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ABSTRACT

Work Support, Work-Family Enrichment, Work Demand and Work Well-being among

Chinese Employees: A study of Mediating and Moderating Processes

by

TANG Shuwen

Master of Philosophy

Work and family are the central and salient domains in one’s life. Juggling work
and family life has become a challenge for many employees and families (Hammer et al.,
2005). This study proposed a theoretical model in which work to family enrichment
functioned as the mediator between work support (support from supervisor, co-workers
and organization) and work well-being (job satisfaction and psychological health), and
also examined whether work demand buffered the impact of work support on work
well-being. The inclusion of work to family enrichment extends prior research on Job
Demands — Resources model (Demerouti & Bakker, 2007), and allows for a more
detailed assessment of the effects of work support on work well-being from a
perspective of positive organizational behavior. A total of 978 employees in Chinese
society were recruited. An exploratory factor analyses and a confirmatory factor
analyses supported a 10-item Work Support Scale measuring supervisor support,
co-worker support and organization support. Structural equation modeling (SEM) and
Sobel Test results showed that work to family enrichment partially mediated the
influence of work support on job satisfaction and full mediated the influence of work
support on psychological health, whereas the regression results showed that work
demand indeed buffered the positive relationship between work support and job
satisfaction. Implications for future research on work-family enrichment were discussed.
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CHAPTER 1 INTRODUCTION

1.1 Background

The composition of the workforce has changed dramatically in recent decades
all over the world. In the year 2000, 61% of all married women over age 16 in the
US were in the workforce, compared to just 41% in 1970 (US Census Bureau, 2001);
More employees are now engaged in a dual- earner lifestyle where both partners
work and share responsibility for family care-giving (Greenhaus et al., 2000). In fact,
recent research indicates that 85% of employees report having some day-to-day
family responsibilities (Bond et al., 1998). These changing demographic trends,
coupled with greater family involvement by men (Pleck, 1985) and heightened
interest of employers in employee’s quality of life (Zedeck & Mosier, 1990)
prompted a proliferation of research on the relationship between work and family

roles.

Work and family are the most central and salient domains in one’s life. From
the perspective of ecological systems theory, work and family are micro-systems
consisting of patterns of activities, roles and interpersonal relationships experienced
in networks of face-to-face relationships (Bronfenbrenner, 1989). The myth that
work and family are independent is demonstrated instead that work and family are
closely interconnected domains of human life (Burke & Greenglass, 1987; Kanter,

1977).

Since the late 1970s, and particular in the 1990s, there has been increasing



interest and concern in the interface between work and non-work life, especially
family life. Numerous scholars (e.g. O' Driscoll, 1996; Edwards & Rothbard, 2000;
Frone, 2003; Grzywacz & Marks, 2000) have observed that changing social
demographics, altering family-role expectations, shifting family structure, aging
workforce, as well as recent technological developments, increasing globalization,
and international business competitiveness have contributed to a blurring of
boundaries between the domains of employment and family and to greater
permeability between these domains. For example, globalization may require key
employees to travel or work abroad, straining family relationships and compelling
employees to withdraw or resign (Shaffer & Harrison, 1998), which in turn hinders
global operations. Traditional family consisting of the husband going out to work and
the wife staying at home to look after the children is now less common, which leads
to new work and family demands and resources for men and women (Powell &
Greenhaus, 2006). Furthermore, technological advancement is seen in increased
reliance on and use of internet and telecommunication. As a result, many employees
are taking work outside office, which has blurred the boundary between work and
family (Cooper, 1998). Consequently, work-family balance is becoming increasingly

important but also perhaps increasingly complex.

It is imperative that both roles in work and family domain have to offer varied
resources to facilitate the role in another domain. For instance, many families require
income from both partners to cover expenses, and these dual-earner families place
pressure on organizations to implement family-friendly policies, which help to ease
family demands and reduce employee absenteeism and turnover. Analogously, the

fierce competition and stress in today’s work environment enlarge the need of



employees to search instrumental and expressive support from family members.

