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ABSTRACT 

 This study meta-analyzed relationships between proposed antecedents and both directions 

of work-family enrichment (i.e., work-to-family enrichment and family-to-work enrichment). 

Proposed antecedents, which were derived from three existing theoretical models on the positive 

interface between work and family, include contextual and personal characteristics from both 

work- and family-domains. Primary studies included in the meta-analyses were from both 

published and unpublished sources between 1990 and 2016. The results suggest that several 

contextual and personal characteristics are significantly related to work-family enrichment. 

Gender’s moderating effect on the relationship between contextual characteristics and work-

family enrichment received little support. Comparisons between examined antecedents of work-

family enrichment and antecedents of work-family conflict supported the notion that work-

family enrichment and work-family conflict are distinct constructs; in other words, enrichment is 

not merely the opposite of conflict. Practical implications and suggestions on future research are 

discussed.  
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INTRODUCTION 

Recent decades have witnessed changing employment patterns and family roles. 

Increasing representation of dual-earner families and the growing number of employees with 

multigenerational caring responsibilities (Fox, Han, & Waldfogel, 2013; Fredriksen & Scharlach, 

1999) have attracted researchers to devote their work to explain the work-family interface 

(Barnett, 1998; Barnett, 1999; Edwards & Rothbard, 2000; Lambert, 1990). Previously, the 

work-family literature had been heavily skewed towards the conflict perspective, which assumes 

that the multiple roles of an individual inevitably lead to the experience of conflict and stress 

(Barnett, 1998). Corresponding to the growing attention on positive psychology, which 

emphasizes strengths and health rather than weakness and illness, work-family scholars have 

increasingly recognized the positive side of the work-family interface (Barnett, 1998; Frone, 

2003; Greenhaus & Powell, 2006; Wayne, Grzywacz, Carlson, & Kacmar, 2007; ten 

Brummelhuis & Bakker, 2012).  

As a result, research focused on work-family enrichment has grown substantially and 

suggested that it is an important predictor of work, family, and life outcomes (Casper, Eby, 

Bordeaux, Lockwood, & Lambert, 2007). Greenhaus & Powell (2006) define work-family 

enrichment as “the extent to which experiences in one role improve the quality of life in the other 

role”. A variety of labels are used in the literature to describe the positive side of the work-family 

interface, including positive spillover, enhancement, and facilitation. The present study adopted 

Greenhaus and Powell’s (2006) definition of “work-family enrichment” as its study construct. 

Greenhaus and Powell’s (2006) review of nineteen studies reveals that although most researchers 

used terms other than enrichment (e.g., positive spillover), the measures used by those 

researchers indicate that the concept is consistent with Greenhaus and Powell’s definition of 
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work-family enrichment. Calson, Kacmar, Wayne, and Grzywacz (2006) have also suggested 

that constructs like positive spillover and facilitation can be grouped under enrichment. 

Therefore, work-family enrichment appears to be the most inclusive construct to study the 

positive interface of the work and family domains. 

Work-family enrichment is a bi-directional construct. In other words, work can enrich 

family, which is termed as work-to-family enrichment (WFE); family can enrich work, which is 

termed as family-to-work enrichment (FWE). A meta-analysis on the consequences associated 

with work-family enrichment reveals that work-family enrichment is related to increased job 

satisfaction, increased affective commitment, higher family satisfaction, and improved physical 

and mental health (McNall, Nicklin, & Masuda, 2010). Furthermore, in terms of work-related 

outcomes, individual empirical studies have also shown that work-family enrichment is related to 

lower levels of turnover intention, improved job performance, and decreased burnout (Carlson, 

Kacmar, Zivnuska, & Ferguson, 2011; Liu & Cheung, 2015; Wayne, Randel, & Stevens, 2006). 

With respect to non-work related consequences, work-family enrichment is shown to be 

associated with greater family satisfaction, marital satisfaction, and life satisfaction (Hanson, 

Hammer, & Colton, 2006; Masuda, McNall, Allen, & Nicklin, 2012; van Steenbergen, Kluwer, 

& Karney, 2014). Regarding health-related outcomes, research suggests that work-family 

enrichment is related to reduced depression, reduced depression of spouse, better physical health, 

and a lower level of psychological distress (Carlson, Hunter, Ferguson, & Whitten, 2014; 

Carlson et al., 2011; Hammer, Cullen, Neal, Sinclair, & Shafiro, 2005). Due to its significant 

outcomes, it is important to examine the factors that influence employees’ experience of 

enrichment between their work and family roles (i.e., antecedents of work-family enrichment). 
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A number of scholars have theorized that individual characteristics, work- and family-

domain variables play important roles in predicting work-family enrichment (Greenhaus & 

Powell, 2006; Grzywacz, Carlson, Kacmar, & Wayne, 2007; Rothbard, 2001; ten Brummelhuis 

& Bakker, 2012); however, relationships between potential antecedents and work-family 

enrichment revealed by individual empirical studies often vary considerably (Grzywacz, 

Almeida, & McDonald, 2002; Heller & Watson, 2005; Powell & Greenhaus, 2010; Wayne, 

Musisca, & Fleeson, 2004). Conflicting results in the literature could raise concern in theory 

construction. Moreover, conflicting results are not beneficial for practitioners when developing 

policies to improve employee experiences and performance. To address this issue, the purpose of 

the present study was to empirically examine those relationships using meta-analyses. 

Specifically, I examined contextual and personal characteristics in work- and family- domains as 

antecedents for work-family enrichment. I also examined gender’s moderating effect on the 

relationships between work-family enrichment and its antecedents.  

THEORY AND HYPOTHESES 

Work-Family Enrichment Theory 

Several theoretical models have been developed to help explain the process of work-

family enrichment and guide research in the area (Greenhaus & Powell, 2006; Wayne, 

Grzywacz, Carlson, & Kacmar, 2007; ten Brummelhuis & Bakker, 2012). This section builds on 

the existing models to provide a theoretical model of work-family enrichment and its 

antecedents. The model is displayed in Figure 1. 

Greenhaus and Powell’s (2006) model of work-family enrichment proposes that 

resources generated in role A can promote high performance and positive affect in role B 
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through two different paths. A resource can 1) be transferred directly from role A to role B and 

thus enhances performance in role B, a mechanism referred to as the instrumental path, and 2) 

promote positive affect within role A, which in turn, produces high performance and positive 

affect in role B, a mechanism referred to as the affective path.  

It is suggested that the generation of resources, which is likely to be determined by role 

characteristics and personal characteristics, plays a crucial role in driving the enrichment process. 

Five types of resources are proposed that can be generated in a role, including skills and 

perspectives (e.g., cognitive and interpersonal skills, coping skills, respecting individual 

differences, valuing differences in cultural background), psychological and physical resources 

(e.g., self-efficacy, personal hardiness, physical health), social-capital resources (e.g., influence, 

information), flexibility (e.g., flexible work arrangements), and material resources (e.g., money, 

gifts). When such resources are acquired in one role, individuals may be able to transfer them 

into another role through the instrumental or the affective path. For example, an employee’s 

time-management skill acquired at work may directly improve his/her performance at home 

(instrumental path). It is also possible that resources in one role produce enrichment to another 

role through positive affect. For example, one’s time-management skill acquired at work helps 

improve the individual’s performance in the work domain, which produces positive affect and in 

turn enhances one’s performance at home.  

The Resource-Gain-Development perspective (RGD). The RGD (Wayne et al., 2007) 

termed the positive work-family interface as “work-family facilitation”. The authors extended 

from Positive Organizational Scholarship, Ecological Systems Theory, and Conservation of 

Resources Theory and developed the Resource-Gain-Development perspective to explain work-

family facilitation. The model proposes that work-family facilitation occurs when gains acquired 
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in one domain (i.e., work/family) are transferred to and therefore enhance functioning of the 

other domain (i.e., family/work). Four categories of gains can be acquired in each domain, 

including developmental gains (i.e., the acquisition of skills, knowledge, values, or perspectives), 

affective gains (i.e., alteration in moods, attitudes, confidence, or other aspects of emotion), 

capital gains (i.e., the acquisition of economic, social, or health assets), and efficiency gains (i.e., 

the enhanced focus or attention induced by multiple role responsibilities).  

According to the RGD (Wayne et al., 2007), personal characteristics and environmental 

characteristics that contribute to gains in one domain are key enablers for facilitation. In other 

words, the greater resources an individual has, the greater the potential for facilitation. Personal 

characteristics refer to aspects of an individual that promote and cause him/her to experience and 

seek more positivity, such as positive emotion and positive developmental experiences. These 

gains then contribute to better functioning in the other domain and thus complete the facilitation 

process. Environmental resources that promote positive, dynamic, and enriching domain 

experiences allow an individual to acquire gains and therefore enable facilitation. Additionally, 

the RGD also proposes that an individual’s demand characteristics can influence the type and 

degree of environmental resources available to him/her and therefore influence the potential for 

facilitation. Different individuals may also utilize similar resources in different ways. For 

example, when family supportive resources are available, women more readily utilize them 

compared to men, resulting in greater likelihood of facilitation (Wayne et al., 2007). 

