; Allen et al., 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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H2c

Hyq

HZe

Hyr

Hy,

Hjp

Hy

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

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

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

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

Women will experience a higher level of behaviour based family to work conflict
than men.

Women will experience a higher level of psychological based family to work
conflict than men.

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

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.

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

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.

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

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

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.

Hy, : 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.

Hg, : 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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CHAPTER THREE
METHODOLOGY

3.0 Chapter overview

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, 2001). 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.131). 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.14), 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

v
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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
(1), staff assistant (1), management trainee (1), multi duty assistant (1), bank assistant (1) and
a cashier (1). 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 1 (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 [ 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 3.1.
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Table 3.1: A brief summary of the findings

Work family
interference

General description

Sample of verbatim quote

Time spent on work
interference with
family activities

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:
supervising, authorising payment, pawning, engaging Wwith
promotional activities, cheque management/ clearing/posting/cash
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 currency exchange, loan approval and
evaluation, customer complaint handling, bringing customers
complain to management, dealing with customer complains, loan
inquires and estimation and related field 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.

“I haven't got enough time for doing household chores, and for looking afler 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. 1 feel I let my
Jamily down due to the long hours spent on work.” (Assistant Manager, People's Bank)

..... I 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. I hardly find time to do
household chores because I spent many hours at work. I ain’t really supporting in doing
household chores........ " (Senior Assistant Manager, National Savings Bank).

“I do overtime, I think it is necessary to make reasonable earnings, But if I would
manage without it, it would be better, I am able to avail myself of extra hours with
my family.......”" (Bank Assistant, Commercial Bank).

Childcare

The majority of participants interviewed agreed that the wife was the
prime carer for their children. However, extended family members’
support for looking afier 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.

“...We do work for earning money needs for running our family. Children are ours
riches. Family is most important. 1 wish I had more time to spend with them....”
(Assistant Manager, Seylan Bank)

“.I am feeling guilty that I couldn’t spend enough time with my child. Most of the time my
mum looks afier my baby. I feel sometimes my baby might feel she is her mum (her
grandma)” (Assistant Manager, Sampath Bank)

“I 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)
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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.

“My dad and mum are living with us. They are too old to look afier themselves. My first
Jjob in mornings is to support them for making their morning better. I am so proud of
caring them. My wife always supports them and does whatever they needed. So, in fact we
are looking afier them very well. My 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 afler our

parents. I am a manager, I have got to do lots of tasks at work, and am accountable for
this branch. 1 have no time, stress, depressed, and sometimes bad emotion. I spend more
hours with them on Sundays. However, I would like to engage more hours with them on
weekdays as well” (Manager, National Savings Bank)

Time spent on family
interference with
work activities

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.

“I've got too much responsibility at family. ..cleaning, shopping , taking children to
school.. all tasks take more time. I am a senior assistant manager, 1 have more work
responsibilities at bank too, want to spend more hours, but I am really struggling due to
Jamily involvement.” (Senior Assistant Manager, People’s Bank)

Strain based work
family interference

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.

“I am really got tired when I get home from work. It is difficult to do household chores
straight away from work. I often feel I need a rest after coming home from
work. "(Cashier, Bank of Ceylon).

“I get physically and mentally exhausted when get home from work, mostly because of
work responsibilities .... ”(Executive Manager, Bank of Ceylon)

“I am really worn out when I get work from home. I do lots of household chofes everyday
and getting my children ready for school. Family responsibilities interfere in doing work
responsibilities. So I can’t perform well on my job. " (Assistant Manager, People’s Bank )
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The majority of participants would not express any needs for
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.

“I don’t think there is a need for behavioural adjustment between work and home. We
treat, be treated as family 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 o get things
done is virtually similar way supervisors ask me to do things. Friendly life 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 1 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).

Behaviour based
work family
interference

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.

“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)

Psychological based

work
interference

family

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.

“When I am at work I see something needs doing at home, 1 make plan and schedule to do
things. Sometimes, leave some things for tomorrow, but it easily distracts me from work.”
(Manager, Hatton National Bank)

“I would have a list of things to be done at home. I 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. I 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, I am of course breathing of it, I can't offer my best
to work. An interesting example, I strongly argued with my husband about buying a new
car, but he did not agree with me. Then I came in to work, and thinking of the matter we
discussed, and I thought I didn’t wake up and smell the coffee and then phoned husband.
So you know I killed many working hours on phoning and thinking the matter. It's the life.
Isn’t it? I would say, I think many kinds of the problems raised home at work”
(Manager, National Savings Bank)

“I am getting on well with colleagues and boss, if any unpleasant incident happened at
work would really affect me and let me look back. If I have got any problem inside me, I
cannot listen what my family is telling to, I always was thinking of work issues, it really
causes many problems at home.” (Assistant Manager, Seylan Bank)

“I enjoy doing the tasks at work, so it is difficult for me to be without thinking of work
matters at home. I sometimes plan and schedule work related tasks beforehand at home.
Sometimes work related matters don’t let me sleep well at night”
(Senior Assistant Manager, National Savings Bank)