Cross-domain processes include resource drain, resource generation, and
positive and negative spillover (Edwards & Rothbard, 2000; Voydanoff, 2004).
Linkages between work and family affect organizational performance and family
functioning, both of which are important markers of societal well-being (Kossek &

Ozeki, 1998; Greenhaus & Parasuraman, 1999).

1.2 Rationale for the study

1.2.1 The growing importance of positive organizational behavior (POB)

Positive psychology has emerged since the late 1990s with a renewed emphasis
on what is right with people in contrast to the preoccupation psychology has had over
the years with what is wrong with people (Seligman & Csikszentmihalyi, 2000;
Snyder & Lopez, 2002). This approach is an attempt to adopt a more open and
appreciative perspective regarding human potentials, motives, capacities, and virtues

(Sheldon & King, 2001).

Positive psychology and organizational theory merge in the new approach of
positive organizational behavior (POB), which is defined as ‘the study and
application of positively oriented human resource strengths and psychological
capacities that can be measured, developed, and effectively managed for
performance improvement in today’s workplace’ (Luthans, 2002, p. 59; see also
Bakker & Schaufeli, 2008; Cooper & Nelson, 2006; Wright, 2003). Typically, POB

involves the study of individual positive psychological conditions and human



resource strengths that are often related to employee well-being or performance
improvement (Bakker & Derks, 2009). For example, research may focus on the
cognitive capacities of creativity and wisdom, and the affective capacities of work
engagement and humor in the workplace. POB studies also examine the role of states
like self-efficacy, optimism, hope, resilience, and other personal resources utilized in

coping with organizational demands or in fostering performance.

1.2.2 Work-Family Enrichment

Juggling work and family life has become a challenge for many employees and
families (Hammer et al., 2005). Furthermore, unbalanced work-family relationships
can result in reduced health and performance outcomes for individuals, families and
organizations (Wayne, Musisca, & Fleeson, 2004; Voydanoff, 2004). However,
previous studies tend to focus on the exploration of the work-family interface has
focused more on work-to-family and family-to-work conflict or incompatibility
between the simultaneous demands of work and family roles, which has been
extensively studied and has been linked to outcomes such as lower satisfaction,
poorer performance and increased stress in both work and family roles (Adams, King,
& King, 1996; Netemeyer, Boles, & McMurrian, 1996; Frone, Yardley & Markel,

1997; Perrewe, Hochwarter, & Kiewitz, 1999).

Balance, however, would be demonstrated by not only low conflict, but also
high facilitation levels between the different domains (Frone, 2003; Grzywacz &
Bass, 2003; Keene & Quadagno, 2004). For instance, Grzywacz and Bass (2003)
found that most positive outcomes accrued almost exclusively from low levels of
work-family conflict and high levels of work-family facilitation. Additionally, some

4



research suggest that work-family facilitation (which is one manifestation of positive
spillover) may be a crucial component of work-family balance (e.g., Frone, 2003)

and balance may be improved by increasing facilitation levels.

Recognizing the preoccupation with negative outcomes (e.g., work-family
conflict, stress and lower satisfaction), and also in line with the growing importance
of positive organizational behavior (POB) research (Bakker & Schaufeli, 2008),
scholars are beginning to shift the focus and increasingly calling for an expansion of
the work—family paradigm to include the positive side of the work—family interface
(Barnett & Hyde, 2001; Hammer, 2003; Eby, et al., 2005; Frone, 2003; Glass &
Finley, 2002; Grzywacz, 2002; Parasuraman & Greenhaus, 2002; Werbel & Walter,

2002).

Work-family enrichment could be a form of synergy in which resources
associated with one role enhance or make easier participation in the other role. For
instance, support from members of one’s family can be a source of strength when
faced with demanding job challenges (Crouter, 1984; Grzywacz & Marks, 2000;
Kirchmeyer, 1992a); techniques acquired managing family demands can improve
performance at work (Rotondo & Kincaid, 2008) (family to work enrichment —-FWE).
Similarly, family-supportive work environments have been shown to be associated
with greater levels of benefit usage, family and job satisfaction and organizational
commitment (Allen et al., 2000); skills and experiences gained through work
involvement can enhance functioning in the family domain (Rotondo & Kincaid,
2008) (work to family enrichment — WFE). Thus, involvement in one domain (work
or family) can facilitate enhanced engagement in the other domain (family or work).