The Work-Home Resources (W-HR) model. Using conservation of resources (COR) 

theory (Hobfoll, 1989, 2002), the Work-Home Resources (W-HR) model (ten Brummelhuis & 

Bakker, 2012) provides an integrative perspective on the work-home interface (Greenhaus & ten 

Brummelhuis, 2013). The W-HR model suggests that resources are essential in the enriching 
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processes between work and family. Resources are categorized into two types by the source, or 

origin of the resources. Contextual resources are resources that are located outside of the self and 

are found in the social context, while personal resources are proximate to the self. It is proposed 

that, in the enriching processes, personal resources act as the messengers that positively link the 

work and family domains. Specifically, in consonance with the idea of a gain spiral, which 

suggests that resources can produce other resources, contextual resources in one domain generate 

more personal resources that consequently facilitate performance in the other domain. For 

example, support from one’s supervisor at work (a contextual resource) may lead to enhanced 

self-esteem (a personal resource), which can subsequently facilitate one’s performance at home. 

Another type of resources, termed as key resources, play an important role in the work-family 

enrichment process. Key resources are “management resources that facilitate the selection, 

alteration, and implementation of other resources” (p. 548). Individuals who possess certain key 

resources are more likely to collect new resources and therefore more likely to experience 

enrichment. For example, employees who are more engaged in their work role are more likely to 

take on new challenges and thus generate new skills and perspectives to be transferred to their 

home roles.  

In addition, the W-HR model also proposes ways in which contextual demands, either 

from work or from family, inhibit the processes of work-family enrichment (ten Brummelhuis & 

Bakker, 2012). In contrast to the idea of a gain spiral, a loss spiral is a process “in which stress 

develops and resources further deplete” (p. 547). Contextual demands lead to a loss in personal 

resources, which makes it less likely for someone to collect more contextual resources, which 

makes it more difficult for someone to collect additional resources (Hobfoll, 2002). For example, 

family overload consumes one’s time and energy (personal resources), which results in a lower 



7 
 

likelihood of the individual gaining other contextual resources to be turned into, for instance, 

skills and knowledge (personal resources), and thus ultimately reduces the potential for the 

enriching processes to the work domain. Hence, the W-HR model suggests that contextual 

demands in domain A (work or family) make the occurrence of A-to-B enrichment less likely by 

depleting resources that could be used in the other role. 

All three theoretical models discussed above recognize resources as an essential element 

in the work-family enrichment process. Contextual characteristics and personal characteristics 

are proposed to influence the degree and types of resources available to an individual and 

therefore influence the potential of work-family enrichment. Contextual characteristics, which 

are characteristics outside of the self, are referred to as role characteristics in Greenhaus & 

Powell’s (2006) model, environmental characteristics in the RGD (Wayne et al., 2007), and 

contextual resources in the W-HR model (ten Brummelhuis & Bakker, 2012). Personal 

characteristics, which are psychological characteristics of one self, are referred to as personal 

characteristics in Greenhaus & Powell’s (2006) model and the RGD, and key resources in the W-

HR model (ten Brummelhuis & Bakker, 2012). Specifically, regarding potential antecedents for 

work-family enrichment, it is proposed that contextual and personal characteristics that generate 

resources enable the enrichment process; on the other hand, contextual and personal 

characteristics that deplete resources reduce the potential for work-family enrichment.  

Resource Providing Contextual Characteristics in the Work Domain 

 The first group of resource providing work contextual characteristics consists of support 

in the work domain, including general support from either one’s supervisors or coworkers, 

general support from one’s organization, family-friendly policies that are available at one’s 

workplace, and work-family culture. Social support can lead to a more positive mood, which in 
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turn contributes to better performance in the other domain. Additionally, social support may even 

lead to the acquisition of skills (e.g., interpersonal skills) and perspectives (e.g., respect for 

individual differences) in the long run and consequently contributes to better performance in the 

other domain (ten Brummelhuis & Bakker, 2012; Greenhaus & Powell, 2006). Furthermore, 

family-friendly policies such as flexible scheduling, telecommuting, day care assistance, and job 

sharing have been shown to indirectly affect employees’ general health in a positive way 

(Thomas & Ganster, 1995), a resource that is essential for the better performance in the home 

domain. Work-family culture describes the extent to which the shared assumptions, beliefs, and 

values in an organization support and value the integration of employees’ work and family lives 

(Thompson, Beauvais, & Lyness, 1999). The work-family culture in an organization could 

influence the potential of an employee’s resource acquisition. For example, in an organization 

where the work-family culture values its employees’ family lives, the employees are more likely 

to utilize available family-friendly policies, which may help free their time and energy in order to 

benefit their experience at home. Moreover, employees who uses family-friendly policies such as 

flexible time will feel less stress in an organization that has high work-family culture, which may 

result in a better mood and ultimately benefit the family domain.  

 Hypothesis 1: General supervisor support, family-focused supervisor support, general 

coworker support, family-focused coworker support, general overall organizational support, 

family-friendly policies, and work-family culture are positively related to WFE. 

 The second group consists of various job characteristics, including job tenure, 

organization tenure, and autonomy (or freedom, latitude). Job and organization tenure might give 

the individual the advantages in acquiring resources in the work domain. For example, the longer 

the job and organization tenure an individual has, the more familiar he/she might be about other 
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individuals in the workplace in terms of their skills and knowledge, and thus have a better 

understanding of who to go to for help; employees might also attain a better understanding of 

policies and procedures in an organization as their tenure increases (Zenger & Lawrence, 1989).  

Jobs with higher levels of job autonomy offer employees freedom, independence, and discretion 

in scheduling their work and in determining the procedure to be used in carrying it out (Hackman 

& Oldham, 1975), providing time resources to contribute to one’s performance at home. 

Moreover, skills learned through job autonomy in terms of scheduling and arranging work tasks 

can be applied in the home domain. Job autonomy has also been linked with higher job-related 

affect (Stewart & Barling, 1996). Therefore, job autonomy generates time, skills, and positive 

affect which can benefit the family domain.  

 Hypothesis 2: Job tenure, organization tenure, and autonomy/freedom/latitude are 

positively related to WFE. 

Resource Providing Personal Characteristics in the Work Domain 

 This group consists of job (or work) involvement, work centrality (or salience, identity), 

and work engagement. Job involvement is the extent to which an individual identifies 

psychologically with his/her job (Lodahl & Kejner, 1965). Work centrality is the degree of 

importance work plays in one’s life (Paullay, Alliger, & Stone-Romero, 1994). Work 

engagement is a positive and fulfilling state of mind related to work that is characterized by 

vigor, dedication, and absorption (Schaufeli, Salanova, González-Romá, & Bakker, 2002). 

Although the three constructs are distinct, they are similar in the sense that they all capture the 

extent to which an individual is attached to his/her job. The more one is involved, identifies, or is 

engaged with one’s job, the more likely one will acquire resources at work, such as skills and 

knowledge (Bakker & Demerouti, 2008), through for example extra-role activities (e.g., 
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leadership development training in active listening can be applied to parent-child interaction), as 

well as better health (Schaufeli, Taris, & Van Rhenen, 2008), which can benefit one’s family 

role.  

Hypothesis 3: Job/work involvement, work centrality/salience/identity, and work 

engagement are positively related to WFE. 

Resource Depleting Contextual Characteristics in the Work Domain 

 This group includes hours worked, work role overload, and job insecurity. The more 

work hours one has, the less time there is to spend with one’s family. Additionally, number of 

hours worked can be considered as work role time demand, which is often seen as a precursor to 

role overload and thus induces stress on the individual (Michel, Kotraba, Mitchelso, Clark, & 

Baltes, 2011). Similarly, job insecurity also induces stress. When such situations are 

encountered, resource drain is likely to occur (Michel, et al., 2011). Therefore, the potential for 

the enriching process from work to family is reduced (ten Brummelhuis & Bakker, 2012). For 

example, job insecurity is shown to be related to worse personal mental and physical health 

(Sverke, Hellgren, & Näswall, 2002), which in turn negatively effects one’s acquisition of other 

resources and ultimately reduces the potential for WFE.  

 Hypothesis 4: Hours worked, work role overload, and job insecurity are negatively 

related to WFE. 

Resource Providing Contextual Characteristics in the Family Domain 

 Aside from workplace social support, individuals can also experience social support from 

family members. The sources of social support in the family domain may be the spouse and/or 

the family as a whole. Support from one’s family such as information and advice generates 
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resources such as knowledge and perspective; encouragement provided by one’s family may lead 

to better mood; help provided by family in household responsibilities may free one’s time. All 

these resources acquired can then be applied to one’s work role and complete the enriching 

processes. Previous single studies have provided empirical evidence in supporting the positive 

relationship between family support and FWE (e.g., Aryee, Srinivas, & Tan, 2005; Nicklin & 

McNall, 2013). 

 Hypothesis 5: Family support is positively related to FWE. 

 The W-HR model (ten Brummelhuis & Bakker, 2012) proposes marriage as a condition 

that serves as a means for the attainment of other resources. Assuming an individual is involved 

in a healthy marriage, one’s marriage provides social support such as skills, health (Schoenborn, 

2004), knowledge, perspectives, experiences, and positive affect (Stack & Eshleman, 1998) that 

can benefit one’s work role and thus complete the FWE processes.  

 Hypothesis 6: Marital status is positively related to FWE. 