“I am mulling over some deep work related problem. Sometime in past, I had marvellous
solution when thinking the work problem at home. Mind wandering with work matters
affects the work I enjoy at home.” (Manager, Hatton 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 I right? ...
(Assistant Manager, Commercial Bank)
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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
al., 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 24/7
service with call centres, ATMs 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,
2012), of which 12 banks are local (10 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 Plc (CB), Hatton National
Bank Plc (HNB), Sampath Bank Plc (SAMB) and Seylan Bank Plc. 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  Population
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 Bankof 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 1 000 000, 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 (CFA) 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, 2010). 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.183). 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 | ratio (10:1) which implies
that ten cases for each variable (cited in Pallant, 2010, p.183). 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 al., 2010). Moreover, as data collection focused on
large and geographically dispersed locations, it limits face to face encounters in terms of time
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.
Partl

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 1 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 I
am often stressed from family responsibilities, I 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: “I ofien think about work related problems at
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home that prevent me doing the tasks at home” and psychological based family to work
conflict; “I 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: ¥2 (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 I feel like I have a lot of work demand, 1 feel like I have a lot of family demand
and I have to work hard on family related activities. New items include I never seem to have
enough time to get everything done at work, I never seem to have enough time to get
everything done at home and I 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 likert 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 I 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,
Sfuneral 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) Extended family 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 likert 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 satisfaction

Job satisfaction was measured using the Michigan Organizational Assessment Questionnaire
(Cammann et al., 1979). The measure consists of three statement includes (1) A/l 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, Grecnhaus? and Connolly, 1983; Aryee, Fields and Luk,
1999; O’Driscoll, Brough and Kalliath, 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 Helmreich (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 al., 2007; Minnotte et al., 2007; Minnotte et al.,
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:“(1) 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
likert scale ranging from strongly disagree (1) 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 information (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 (Podsakoff 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 al., 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 out’ 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 al., 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 al., 2010). However, in test retest reliability, it is advised that the
higher the correlation the greater reliability (Hair et al., 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 (V) 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, f-static and
ANOVA were employed to capture the significant mean differences between the variables
studied (Hair et al., 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 al., 1997; Hair et
al., 2010; Field, 2013). In this study, 27 items measuring work family conflict were subjected
to exploratory factor analysis (EFA) to identify which variables make up a factor.
Confirmatory factor analysis (CFA) is the most widely used technique during the scale
development process for establishing the validity of a scale following an EFA (e.g., Bagozzi
and Foxall, 1996; Worthington and Whittaker, 2006) and thus it was performed 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 CFA path diagram
consists of latent constructs (unobserved variables), indicators (measured or manifest
variables), error terms and their linkages using one headed arrow or two headed arrow per se.
In a CFA, 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 al., 2010). Construct validity suggests the extent to which the items designed to
measure actually reflect the theoretical latent construct (Hair et al., 2010). In general,

construct validity takes three forms: content adequacy analysis, convergent validity and
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Dooley and Lindner, 2003; Werner, Praxedes and Kim, 2007; Ary et al., 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 15 % of last
received responses. The two sample independent f-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 nonresponse bias

Variables

Noofresponse N Mean SD t-value Sig.
Work demand Early Response 85 414 .73

Late response 85 3.95 .63 1.88 .06
Family demand Early Response 85 431 .64

Late response 85 4.29 712 A5 .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 A5
Family satisfaction Early Response 85 4.31 .63

Late response 85 4.14 13 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 5 1.25 21
Hours spent with children Early Response 85 249 143

Late response 85 278 131 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 4340 221

Late response 85 4313 212 .82 42
Tenure Early Response 85 1622 840

Late response 8 1666 84l 34 74
Time spent on travelling Early Response 85  30.71 13.95

Late response 8 2847 1263 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 85 429 34

Late response 85 433 37 62 53
Family to work conflict Early Response 85 4.36 36

Late response 85 4.40 39 61 54

Source: Survey data
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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 r-test portends of nonresponse 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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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 conform 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 information
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 informed 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 filling 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,
information provided by them solely being used for the research purpose and the results were
reported in aggregated form 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 permitted only to the researcher and

supervisors to protect potential harmful 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



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 garner the requisite data. Before distributing questionnaires among subjects, as a
caveat, a pilot test with a small sample of 20 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 CFA, 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.

65



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 al, 1996; Voydanoff, 2005;
Schieman, Whitestone and Van Gundy, 2006; Boyar et al., 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 (V) 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%
A/L 48 8 %
Advanced Diploma 73 13 %
Educational Qualification Degree 149 26%
Postgraduate 216 38%
PhD 02 1%
Others 81 14 %
Main Earner Yes 406 1%
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 (V=61), 83% were
married (N=472), 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 al., 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

Age Group
18-25 26-35 36-45 46-55 Over 55  Total
Percent(N) Percent(N) Percent(N) Percent(N) Percent(N) N

Male Marital Single  36(16)  2327) e e oo 43
Status Married  64(29)  77(92)  99(117)  88(30)  88(15) 283
Widower e e 1(1) 12(4) 122