The positive interaction between work and family results from not only improved

5



skills, but additional resources, such as better moods and better psychological health
as well for those individuals engaged in work and family activities (Hanson et al.,
2006; Grzywacz & Butler, 2005; Witt & Carlson, 2006; Van Steenbergen et al.,

2007).

1.2.3 Work Support as an the Antecedent

In general, conflict is negatively related to work—family outcomes (e.g., lower
job and family effort and satisfaction) whereas enrichment is positively related to the
same outcomes. Conflict and enrichment are shown, however, to be orthogonal
rather than opposite constructs (Wayne, Musisca & Fleeson, 2004). One implication
of the orthogonal nature of conflict and enrichment is that their origins are distinct,
and they may have different antecedents (Grzywacz & Butler, 2005; Hanson et al.,
2006). Results of several studies suggest that factors and processes influencing
conflict are not the same as those influencing facilitation (Grzywacz & Marks, 2000;
Grzywacz & Butler, 2005; Hanson et al., 2006; Van Steenbergen et al. 2007; Witt &
Carlson, 2006). As antecedents, job demands are expected to be related more
strongly to work-family conflict while job resources are expected to show stronger
relationships with facilitation (Voydanoff, 2004), since resources available in the
environment are critical to the occurrence of enrichment (Wayne et al., 2006).
Support is a crucial component of job resource. Receiving support either at work or
in the family is a resource that generates positive affect in one domain that enhances
the quality of life in the other (Grzywacz & Marks, 2000) and facilitates individuals
to their goals. Thus, domain support is likely a primary antecedent of affective and
instrumental enrichment. In general, however, the impact of work-based supportive

relationships has been separated from the impact of personal supportive relationships;
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the first has been linked to work outcomes and the latter to family outcomes. So this
study will just focus on work support to explore the effective process of work-family

enrichment in the context of workplace.

Work-based social support may come from the organization at large, immediate
supervisors, and coworkers. Studies on organizations have equated support to work-
family practices and viewed it as part of “family friendliness” (Jahn, Thompson &
Kopelman, 2003). When support is viewed in this way, organizations address (or
ignore) the issue of support for the balance between work life and family life through
their policies, benefits, culture, and career paths (Gordon, Beatty, & Whelan-Berry,
2002; Hall & Richter, 1988) , which showed a linkage between work support and
work-family balance. Despite their popularity, formal organizational supports such as
some family-friendly policy may not be as important as how supportive an
employee’s supervisor, co-workers and organizational culture is towards employee

work-life balance (Thompson & Prottas, 2005).

Based on perceived organizational support theory (Eisenberger et al., 1986) and
the assumptions that unwritten rules and expectations are more powerful in
influencing attitudes and behaviors than formal and written rules (O’Reilly et al.,
1991), past research findings have shown positive associations between supportive
supervisor, co-workers and organizational culture and job satisfaction (Allen, 2001;
Lu, Siu, Spector & Shi, 2009; Lyness et al., 1999; Mauno et al., 2006; Thompson,
Beauvais, & Lyness, 1999; Carlson & Perrewe, 1999) and can enhance performance
and well-being in the family (Frone, Yardley & Markel, 1997), suggesting the

possibility of affective enrichment from work to family.



1.2.4 Work Well-being as the Outcome

Positive events are associated with increased well-being, especially when the
individual enjoys the activity and puts a high value rating on the activity, possibly
due to the influence it has on mood (Eden, 2001; Haworth, 1997; Sonnentag, 2001).

Positive well-being incorporates affects and aspects of mental health and satisfaction.

During the past three decades, many studies have shown that job characteristics
can have a profound impact on employee well-being (e.g. job strain, burnout, and
work engagement). For example, job resources such as social support, performance
feedback, and autonomy may instigate a motivational process leading to job-related
learning, work engagement, and organizational commitment (e.g. Demerouti et al.,

2001; Salanova et al., 2005; Taris & Feij, 2004).