Resource Providing Personal Characteristics in the Family Domain 

 This group includes family involvement, family centrality (or salience, identity), family 

support, and marital status. Similar to work involvement and centrality, family involvement and 

centrality overlap in the sense that they both capture the extent to which an individual is attached 

to his/her family. The more one is involved or identifies with one’s family, the more likely they 

are to acquire resources in the family role which can be applied to the work role. For example, 

similar to the work domain, skills and knowledge as well as positive mood can be gained through 

one’s involvement and attachment in the family role in order to benefit one’s work role.  
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 Hypothesis 7: Family involvement and family centrality/salience/identity are positively 

related to FWE. 

Resource Depleting Contextual Characteristics in the Family Domain 

 This group includes hours spent in the family role, family role overload, number of 

children, age of youngest child, spouse employment, and hours of spouse working. Consistent 

with the linkage between resource depleting work characteristics and WFE, resource depleting 

family characteristics consume one’s time and energy, which influences the availability of 

resource gains, and therefore influences the potential for FWE (Wayen et al., 2007). The number 

of children one has and the age of one’s youngest child may affect the amount of time, energy, 

and attention required to be devoted to family responsibilities; having a spouse who also works 

full time might indicate that there are more family responsibilities to be taken on compared to 

employees whose spouses do not hold full-time employment. By the same logic, hours of one’s 

spouse working is negatively related to the amount of time the spouse can devote to the shared 

family responsibilities. All of these factors might drain one’s time and energy and induce stress, 

which are likely to affect one’s resource acquisition and thereby reduce the potential for FWE 

(Michel, et al., 2011; ten Brummelhuis & Bakker, 2012). 

 Hypothesis 8: Hours spent in the family role, family role overload, number of children, 

age of the youngest child, spouse employment, and hours of spouse working are negatively 

related to FWE. 

Gender as a Moderator of the Relationship between Contextual Characteristics and Work-

Family Enrichment 
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 Greenhaus and Powell (2006) argued that individual differences may moderate the 

relationship between resources and enrichment. The decision to apply resources from one role to 

another role is likely to be intentional (Edwards & Rothbard, 2000). Regarding the instrumental 

path, individuals who strongly value a particular role are inclined to utilize resources gained 

from the other role to enrich the former. Regarding the affective path, positive affect in one role 

leads to an individual’s tendency of being more engaged, psychologically available, and 

energetic; however, these tendencies may not be applied to the other role if it is not salient 

(Greenhaus & Powell, 2006). Gender is the most frequently studied demographic variable in the 

work-family interface research (Korabik, McElwain, & Chappell, 2008). Research suggests that 

the family role is more likely to be highly salient for women than men and the work role is more 

likely to be highly salient for men than women (Cinamon & Rich, 2002; Powell & Greenhaus, 

2010). This is consistent with Wayne and colleagues’ (2007) model as well as ten Brummelhuis 

& Bakker’s (2012) call for examination of differences between gender in the work-family 

interface. Similarly, contextual demands in role A may more easily limit the enrichment process 

to role B for the gender group who view role B as more salient (Michel, et al., 2011).  

 Hypothesis 9a: Relationships between work contextual resources and WFE are stronger 

among women than among men. 

 Hypothesis 9b: Relationships between work contextual demands and WFE are stronger 

among women than among men. 

 Hypothesis 9c: Relationships between family contextual resources and FWE are stronger 

among men than among women. 
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 Hypothesis 9d: Relationships between family contextual demands and FWE are stronger 

among men than among women. 

METHODS 

Meta-analytic techniques were chosen to empirically integrate existing literature on 

antecedents of work-family enrichment for the following reasons. First, meta-analyses are 

superior to single studies in examining the true relationships between antecedents and work-

family enrichment. Hunter & Schmidt (2004) suggest that “conflicting results in the literature 

may be entirely artifactual” (p. 8). One of the common artifacts found in most studies is sampling 

error. Single studies tend to be conducted on relatively small samples and hence yield estimates 

that depart by some random amount from the value of the population parameters. The law of 

large numbers justifies the use of meta-analyses as it states that parameter estimates yielded from 

a large number of samples should be close to the population values. In other words, meta-

analyses are subject to less sampling error when compared to single studies. Measurement error 

can also contribute to the different conclusions between studies. Meta-analyses allow correction 

for measurement error in each study (Hunter & Schmidt, 2004). Second, meta-analyses are also 

superior to systematic reviews/narrative subjective reviews in integrating findings in the 

literature. Such reviews are inadequate to integrate findings across large numbers of studies due 

to limitations of human capabilities, which results in reviewers fishing for the “best” studies to 

include in their reviews based on subjective and idiosyncratic criteria. Therefore, such reviews 

are still subject to sampling errors and artifacts as different reviewers will likely to arrive at 

different conclusions due to the differences in the “best” studies selected.  

Literature Search and Inclusion Criteria 
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 To identify studies to be included in this meta-analysis, a computerized search of three 

databases (ABI-INFORM, PsycINFO, and ProQuest Dissertations and Theses) was conducted 

for the years up to and including 2016. Articles with correlation matrices that contained variables 

of interest were located. Keywords used include “enhancement”, “enrichment”, “facilitation”, 

“positive spillover”, “work-family”, “work-home”, and “work-life”. 

 Articles published between 1990 and 2016 in the following journals where work-family 

research is often published were then manually scanned: Administrative Science Quarterly, the 

Academy of Management Journal, Community, Work and Family, Human Relations, the Journal 

of Applied Psychology, the Journal of Management, the Journal of Marriage and the Family, the 

Journal of Occupational Health Psychology, the Journal of Occupational and Organizational 

Psychology, the Journal of Organizational Behavior, the Journal of Vocational Behavior, 

Organizational Behavior and Human Decision Processes, and Personnel Psychology. The year 

1990 was chosen because the first scale of role enhancement from work to family was developed 

and published in 1990 (Tiedje et al., 1990). The reference lists of all the identified articles, the 

conceptual paper of Greenhaus and Powell (2006) as well as the meta-analytic study of McNall 

and colleagues (2010) was examined for other relevant studies. Some authors published different 

studies with the same data set, reporting the same correlation in more than one study. In these 

cases, the correlation in question was recorded only once based on the largest sample size. If a 

study contained multiple independent samples, the correlations of the variables of interest were 

obtained from each sample. In terms of longitudinal studies, where the variables were measured 

multiple times in the same samples repeatedly, the correlations were recorded only once from the 

time point with the largest sample size; if the sample sizes were the same across different times, 

the correlation associated with larger alphas was recorded; if both the sample sizes and alphas 
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were the same, the average of the correlations was computed and recorded. The Divisions of 

Careers, Gender and Diversity in Organizations at the Academy of Management, and researchers 

who are active in the field of work-family interface were contacted for unpublished or in press 

studies in order to minimize publication bias. Finally, I performed a manual search of the AoM 

and SIOP annual conference programs from 1990 to 2016 to locate conference papers. 

 Studies were included if a measure of WFE and/or FWE was administered, and 

correlations between enrichment and antecedents were provided. Studies were omitted if they 

included only qualitative data, no correlations are obtained after contacting the authors, or work–

family enrichment direction was not indicated.  

Meta-Analytic Procedures 

After gathering all the data, three members of the project team independently coded the 

identified variables. In situations where there was disagreement, discussion was conducted to 

reach a consensus. The relationship between a certain antecedent and work-family enrichment 

was meta-analyzed if there were more than two independent samples in the literature that 

examined the correlation between the constructs. I employed the meta-analytic procedure 

suggested by Hunter and Schmidt (2004), such that the effect size is the product-moment 

correlation coefficient (r) reported in each study. 

I corrected each correlation for unreliability in the measurement by using the Cronbach’s 

alpha values (α) provided in each study with the exception of measures that were assumed to be 

perfectly reliable, such as job tenure, and organization tenure. When an alpha value was 

unavailable, the average alpha value was calculated from the remaining studies using the similar 

if not identical scales. For studies that reported the correlations and alpha values between 
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proposed antecedents and sub-dimensions of work-family enrichment measures rather than the 

overall work-family enrichment measure, I calculated the correlation values and alpha values of 

the composites based on Hunter and Schmidt’s (2004) recommendation. To correct for sampling 

error, I calculated the sample size weighted average corrected correlation by weighing each 

corrected correlation by the product of its corresponding sample size and its squared compound 

attenuation factor (corrected correlation divided by the product of the square root of each 

measure’s reliability; Hunter & Schmidt, 2004). This approach gives more weight to correlations 

that are based on larger samples and on more reliable measures. A mean corrected correlation 

was considered statistically significant at α = .05 when its 95% confidence interval excluded 

zero. I also computed an 80% credibility interval that provides an estimate of the variability of 

correlations attributable to moderators. In addition, I calculated the percentage of total variance 

across corrected correlations explained by study sampling error and measurement unreliability, 

which indicates the possibility of potential moderators being at play. When the percentage is 

over 75%, it is believed that the likelihood of moderators being present is unlikely (Hunter & 

Schmidt, 2004). 

Moderator effects were examined by regressing corrected correlations on the proportion 

of women in the corresponding sample. Weighted regression analyses were performed (with 

weights being the same as those used to compute mean corrected correlations) for relationships 

involving at least 10 samples (cf. Michel et al., 2011). 

RESULTS 

 Following the recommendations of Hunter & Schmidt (2004), I base the discussion of 

bivariate relationships on ρ (mean true score correlation – sample size weighted mean observed 

validity corrected for unreliability).  
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Bivariate meta-analytic findings 

 The results of the bivariate meta-analyses of the relationships between proposed 

antecedents and both directions of work-family enrichment are summarized in Table 1 (WFE) 

and Table 2 (FWE). 