On the other hand, work-family interface will produce a great impact on work
well-being. Research evidence is consistent and overwhelming —work and family life
interfere with each other is associated with dissatisfaction with both the job and
family life, along with reduced feelings of well-being (or, conversely, heightened

psychological and physical strain) (e.g. Brough & O’Driscoll, 2005).

However, following enhancement theory, being engaged in multiple roles is
generally thought to promote well-being and is synergistic for an individual
(Ruderman et al., 2002). Satisfactory role engagement between domains is expected
to be associated positively with individuals’ well-being because it can reduce inter-
domain conflict and stress, both of which detract from well-being (Greenhaus et al.,

2003). Conflict and stress should be minimal in the presence of facilitation, resulting



in higher well-being. These cross-domain effects are supported by Ford et al. (2007)
in their meta-analysis, which reported that reduced stressors and higher level of
support that are specific to one domain were positively related to satisfaction in

another domain.

Warr (1987) categorized concepts such as job satisfaction, job-related tension,
and job-related depression as work well-being. Many Chinese studies have taken job
satisfaction, physical and psychological symptoms as three facets of work well-being
(Liu, Siu, & Shi, 2010; Siu, Lu & Spector, 2007; Siu, Spector, & Cooper, 2006; Siu,
Spector, Cooper, & Lu, 2005). In the current study, work well-being including job

satisfaction and psychological health is proposed to be the outcome variable.

1.2.5 Work Demand as the Moderator

In addition to studies investigating the direct associations between work family
conflict and facilitation themselves and their antecedents and outcomes, some other
researchers have examined the moderating (or buffering) role of certain variables.
However, compared with research examining antecedents and consequences of both
work family conflict and work family enrichment, less attention has been paid to
moderator effects. Research has revealed that job demands such as high work
pressure, emotional demands, and role ambiguity may lead to sleeping problems,
exhaustion, and impaired health (e.g. Doi, 2005; Halbesleben & Buckley, 2004).
Although researchers have assumed that demand is a negative experience when
meeting those demands requires high effort from which the employee has not
adequately recovered (Meijman & Mulder, 1998), it may be perceived as neutral or
even positive by some individuals, in fact, advocate challenge in the workplace as

9



one aspect that contributes to job success (Hackman & Oldham, 1980). In the Job
Demands-Resources (JD-R) Model (Bakker & Demerouti, 2007), it showed that job
resources particularly have an impact on work engagement when job demands are
high. Thus, this finding has supported the hypothesis that resources gain their

salience in the context of high demands/threats.

The present study will move beyond previous studies by hypothesizing work
demand as a moderator for the relationship between work support and work well-

being.

1.2.6 The importance of studying work-family enrichment in China

Compared to research conducted in Western cultures, there is a paucity of work
on work-family enrichment in Mainland China, a ‘Big-Country’ with a large
workforce. In recent years, organizations in China too have started introducing
process about employee work-life balance issues (Yang et al., 2000; Yang 2005;
Spector et al., 2007; Lu et al., 2009), it is imperative to further examine these issues

in China.

In comparison to many developed countries, such as North Americans, China
has different culture and socioeconomic condition. A number of researchers have
noted that Chinese tend to place more emphasis on work than on leisure, less concern
about work intruding on non-work, and see work as contributing to the family rather
than competing with it (e.g., Bu & McKeen, 2000; Shenkar & Ronen, 1987). For
instance, Yang and colleagues (Yang et al., 2000; Yang 2005) tied these differences

to Individualistic—Collectivistic, focusing specifically on China versus the United
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States. In individualistic society, people view work as a means to personal
achievement and development. Excessive efforts spent in work pursuits are seen as
being devoted to the self and neglecting the family. On the other hand, in
collectivistic society where people view the individual in terms of social networks,
work roles are seen as serving the needs of the in-group rather than the individual.
People who put extra effort into work are seen as making sacrifices for their in-group
(e.g., family) and enjoy support from the family. In the cross-national study by
Spector et al. (2007), country cluster (individualistic vs. collectivistic) moderated the
relationship between work demands and strain-based work interference with family
(WIF) as well as the relationship between strain-based WIF and both job satisfaction
and turnover intentions, with the individualistic countries cluster having the stronger
relationships. Lu et al. (2009) provided validity evidence for a four-fold taxonomy of
work-family balance which comprises direction of influence (work to family vs.
family to work) and types of effect (work-family conflict vs. work-family enrichment)
with a Chinese sample. In light of these studies mentioned above, the present study
assumes that work and family facilitation in Chinese context will be worthwhile and

appropriate to study and different from the western countries.

What is more, Hong Kong and Hangzhou are both Chinese cities, but different
in culture, economy and policy: Hong Kong has international culture, developed
economy and emphasis on life efficiency; in comparison, Hangzhou has traditional
culture, developing economy, one-child policy and emphasis on quality of life. I
expect to find differences, or perhaps similarities, about work and family facilitation

in these two typical Chinese cities.

1.3 Objectives and Research Questions

11



To reiterate, one of the purposes of the present study is to examine the role of
work-family enrichment in two Chinese regions. Specifically, by elucidating an
empirical investigation of work to family enrichment, which serves as the mediating
role on the psychosocial path from work support to work well-being, in two samples
in China (Hong Kong and one city in PR China), the current study will offer a
significant contribution to the validation and generalization of Western theories.
Another purpose of the study is to develop and validate a concise work support scale
comprising the facets of supervisor support, co-worker support, and organization
support. The newly developed measure in positive organizational behavior research
will be another contribution to academic research and practical human resource

practices.
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CHAPTER 2 LITERATURE REVIEW

2.1 The Development of Theories in Work-Family Interaction

Early research on work and family resulted in several taxonomies of models to
describe the relationship between work and family life. Edwards and Rothbard (2000)
provide an exhaustive review on six basic models or linking mechanisms in work-
family interface. Among them, the segmentation model, the congruence model and
the identity or integrative model are non-causal models which posit that even if work
and family variables are interrelated, no causal relationship exists between work and
family life. In contrast, the spillover model, the compensation model, the resource
drain model are characterized as causal models which posit that what happens in one
domain of like (e.g., work) can have a causal impact on what happens in another

domain of life (e.g., family).

Based on Positive Organizational Behavior (POB), scholars have started to
examine the positive impact of work-family interface and their positive
consequences on individual’ health and organizational performance rather than the
incompatibility between work and family. Frone (2003) conceptualized a four-fold
taxonomy of work-family balance that can be classified along two dimensions: (a)
direction of influence between work and family roles (work to family vs. family to
work), and (b) the type of effect (conflict vs. facilitation). This conceptualization
produced four separate constructs: work to family conflict (WFC), family to work
conflict (FWC), work to family facilitation (WFF), and family to work facilitation
(FWF). This four-fold taxonomy of work-family balance further explores the

relationship between work and family from a more integrative and dynamic vantage
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point.

Meanwhile, different terms were used to identify the facilitative process through
which one domain positively influences the other, including positive spillover
(Crouter, 1984, Allis & O’Driscoll, 2008; Hammer et al., 2005), facilitation
(Grzywacz, 2002; Frone, 2003; Rotondo & Kincaid, 2008; Wayne et al., 2006;
Balmforth & Gardner, 2006), enhancement (Sieber, 1974; Greenhaus & Parasuraman,
1999), synergy (Beutell & Wittig-Berman, 2008) and enrichment (Greenhaus &
Powell, 2006; Rothbard, 2001). Among them, work-family enrichment was
considered best capture the mechanism combining work and family domains

(Greenhaus & Powell, 2006), which I will discuss in details in the next section.

2.2 Work-Family Enrichment

2.2.1 The Concept and Structure of Work-Family Enrichment

Work-family enrichment is defined as the extent to which experiences in one
role improve the quality of life, namely performance or affect, in the other role
(Greenhaus & Powell, 2006). “Work’ is conceived as a social group comprising two
or more individuals connected by common organizational affiliation, such as
members of a section or department, as well as individuals bound by a profession,
vocation, or other means of livelihood. Similarly, ‘family’ is also conceived as a
social group comprising two or more people related by common ancestry, adoption,
marriage and other legal or socially recognized unions (Grzywacz et al., 2007).
Greenhaus and Powell proposed that enrichment occurs when resource gains

generated in Role A (e.g. work) promotes improved individual performance in Role
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B (e.g. family). More specifically, enrichment occurs when resources (skills and
perspectives, flexibility, psychological and physical social-capital, and material
resources) gained from one role either directly improve performance in the other role
by the instrumental path, or indirectly through their influence on positive affect by

the affective path.