 Resource-providing contextual characteristics. Social support was predicted to be 

positively related to work-family enrichment. Specifically, Hypothesis 1 predicted social support 

from the work domain would be positively related to WFE; while Hypotheses 5 & 6 predicted 

social support from the family domain would be positively related to FWE. Results fully support 

both hypotheses. Regarding the work domain, informal social supports, such as supervisor 

support (both general and family-focused), coworker support (both general and family-focused), 

overall organizational general support, and family-friendly work culture, had medium to large 

positive relationships with WFE (ρ range from .24 to .36); formal support (i.e., family-friendly 

organizational policies) had a relatively small positive relationship with WFE. The non-

overlapping 95% confidence intervals suggest that the relationships between informal social 

supports and WFE were significantly stronger than that between formal support and WFE. 

Regarding the family domain, family support had a relatively large positive relationship with 

FWE (ρ = .49, k = 27, N = 11,748), while marital status had a relatively small positive 

relationship with FWE (ρ = .10, k = 24, N = 9,959). Moreover, the results also suggest that the 

difference in magnitude was statistically significant, as indicated by the non-overlapping 

confidence interval.  

 Hypothesis 2 predicted that job tenure, organization tenure, and 

autonomy/freedom/latitude would be positively related to WFE. The relationships between job 

and organization tenures and WFE were not statistically significant as the 95% confidence 
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intervals include zero. Autonomy/freedom/latitude had a medium positive relationship with WFE 

(ρ = .30, k = 31, N = 21,110). Therefore, hypothesis 2 was partially supported. 

 Resource-providing personal characteristics. Domain involvement, 

centrality/salience/identity, and engagement were predicted to be positively related to work-

family enrichment. Specifically, Hypothesis 3 predicted job/work involvement, work 

centrality/salience/identity, and work engagement would be positively related to WFE, while 

Hypothesis 7 predicted family involvement and family centrality/salience/identity would be 

positively related to FWE. The results fully support both hypotheses. Work involvement (ρ 

= .34, k = 7, N = 1,993) and work centrality/salience/identity (ρ = .38, k = 9, N = 4,057) had 

moderate positive relationships with WFE while work engagement (ρ = .51, k = 19, N = 10,493) 

had a relatively strong positive relationship with WFE. However, the magnitude of the 

differences was not statistically significant. Both family involvement (ρ = .34, k = 8, N = 2,474) 

and family centrality/salience/identity (ρ = .21, k = 7, N = 2,307) had moderate positive 

relationships with FWE.  

 Resource-depleting contextual characteristics. Regarding the work domain, 

Hypothesis 4 predicted that hours worked, work role overload, and job insecurity would be 

negatively related to WFE. However, the results show that the relationships between work hours 

and role overload and WFE were not statistically significant. Job insecurity had a relatively small 

negative relationship with WFE (ρ = -.08, k = 2, N = 1,925). Thus, hypothesis 4 was partially 

supported. 

 Regarding the family domain, Hypothesis 8 predicted that hours spent in the family role, 

family role overload, number of children, age of the youngest child, spouse employment, and 

hours of spouse working would be negatively related to FWE. The results partially support this 
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hypothesis. Only family role overload had a statistically significant relationship with FWE in the 

direction proposed (small to moderate negative relationship; ρ = -.16, k = 9, N = 4,230). Number 

of children (ρ = .04, k = 33, N = 9,863) and spouse work hours (ρ =  .12, k = 2, N = 281) had 

statistically significant relationships with FWE in the opposite direction as proposed, while other 

proposed antecedents were not related to FWE in a statistically significant way. Therefore, 

hypothesis 8 was only partially supported. 

Moderator analysis findings 

 Moderator analyses for WFE and FWE are presented in Table 3. Moderator analyses 

were only conducted if less than 75% of the variance was accounted for and if there were 10 or 

more independent samples available for the specific relationship. 

Hypothesis 9 predicted that the relationships between proposed antecedents in the work 

domain and WFE would be stronger for women than for men, while the relationships between 

proposed antecedents in the family domain and FWE would be stronger for men than for women. 

Of the 16 moderator analyses conducted, gender, measured as percentage of female participants 

within the sample, only moderated the relationship between coworker support (general) and 

WFE. However, the direction of the moderator effect was the opposite as proposed (β = -.79, p 

< .01, k = 11). In other words, the results suggest that the relationship between coworker support 

(general) and WFE was stronger in samples with more male participants than in samples with 

more female participants. Therefore, Hypothesis 9 was not supported.  

DISCUSSION 

 The purpose of this study was to provide a more thorough picture of the work-family 

enrichment literature by investigating the relationships between work-family enrichment and 
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work-related, family-related, and personal characteristics associated with both work and family 

domains using meta-analysis. Although there have been meta-analyses conducted prior to this 

study synthesizing the research on antecedents of work-family enrichment (Michel, et al., 2011), 

to the best of my knowledge, the present study is the first attempt to empirically integrate the 

existing literature on antecedents of the positive side of the work-family interface from both 

work and family domains, which contributes to further the theoretical development of the work-

family enrichment model.  

 Given the findings, I present a modified model in Figure 2. Following the structure of the 

work-family conflict model presented by Michel, et al. (2011), antecedents in bold font represent 

variables that predicted both directions of work-family enrichment, while antecedents in regular 

font represent variables that predicted same domain enrichment only (i.e., work-related 

characteristics predicted WFE, family-related characteristics predicted FWE). Overall, the 

findings suggest: (1) support from work (formal and informal) and family, family-friendly work 

culture, work autonomy, work and family involvement, work engagement, and number of 

children are predictors of both WFE and FWE; (2) Work centrality/salience/identity, job 

insecurity, and family hours predict WFE; (3) Marital status, family centrality, family role 

overload, and spouse work hours are predictors of FWE; and (4) Gender moderates the 

relationship between general coworker support and WFE in the opposite direction as expected. 

 The results showed that a number of contextual characteristics positively predicted work-

family enrichment, with social support consisting of a large group of such characteristics and 

having relatively large magnitudes in terms of relationship strength. Regarding the family 

domain, results showed that family support and marital status are predictors of FWE, with family 

support having a statistically significantly stronger magnitude, as indicated by the non-
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overlapping 95% confidence intervals. Regarding the work domain, results in this study showed 

that informal support, such as support from one’s supervisor and coworkers (both in general and 

family-focused), was more beneficial than organizational formal support (i.e., family-friendly 

organizational policies) based on the non-overlapping 95% confidence intervals. This finding is 

consistent with existing reviews suggesting that the existence of formal family-friendly 

organizational policies is a necessary but insufficient condition to improve employees’ 

experience of the work-family interface (Hammer, Kossek, Zimmerman, & Daniels, 2007). For 

example, previous research has suggested that organizational policies intended to help employees 

meet family responsibilities have not always had the desired impact. Employees may be worried 

that utilizing such policies might bring them negative supervisory repercussions (Judiesch & 

Lyness, 1999) and coworker resentment (Kirby & Krone, 2002), which may weaken the effect of 

family-friendly policies on WFE by either preventing the individuals from utilizing the benefits 

or causing negative rather than positive mood. On the other hand, it is possible that workplace 

social support might contribute to the enrichment process through not only the acquisition of 

positive mood, skills and knowledge (ten Brummelhuis & Bakker, 2012; Greenhaus & Powell, 

2006), but also facilitation of the operation of family-friendly policies and programs by reducing 

resentment, as it legitimizes the existence of work-family benefits as a means to enhance the 

collective, even though not all workers may use them (Hegtvedt, Clay-Warner, & Ferrigno, 

2002).  

 The present study tested the relationships between proposed resource-depleting 

characteristics and work-family enrichment. Job insecurity was shown to be negatively related to 

WFE; family role overload was shown to be negatively related to FWE. Interestingly, number of 

children and spouse work hours positively, rather than negatively as hypothesized, predicted 
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FWE. It is possible while having more children increases family demands on an individual and 

thus leading to higher degree of family-to-work conflict (Michel, et al., 2011), it could, on the 

other hand, provide the individual with more resources (e.g., better time-management skills), 

which contributes to the process of FWE. Moreover, comparing to meta-analytic correlations 

between work-family conflicts and its antecedents (Michel, et al., 2011), relationships between 

resource-providing characteristics and work-family enrichment tend to be stronger than 

relationships between such characteristics and work-family conflict; while relationships between 

resource-depleting characteristics and work-family conflict tend to be stronger than relationships 

between such characteristics and work-family enrichment. Therefore, these findings support the 

notion that work-family enrichment, as a construct, is not merely the opposite of work-family 

conflict (Powell & Greenhaus, 2006).  

 Regarding personal characteristics, on the work side, effect sizes of the relationships 

between work involvement, work centrality, and work engagement and WFE were well above .3; 

on the family side, the relationship between family involvement and FWE was above .3. Since 

several resource-providing personal characteristics were shown to be predictors of work-family 

enrichment, these findings support the work-family enrichment models discussed previously 

about the notion that personal characteristics that contribute to resource generating promote the 

enrichment process (Greenhaus & Powell, 2006; ten Brummelhuis & Bakker, 2012; Wayne, et 

al., 2007). Previous research has shown that individuals with higher degrees of the personal 

characteristics tested in the present study are more likely to acquire resources such as positive 

emotions, skills and knowledge. For example, engaged workers are more likely to go the extra 

mile to participate in extra-role activities (Bakker & Demerouti, 2008), and thus more likely to 

develop new skills and knowledge through such experiences, benefiting the instrumental path of 
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the enrichment process (Greenhaus & Powell, 2006). Moreover, engaged workers are also more 

likely to experience positive emotions (Fredrickson & Joiner, 2002), contributing to the 

enrichment process through the affective path (Greenhaus & Powell, 2006). 