Instrumental pathway occurs when resources such as skills and perspectives
gained from one role directly improve performance in the other role. It is exemplified
through research suggesting that workers believe their family lives have taught them
new ways of interacting with co-workers or have improved their ability to multitask
on the job (Crouter, 1984; Kirchmeyer, 1992; Ruderman et al., 2002). For example,
employees might learn conflict resolution skills in training at work that, when used in
their families, enables them to resolve conflicts more effectively with their children,
spouses, or other family members. Similarly, parents report developing greater
patience with their children which help them relate better to others in their work

environments (Carlson et al, 20006).

The affective pathway occurs when a resource in one domain produces positive
affect within that domain which in turn improves individual functioning in the other
domain. It is exemplified in Rothbard’s (2001) recent analysis, which indicated that
greater attentiveness in one domain is indirectly associated with enhanced
engagement in another domain through positive affect. Positive affect refers to a
valenced feeling state reflecting positive moods, emotions, or attitudes (Pettit et al.,
2001). In particular, high positive affect reflects the degree to which one feels
enthusiastic, alert, has high energy, and experiences pleasurable mood (Pettit et al.,

2001). For example, an individual in a positive mood when leaving work likely
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responds more positively, patiently, and happily to his or her family members who
can ultimately enhance his or her affect and performance as a parent or spouse

(Carlson et al, 20006).

Carlson, Kacmar, Wayne, and Grzywacz (2006) described the bi-directional and
multidimensional concept of work-family enrichment that work and family provide
individuals with somewhat distinct resources that can be used to improve role
performance and quality of life in other domains. Specifically, family roles benefit
from work roles through developmental resources, positive affect and psychosocial
capital derived from involvement in work (work to family enrichment, WFE); while
work roles benefit from family roles through developmental resources, positive affect
and gains in efficiency derived from involvement in family (family to work

enrichment, FWE).

On work to family enrichment, there are three directions: Firstly, development
occurs when involvement in work leads to the acquisition or refinement of skills,
knowledge, behaviors, or ways of viewing things that help and individual be a better
family member. Secondly, affect is defined as a positive emotional state or attitude
which results when involvement in work helps the individual be a better family
member. Finally, capital occurs when involvement in work promotes levels of
psycho-social resources such as a sense of security, confidence, accomplishment, or

self-fulfillment that helps the individual is a better family member.

Similarly to work to family enrichment, family to work enrichment also consists
of three dimensions: Firstly, development occurs when involvement in family leads
to the acquisition or refinement of skills, knowledge, behaviors or ways of viewing
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things that help an individual be a better worker. Secondly, affect occurs when
involvement in family results in a positive emotional state or attitude which helps the
individual be a better worker. Finally, efficiency occurs when involvement with
family provides a sense of focus or urgency which helps the individual is a better
worker. Both work-to-family enrichment and family-to-work enrichment are
positively related to individual’s mental health (Allis & O’Driscoll, 2008; Grzywacz
& Bass, 2003), family functioning (Grzywacz & Marks, 2000) and job outcomes
such as job satisfaction (Beutell & Wittig-Berman, 2008) and organizational

commitment (Wayne et al., 2004, 2006; Van Steenbergen et al., 2007).

2.2.2 The Fundamental Theory of Work-Family Enrichment

Work—family facilitation is rooted in two related sociological critiques of role
theory. The argument suggests that a greater number of role commitments provide
benefits to individuals rather than draining them (Sieber, 1974; Marks, 1977), which
actually challenged the ‘scarcity of resources’ hypothesis which posit that work and
family were vying for individuals’ finite amounts of resources and proposes.
Therefore, attention and energy can be expanded instead of being drained by greater
number of role. Moreover, both Sieber and Marks argued that role accumulation
provi