 Interestingly, regarding the analyses to test whether gender acts as a moderator for the 

relationships between the antecedents and work-family enrichment, the findings showed that the 

moderator effect was only statistically significant in one relationship out of the 16 tested, with 

the direction of significant moderator effect being the opposite as hypothesized. These findings 

do not necessarily contradict the enrichment theory since gender is not a direct measure of role 

salience, especially in the current society with changing gender roles where classical gender 

theories are obsolete (Barnett & Hyde, 2001).  

Regarding the significant moderator effect, it was shown that the relationship between 

general coworker support and WFE was stronger among the samples with a higher percentage of 

males than the samples with higher percentage of females. According to Powell and Greenhaus 

(2006), for a resource in the work domain to promote WFE, it has to be applied to or have an 

influence on the family domain. Research has shown that men reported receiving more 

informational and instrumental support when it comes to social support (Olson & Shultz, 1994). 

Since other sources of potential instrumental support in the work place might be disadvantaged 

towards men, for example, men are less likely to utilize family-friendly policies due to stigma 

against usage among men (Lundquist, Misra, & O’Meara, 2012), it is possible that they are more 

likely to apply support from their coworkers to the family domain than their female counterparts 

who have more sources of resources available to them, and thus resulting in a stronger 

relationship between general coworker support and WFE than among their female counterparts. 
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CONTRIBUTIONS AND PRACTICAL IMPLICATIONS 

 The present study contributes to the literature on work-family enrichment and practice of 

the field in the following ways. First, this study merged and tested several work-family 

enrichment theories, incorporated contextual and personal characteristics from both work and 

family domains, and investigated gender as a moderator between the relationships between 

antecedents and work-family enrichment. Second, none of the previous meta-analyses 

investigating antecedents of work-family enrichment, to my knowledge, have been as exhaustive 

in terms of the antecedents tested as the present study. In doing so, this study provides an 

informative empirical summary of the literature, and thus contributes to the development and 

advancement of work-family enrichment theories.  

 Third, with the findings and better understanding of antecedents of work-family 

enrichment, the present study can provide insights to changes in practice to improve employees’ 

experience of the work-family interface. For example, one of the findings suggests that informal 

social support at the workplace, such as supervisor and coworker support, is more beneficial than 

formal organizational policies. This finding can be particularly insightful for small-medium 

enterprises, which are large contributors to the labour market and where formal family-friendly 

supports such as dependent care resource and referrals and alternative work arrangements are 

less available due to the size and financial resources of the company (Hammer, Cullen, & 

Shafiro, 2006). Decision makers in such organizations can encourage more social support among 

their employees and receive more beneficial outcomes with little financial burden on the 

company. In addition to encouraging social support in the workplace, employers can also 

provide, to the best of their ability, more family-friendly policies and encourage usage, therefore 
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creating a family-friendly work culture, which benefits employee’s work-family enrichment, a 

construct associated with various beneficial outcomes.  

LIMITATIONS AND FUTURE RESEARCH 

 Although utilizing meta-analysis procedures helps reduce the probability of study 

findings being due to sampling error, the present study still has the following limitations. First, 

the data used in the meta-analyses were cross-sectional, and the relationships assessed were 

correlational, and thus do not imply causality. Future research should adopt longitudinal designs 

to investigate the relationships between variables tested in the present studies and work-family 

enrichment. Second, several relationships, though they were meta-analyzed, had small numbers 

of independent samples and sample sizes (e.g., job insecurity and WFE, spouse employment 

status and both directions of enrichment, spouse work hours and both directions of enrichment, 

coworker support (family-focused) and FWE, age of youngest child and FWE). Therefore, 

results for such relationships should be interpreted with caution.  

 Third, the analyses conducted in the present study did not differentiate enrichment in 

terms of the instrumental or the affective paths (Greenhaus & Powell, 2006). Moreover, social 

support in either work or family domains can be further categorized into instrumental or 

emotional support. It would be interesting to investigate whether different antecedents, for 

example, different types of social support (i.e., instrumental support vs. emotional support), 

influence different paths of the enrichment process. Unfortunately, considering the number of 

variables included in the study as well as the number of studies that measured the subdimensions 

of the constructs, the data did not sufficiently support such a level of analysis. Therefore, future 

research should investigate whether certain contextual and personal characteristics influence 
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different paths of enrichment differently, which would provide further insights to the validation 

and development of the work-family enrichment model.  

 Fourth, the results in the present study indicate that the strength of the relationship 

between an antecedent and work-family enrichment varies among different variables. For 

example, workplace informal social support has a stronger association with WFE than workplace 

formal support does. The interplay between these two types of support is discussed to potentially 

explain the difference in relationship strength. Therefore, it would be interesting for future 

research to investigate the interplay among different antecedents and how such interplay may 

affect work-family enrichment using structural equation modeling.  

 Fifth, regarding the moderator analyses conducted in this study, I chose gender as a 

representative for role salience since it is among the most commonly measured demographic 

variables in the literature due to the limited number of studies which measured antecedents, role 

salience, and enrichment all in the same study. Future research should test the work-family 

enrichment theory using role salience directly as a moderator.  

Finally, the majority of the primary studies included in the present study originated from 

western developed countries. Ten Brummelhuis and Bakker (2012) suggest that the wider macro 

context could also act as a moderator on the work-family enrichment process. Therefore, it 

would be interesting for future research to examine, for example, the moderator effect of culture 

norms on the relationship between work-family enrichment and its antecedents.  

CONCLUSION 

  This study intended to empirically summarize the literature on the antecedents of work-

family enrichment through meta-analysis. In doing so, the findings suggested that various 
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resource-generating characteristics (contextual and personal) are related to higher degrees of 

work-family enrichment. Such characteristics include support from individuals in the work and 

the family domains and one’s organization, as well as personal characteristics associated with 

one’s attachment to both roles.  
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Table 1 

Effects of the Proposed Antecedents on Work-to-Family Enrichment (WFE). 

Variable k N r SDr ρ SDρ SDrc 95% 

Confidence 

Interval 

80% 

Credibility 

Interval 

%Artifact 

Resource-generating 

contextual characteristics in 

work domain 

          

Supervisor support 

(general) 

21 9,335 .30 .12 .36* .12 .13 (.30, .41) (.20, .51) 14.96 

Supervisor support (family-

focused) 

30 14,254 .28 .10 .34* .10 .11 (.30, .38) (.21, .46) 20.58 

Coworker support (general) 11 4,617 .24 .09 .28* .10 .12 (.21, .35) (.15, .41) 22.90 

Coworker support (family-

focused) 

11 4,445 .25 .08 .29* .07 .09 (.24, .35) (.21, .38) 40.86 

Overall support (general) 15 6,389 .25 .12 .31* .14 .15 (.23, .38) (.13, .48) 14.12 

Family-friendly   

organizational policies 

10 4,266 .08 .05 .10* .00 .06 (.06, .13) (.10, .10) 100.00 

Family-friendly work 

culture 

19 8,955 .19 .15 .24* .17 .18 (.16, .32) (.02, .46) 9.55 

Job tenure 11 5,490 -.01 .08 -.01 .07 .08 (-.06, .04) (-.10, .07) 35.26 

Organization tenure 17 6,966 -.01 .08 -.01 .06 .08 (-.05, .03) (-.09, .07) 43.79 

Autonomy/freedom/latitude 31 21,110 .24 .09 .30* .10 .11 (.27, .34) (.18, .43) 18.37 
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Variable k N r SDr ρ SDρ SDrc 95% 

Confidence 

Interval 

80% 

Credibility 

Interval 

%Artifact 

           

Resource-generating personal 

characteristics in work domain 

          

Work involvement 7 1,993 .27 .11 .34* .11 .13 (.24, .48) (.19, .48) 26.87 

Work 

centrality/salience/identity 

9 4,057 .30 .18 .38* .21 .22 (.24, .52) (.11, .64) 6.31 

Work engagement 19 10,493 .42 .14 .51* .15 .15 (.44, .58) (.32, .70) 7.44 

Resource-inhibiting contextual 

characteristics in work domain 

          

Work hours 60 25,793 -.02 .08 -.02 .07 .09 (-.04, .00) (-.11, .07) 37.94 

Work role overload 31 16,972 -.03 .11 -.04 .13 .14 (-.09, .00) (-.20, .12) 15.86 

Job insecurity 2 1,925 -.07 .03 -.08* .00 .03 (-.12, -.05) (-.08, -.08) 100.00 

Resource-generating 

contextual characteristics of 

family domain  

          

Family support 26 10,444 .17 .13 .21* 0.14 .15 (.16, .27) (.03, .40) 15.05 

Marital status 40 18,336 .02 .08 .02 .08 .09 (-.01, .05) (-.08, .12) 33.05 

Personal characteristics 

associated with family           

Family involvement 9 2,678 .11 .16 .14* 0.19 .20 (.01, .27) (-.10, .38) 12.55 

Family centrality 8 3,047 .05 .10 .07 0.11 .13 (-.03, .16) (-.08, .21) 26.35 
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Variable k N r SDr ρ SDρ SDrc 95% 

Confidence 

Interval 

80% 

Credibility 

Interval 

%Artifact 

Resource-depleting contextual 

characteristics of family 

domain 

          

Family hours 14 4,604 .04 .07 .05* .04 .07 (.01, .09) (-.01, .1) 67.62 

Family role overload 6 2,996 -.01 .04 -.01 .00 .05 (-.05, .03) (-.01, -.01) 100.00 

Number of children 44 15,379 .04 .07 .05* .05 .08 (.02, .07) (-.02, .11) 58.76 

Age of youngest child 6 1,496 .01 .08 .01 .06 .09 (-.06, .09) (-.06, .09) 61.47 

Spouse employment status 3 2,450 .01 .01 .01 .00 .01 (-.00, .03) (.01, .01) 100.00 

Spouse work hours 2 281 .04 .04 .04 .00 .04 (-.01, .09) (.04, .04) 100.00 

Note. k = number of independent samples cumulated; N = cumulative sample size; r = sample size weighted mean observed 

correlation; SDr = standard deviation of the observed correlations; ρ = mean true score correlation; SDρ = standard deviation of the 

true score correlation; SDrc = observed standard deviation of the corrected correlations; %Artifact = percentage of variation in the 

observed correlations attributable to sampling error and other artifacts. * 95% confidence interval excludes zero. 
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Table 2 

Effects of the Proposed Antecedents on Family-to-Work Enrichment (FWE). 

Variable k N r SDr ρ SDρ SDrc 95% 

Confidence 

Interval 

80% 

Credibility 

Interval 

%Artifact 

Resource-providing contextual 

characteristics of work domain  

          

Supervisor support 

(general) 

13 4,861 .14 .08 .16* .08 .10 (.11, .22) (.06, .26) 36.79 

Supervisor support (family-

focused) 

11 4,705 .21 .05 .24* .03 .06 (.20, .28) (.20, .28) 73.72 

Coworker support (general) 6 2,532 .18 .06 .22* .05 .08 (.15, .28) (.15, .28) 54.88 

Coworker support (family-

focused) 

2 350 .46 .03 .56* .00 .06 (.48, .64) (.56, .56) 100.00 

Overall support (general) 10 4,135 .15 .09 .19* .09 .11 (.12, .25) (.07, .30) 29.62 

Family-friendly 

organizational policies 

9 4,079 .06 .04 .07* .00 .04 (.05, .10) (.07, .07) 100.00 

Family-friendly work 

culture 

11 5,487 .08 .08 .11* .08 .10 (.05, .17) (.01, .22) 34.41 

Job tenure 5 2,721 -.01 .06 -.01 .05 .07 (-.07, .05) (-.07, .05) 57.76 

Organization tenure 11 3,994 -.02 .06 -.03 .02 .07 (-.07, 0.11) (-.06, .00) 87.73 

Autonomy/freedom/latitude 17 10,909 .18 .14 .23* .16 .17 (.15, .31) (.02, .43) 8.16 
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Variable k N r SDr ρ SDρ SDrc 95% 

Confidence 

Interval 

80% 

Credibility 

Interval 

%Artifact 

Resource-providing personal 

characteristics in work domain 

          

Work involvement 9 3,306 .07 .08 .08* .08 .10 (.02, .15) (-.02, .18) 41.26 

Work 

centrality/salience/identity 

7 1,971 -.04 .13 -.05 .15 .17 (-.18, .07) (-.24, .14) 19.73 

Work engagement 7 3,317 .28 .06 .38* .05 .08 (.32, .43) (.31, .44) 56.25 

Resource-depleting contextual 

characteristics in work domain 

          

Work hours 37 15,991 .00 .06 .00 .05 .07 (-.02, .03) (-.05, .06) 60.14 

Work role overload 18 8,314 .02 .09 .03 .10 .11 (-.03, .08) (-.10, .15) 26.88 

Resource-providing contextual 

characteristics in family 

domain 

          

Family support 27 11,748 .40 .20 .49* 0.25 .26 (.39, .58) (.16, .81) 3.79 

Marital status 24 9,959 .09 .12 .10* .12 .14 (.04, .15) (-.06, .26) 17.28 

Resource-depleting personal 

characteristics in family 

domain 

          

Family involvement 8 2,474 .26 .16 .34* 0.15 .16 (.22, .45) (.15, .53) 16.85 

Family centrality 7 2,307 .17 .15 .21* 0.18 .19 (.07, .36) (-.02, .44) 12.41 
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Variable k N r SDr ρ SDρ SDrc 95% 

Confidence 

Interval 

80% 

Credibility 

Interval 

%Artifact 

Resource-depleting contextual 

characteristics in family 

domain 

          

Family hours 14 4,410 .02 .09 .03 .08 .10 (-.03, .08) (-.08, .13) 38.57 

Family role overload 9 4,230 -.13 .14 -.16* .19 .20 (-.29, -.03) (-.41, .08) 9.55 

Number of children 33 9,863 .03 .09 .04* .08 .10 (.00, .07) (-.06, .14) 41.52 

Age of youngest child 3 807 .02 .09 .02 .08 .11 (-.10, .14) (-.08, .12) 43.39 

Spouse employment status 3 1,784 .02 .03 .02 .00 .04 (-.02, .07) (.02, .02) 100.00 

Spouse work hours 2 281 .11 .03 .12* .00 .03 (.08, .17) (.12, .12) 100.00 

Note. k = number of independent samples cumulated; N = cumulative sample size; r = sample size weighted mean observed 

correlation; SDr = standard deviation of the observed correlation; ρ = mean true score correlation; SDρ = standard deviation of the true 

score correlation; SDrc = observed standard deviation of the corrected correlations; %Artifacts = percentage of variation in the 

observed correlations attributable to sampling error and other artifacts.  

* 95% confidence interval excludes zero. 
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Table 3 

Tests of Gender as a Moderator 

Relationships k β Regression F-value 

Resource-providing contextual characteristics    

    Supervisor support (general)-WFE 21 -.39 3.44 

    Supervisor support (family)-WFE 29 -.17 .83 

 Coworker support (general)-WFE 11 -.79** 14.90 

    Coworker support (family)-WFE 10 -.03 .01 

    Overall support (general)-WFE 14 .06 .04 

    Family-friendly work culture-WFE 19 -.33 2.04 

 Job tenure-WFE 10 -.145 .171 

    Organizational tenure-WFE 15 .01 .00 

    Work autonomy-WFE 31 -.27 2.24 

    Family support-FWE 27 .22 1.29 

    Marital status-FWE 23 .25 1.41 

Resource-providing personal characteristics    

Work engagement-WFE 19 .12 .24 

Resource-depleting contextual characteristics    

    Work hours-WFE 59 -.19 2.12 

    Work role overload-WFE 31 -.16 .746 

    Family hours-FWE 14 .01 .00 

    Number of children-FWE 32 -.17 .88 

 

Note. k = number of samples in regression analysis; β = standardized beta weight for moderator. 

Gender was measured as percentage of female participants within the sample, with values 

ranging from 0 to 100. 

** p < .01 
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Figure 1 

Hypothesized model for antecedents and moderator of work-family enrichment 

 



37 
 

Figure 2 

Modified model for antecedents and moderator of work-family enrichment 

 



38 
 

References 

Aryee, S., Srinivas, E. S., & Tan, H. H. (2005). Rhythms of life: Antecedents and outcomes of 

work- family balance in employed parents. Journal of Applied Psychology, 90(1), 132-146. 

doi:10.1037/0021-9010.90.1.132 

Bakker, A. B., & Demerouti, E. (2008). Towards a model of work engagement. Career 

Development International, 13(3), 209–223. 

Barnett, R. C. (1998). Toward a review and reconceptualization of the work/family 

literature. Genetic, Social & General Psychology Monographs, 124(2), 125. 

Barnett, R. C. (1999). A new work-life model for the twenty-first century. The ANNALS of the 

American Academy of Political and Social Science, 562(1), 143–158. 

http://doi.org/10.1177/000271629956200110 

Barnett, R. C., & Hyde, J. S. (2001). Women, men, work, and family. American Psychologist, 

56(10), 781–796. 

Carlson, D., Kacmar, M., Zivnuska, S., Ferguson, M., & Whitten, D. (2011). Work-family 

enrichment and job performance: A constructive replication of affective events 

theory. Journal of Occupational Health Psychology, 16(3), 297–312. 

http://doi.org/10.1037/a0022880 

Carlson, D. S., Hunter, E. M., Ferguson, M., & Whitten, D. (2014). Work–family enrichment and 

satisfaction mediating processes and relative impact of originating and receiving 

domains. Journal of Management, 40(3), 845–865. 

http://doi.org/10.1177/0149206311414429 

Carlson, D. S., Kacmar, K. M., Wayne, J. H., & Grzywacz, J. G. (2006). Measuring the positive 

side of the work–family interface: Development and validation of a work–family enrichment 

scale. Journal of Vocational Behavior, 68(1), 131–164. 

http://doi.org/10.1016/j.jvb.2005.02.002 



39 
 

Casper, W. J., Eby, L. T., Bordeaux, C., Lockwood, A., & Lambert, D. (2007). A review of 

research methods in IO/OB work-family research. Journal of Applied Psychology, 92(1), 

28–43. http://doi.org/10.1037/0021-9010.92.1.28 

Cinamon, R. G., & Rich, Y. (2002). Profiles of attribution of importance to life roles and their 

implications for the work–family conflict. Journal of Counseling Psychology, 49(2), 212–

220. http://doi.org/10.1037/0022-0167.49.2.212 

Edwards, J. R., & Rothbard, N. P. (2000). Mechanisms linking work and family: Clarifying the 

relationship between work and family constructs. Academy of Management Review, 25(1), 

178–199. http://doi.org/10.5465/AMR.2000.2791609 

Fox, L., Han, W.J., Ruhm, C., & Waldfogel, J. (2012). Time for children: Trends in the 

employment patterns of parents, 1967–2009. Demography, 50(1), 25–49. 

http://doi.org/10.1007/s13524-012-0138-4 

Fredriksen, K. I., & Scharlach, A. E. (1999). Employee family care responsibilities. Family 

Relations, 48(2), 189–196. http://doi.org/10.2307/585083 

Fredrickson, B. L., & Joiner, T. (2002). Positive emotions trigger upward spirals toward 

emotional well-being. Psychological Science, 13(2), 172–175. https://doi.org/10.1111/1467-

9280.00431 

Frone, M. R. (2003). Work-family balance. In J. C. Quick & L. E. Tetrick (Eds.), Handbook of 

occupational health psychology (pp. 143–162). Washington, DC, US: American 

Psychological Association. 

Greenhaus, J. H., & Powell, G. N. (2006). When work and family are allies: a theory of work-

family enrichment. Academy of Management Review, 31(1), 72–92. 

https://doi.org/10.5465/AMR.2006.19379625 

Greenhaus, J. H., & ten Brummelhuis, L. L. (2013). Models and frameworks underlying work-

life research. In D. A. Major & R. J. Burke (Eds.), Handbook of work-life integration among 

professionals: Challenges and opportunities (pp. 14–34). Cheltenham, UK: Edward Elgar 

Publishing, Inc. 

http://doi.org/10.1037/0022-0167.49.2.212
https://doi.org/10.1111/1467-9280.00431
https://doi.org/10.1111/1467-9280.00431
https://doi.org/10.5465/AMR.2006.19379625


40 
 

Grzywacz, J. G., Almeida, D. M., & McDonald, D. A. (2002). Work–family spillover and daily 

reports of work and family stress in the adult labor force. Family Relations, 51(1), 28–36. 

http://doi.org/10.1111/j.1741-3729.2002.00028.x 

Grzywacz, J. G., Carlson, D. S., Kacmar, M. K., & Wayne, J. H. (2007). A multi-level 

perspective on the synergies between work and family. Journal of Occupational and 

Organizational Psychology, 80(4), 559–574. http://doi.org/10.1348/096317906X163081 

Hackman, J. R., & Oldham, G. R. (1975). Development of the job diagnostic survey. Journal of 

Applied psychology, 60(2), 159. 

Hammer, L. B., Cullen, J. C., Neal, M. B., Sinclair, R. R., & Shafiro, M. V. (2005). The 

longitudinal effects of work-family conflict and positive spillover on depressive symptoms 

among dual-earner couples. Journal of Occupational Health Psychology, 10(2), 138–154. 

http://doi.org/10.1037/1076-8998.10.2.138 

Hammer, L. B., Cullen, J. C., & Shafiro, M. V. (2006). Work-family best practices. In F. Jones, 

R. J. Burke, & M. Westman (Eds.), Managing the work-home interface: A psychological 

perspective (pp. 138–154). East Sussex, UK: Psychology Press. 

Hammer, L. B., Kossek, E. E., Zimmerman, K. & Daniels, R. (2007). Clarifying the Construct of 

Family-Supportive Supervisory Behaviors (FSSB): A Multilevel Perspective. In Exploring 

the work and non-work interface (Vol. 6, pp. 165–204). Emerald Group Publishing Limited. 

Retrieved from 

http://www.emeraldinsight.com.proxy.bib.uottawa.ca/doi/abs/10.1016/S1479-

3555%2806%2906005-7 

Hanson, G. C., Hammer, L. B., & Colton, C. L. (2006). Development and validation of a 

multidimensional scale of perceived work-family positive spillover. Journal of Occupational 

Health Psychology, 11(3), 249–265. http://doi.org/10.1037/1076-8998.11.3.249 

Hegtvedt, K. A., Clay-Warner, J., & Ferrigno, E. D. (2002). Reactions to injustice: factors 

affecting workers’ resentment toward family-friendly policies. Social Psychology Quarterly, 

65(4), 386–400. https://doi.org/10.2307/3090109 

http://doi.org/10.1348/096317906X163081
https://doi.org/10.2307/3090109


41 
 

Heller, D., & Watson, D. (2005). The dynamic spillover of satisfaction between work and 

marriage: The role of time and mood. Journal of Applied Psychology, 90(6), 1273–1279. 

http://doi.org/10.1037/0021-9010.90.6.1273 

Hobfoll, S. E. (1989). Conservation of resources: A new attempt at conceptualizing 

stress. American Psychologist, 44(3), 513–524. http://doi.org/10.1037/0003-066X.44.3.513 

Hobfoll, S. E. (2002). Social and psychological resources and adaptation. Review of General 

Psychology, 6(4), 307–324. http://doi.org/10.1037/1089-2680.6.4.307 

Hunter, J. E., & Schmidt, F. L. (2004). Methods of meta-analysis correcting error and bias in 

research findings (2nd ed.). Thousand Oaks, CA: Sage. 

Judiesch, M. K., & Lyness, K. S. (1999). Left behind? The impact of leaves of absence on 

managers’ career success. Academy of Management Journal, 42(6), 641–651. 

https://doi.org/10.2307/256985 

Kirby, E. & Krone, K. (2002). “The policy exists but you can’t really use it”: communication and 

the structuration of work-family policies. Journal of Applied Communication Research, 

30(1), 50–77. 

Korabik, K., McElwain, A. K., & Chappell, D. B. (2008). Integrating gender-related issues into 

research on work and family. In D. S. Korabik & D. L. Lero (Eds.), Handbook of work-

family integration (pp. 215–232). Amsterdam: Elsevier. 

Lambert, E. G., Hogan, N. L., & Barton, S. M. (2004). The nature of work-family conflict among 

correctional staff: An exploratory examination. Criminal Justice Review, 29(1), 145–172. 

http://doi.org/10.1177/073401680402900109 

Lambert, S. J. (1990). Processes linking work and family: A critical review and research 

agenda. Human Relations, 43(3), 239–257. http://doi.org/10.1177/001872679004300303 

Liu, H., & Cheung, F. M. (2015). The role of work–family role integration in a job demands–

resources model among Chinese secondary school teachers. Asian Journal of Social 

Psychology, 18(4), 288–298. http://doi.org/10.1111/ajsp.12103 

http://doi.org/10.1037/0021-9010.90.6.1273
http://doi.org/10.1111/ajsp.12103


42 
 

Lodahl, T. M.,& Kejnar, M. (1965). The definition and measurement of job involvement. Journal 

of Applied Psychology, 49(1), 24–33. http://doi.org/10.1037/h0021692 

Lundquist, J. L., Misra, J., & O’Meara, K. (2012). Parental leave usage by fathers and mothers at 

an American university. Fathering, 10(3), 337–363. 

Masuda, A. D., McNall, L. A., Allen, T. D., & Nicklin, J. M. (2012). Examining the constructs of 

work-to-family enrichment and positive spillover. Journal of Vocational Behavior, 80(1), 

197–210. http://doi.org/10.1016/j.jvb.2011.06.002 

McNall, L. A., Nicklin, J. M., & Masuda, A. D. (2009). A meta-analytic review of the 

consequences associated with work–family enrichment. Journal of Business and 

Psychology, 25(3), 381–396. http://doi.org/10.1007/s10869-009-9141-1 

Michel, J. S., Clark, M. A., & Jaramillo, D. (2011). The role of the Five Factor Model of 

personality in the perceptions of negative and positive forms of work–nonwork spillover: A 

meta-analytic review. Journal of Vocational Behavior, 79(1), 191–203. 

https://doi.org/10.1016/j.jvb.2010.12.010 

Michel, J. S., Kotrba, L. M., Mitchelson, J. K., Clark, M. A., & Baltes, B. B. (2011). Antecedents 

of work–family conflict: A meta-analytic review. Journal of Organizational Behavior, 

32(5), 689–725. https://doi.org/10.1002/job.695 

Nicklin, J. M., & McNall, L. A. (2013). Work–family enrichment, support, and satisfaction: A 

test of mediation. European Journal of Work and Organizational Psychology, 22(1), 67-77. 

doi: 10.1080/1359432X.2011.616652 

Olson, D. A., & Shultz, K. S. (1994). Gender differences in the dimensionality of social support. 

Journal of Applied Social Psychology, 24(14), 1221–1232. https://doi.org/10.1111/j.1559-

1816.1994.tb00555.x 

Paullay, I. M., Alliger, G. M., & Stone-Romero, E. F. (1994). Construct validation of two 

instruments designed to measure job involvement and work centrality. Journal of Applied 

Psychology, 79(2), 224–228. http://doi.org/10.1037/0021-9010.79.2.224 

http://doi.org/10.1007/s10869-009-9141-1
https://doi.org/10.1111/j.1559-1816.1994.tb00555.x
https://doi.org/10.1111/j.1559-1816.1994.tb00555.x


43 
 

Powell, G. N., & Greenhaus, J. H. (2006). Is the opposite of positive negative?: Untangling the 

complex relationship between work‐family enrichment and conflict. Career Development 

International, 11(7), 650–659. https://doi.org/10.1108/13620430610713508 

Powell, G. N., & Greenhaus, J. H. (2010). Sex, gender, and the work-to-family interface: 

Exploring negative and positive interdependencies. Academy of Management Journal, 53(3), 

513–534. http://doi.org/10.5465/AMJ.2010.51468647 

Rothbard, N. P. (2001). Enriching or depleting? The dynamics of engagement in work and family 

roles. Administrative Science Quarterly, 46(4), 655–684. http://doi.org/10.2307/3094827 

Schaufeli, W. B., Salanova, M., González-romá, V., & Bakker, A. B. (2002). The measurement 

of engagement and burnout: A two sample confirmatory factor analytic approach. Journal of 

Happiness Studies, 3(1), 71–92. http://doi.org/10.1023/A:1015630930326 

Schaufeli, W. B., Taris, T. W., & Van Rhenen, W. (2008). Workaholism, burnout, and work 

engagement: Three of a kind or three different kinds of employee well-being? Applied 

Psychology, 57(2), 173–203. http://doi.org/10.1111/j.1464-0597.2007.00285.x 

Schoenborn, C. A. (2004). Marital status and health: United States, 1999-2002. Advance data, 

(351), 1-32. 

Stack, S., & Eshleman, J. R. (1998). Marital status and happiness: A 17-nation study. Journal of 

Marriage and the Family, 527-536. 

Stewart, W., & Barling, J. (1996). Fathers’ work experiences effect children’s behaviors via job-

related affect and parenting behaviours. Journal of Organizational Behavior, 17, 221-232. 

Sverke, M., Hellgren, J., & Näswall, K. (2002). No security: A meta-analysis and review of job 

insecurity and its consequences. Journal of Occupational Health Psychology, 7(3), 242–264. 

http://doi.org/10.1037/1076-8998.7.3.242 

ten Brummelhuis, L. L., & Bakker, A. B. (2012). A resource perspective on the work–home 

interface: The work–home resources model. American Psychologist, 67(7), 545–556. 

https://doi.org/10.1037/a0027974 

https://doi.org/10.1108/13620430610713508
http://doi.org/10.5465/AMJ.2010.51468647
http://doi.org/10.1037/1076-8998.7.3.242
https://doi.org/10.1037/a0027974


44 
 

Thomas, L. T., & Ganster, D. C. (1995). Impact of family-supportive work variables on work-

family conflict and strain: A control perspective. Journal of Applied Psychology, 80(1), 6–

15. http://doi.org/10.1037/0021-9010.80.1.6 

Thompson, C. A., Beauvais, L. L., & Lyness, K. S. (1999). When work–family benefits are not 

enough: The influence of work–family culture on benefit utilization, organizational 

attachment, and work–family conflict. Journal of Vocational Behavior, 54(3), 392–415. 

http://doi.org/10.1006/jvbe.1998.1681 

Tiedje, L. B., Wortman, C. B., Downey, G., Emmons, C., Biernat, M., & Lang, E. (1990). 

Women with multiple roles: role-compatibility perceptions, satisfaction, and mental 

health. Journal of Marriage and Family, 52(1), 63–72. http://doi.org/10.2307/352838 

van Steenbergen, E. F., Kluwer, E. S., & Karney, B. R. (2014). Work–family enrichment, work–

family conflict, and marital satisfaction: A dyadic analysis. Journal of Occupational Health 

Psychology, 19(2), 182–194. http://doi.org/10.1037/a0036011 

Wayne, J. H., Grzywacz, J. G., Carlson, D. S., & Kacmar, K. M. (2007). Work–family 

facilitation: A theoretical explanation and model of primary antecedents and consequences. 

Human Resource Management Review, 17(1), 63–76. 

https://doi.org/10.1016/j.hrmr.2007.01.002 

Wayne, J. H., Musisca, N., & Fleeson, W. (2004). Considering the role of personality in the 

work–family experience: Relationships of the big five to work–family conflict and 

facilitation. Journal of Vocational Behavior, 64(1), 108–130. http://doi.org/10.1016/S0001-

8791(03)00035-6 

Wayne, J. H., Randel, A. E., & Stevens, J. (2006). The role of identity and work-family support 

in work-family enrichment and its work-related consequences. Journal of Vocational 

Behavior, 69(3), 445–461. http://doi.org/10.1016/j.jvb.2006.07.002 

Zenger, T. R., & Lawrence, B. S. (1989). Organizational demography: The differential effects of 

age and tenure distributions on technical communication. Academy of Management 

journal, 32(2), 353-376. 

http://doi.org/10.1016/j.jvb.2006.07.002


45 
 

 

Primary Studies 

Alexander, A. L. (2014). Telework’s impact on employee effectiveness: Is it the time or the place 

that really matters? (Unpublished doctoral dissertation). Texas A&M University, Texas.  

Allis, P., & O’Driscoll, M. (2008). Positive effects of nonwork-to-work facilitation on well 

being in work, family and personal domains. Journal of Managerial Psychology, 23(3): 

273-291. 

Amah, O. E. (2009). The direct and interactive roles of work family conflict and work family 

facilitation in voluntary turnover. International Journal of Human Sciences, 6(2), 812-

826. 

Annor, F. (2015). Work–family enrichment among Ghanaian employees: the mediating role 

between social support and subjective well-being. Applied Research in Quality of Life. 

Advanced online publication. doi:10.1007/s11482-015-9427-6 

Aryee, S., Srinivas, E. S., & Tan, H. H. (2005). Rhythms of life: Antecedents and outcomes of 

work- family balance in employed parents. Journal of Applied Psychology, 90(1), 132-

146. doi:10.1037/0021-9010.90.1.132 

Au, W. C., & Ahmed, P. K. (2015). Exploring the effects of workplace support on work-life 

experience: A study of Malaysia. Human Resource Development International, 18(4), 

346-365. 



46 
 

Au, W. C., & Ahmed, P. K. (2016). Relationships between superior support, work role stressors 

and work-life experience. Personnel Review, 45(4), 782-803. doi: 10.1108/PR-08-2014-

0175 

Babic, A., Stinglhamber, F., Bertrand, F., & Hansez, I. (2016). Work-home interface and well-

being: A cross-lagged analysis. Journal of Personnel Psychology. Advance online 

publication. http://dx.doi.org/10.1027/1866-5888/a000172 

Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2005). The crossover of burnout and work 

engagement among working couples. Human Relations, 58(5), 661-689. doi: 

10.1177/0018726705055967 

Bakker, A. B., Hakanen, J. J., Demerouti, E., & Xanthopoulou, D. (2007). Job resources boost 

work engagement, particularly when job demands are high. Journal of Educational 

Psychology, 99, 274-284. 

Bakker, A. B., Shimazu, A., Demerouti, E., Shimada, K., & Kawakami, N. (2014). Work 

engagement versus workaholism: A test of the spillover-crossover model. Journal of 

Managerial Psychology, 29(1), 63-80. doi: http://dx.doi.org/10.1108/JMP-05-2013-0148 

Bakker, A. B., Van Emmerik, H., & Euwema, M. C. (2006). Crossover of burnout and 

engagement in work teams. Work and Occupations, 33, 464-489. 

Balmforth, K., & Gardner, D. (2006). Conflict and facilitation between work and family: 

Realizing the outcomes for organizations. New Zealand Journal of Psychology, 35(2): 

69-76. 

http://dx.doi.org/10.1108/JMP-05-2013-0148


47 
 

Baral, R., & Bhargava, S. (2010, August). Predictors of work-family enrichment: Moderating 

effect of core self-evaluations. Paper presented at the annual meeting of the Academy of 

Management, Montréal, Quebec. 

Barocas, B. (2005). The role of information and communication technology in balancing work 

and family: Individual and organizational effects and implications. (Unpublished 

doctoral dissertation). Columbia University, New York City. 

Beham, B., Drobnič, S., & Präg, P. (2011). Work demands and resources and the work–family 

interface: Testing a salience model on German service sector employees. Journal of 

Vocational Behavior, 78(1): 110-122. doi: http://dx.doi.org/10.1016/j.jvb.2010.07.008 

Beham, B., & Straub, C. (2016). Examining the mechanism behind work-to-family positive 

synergies: Indirect and conditional effects. Manuscript submitted for publication. 

Bekker, M. H. J., Willemse, J. J. P., & De Goeij, J. W. J. M. (2010). The role of individual 

differences in particular autonomy-connectedness in women’s and men’s work-family 

balance. Women and Health, 50: 241-261. 

Beutell, N. J., Schneer, J. A., & Alstete, J. W. (2015). Comparing self-employment aspirants 

with the presently self-employed. Journal of Small Business and Entrepreneurship, 

27(5), 407-425. doi: http://dx.doi.org/10.1080/08276331.2015.1071006 

Boz, M., Martínez, I., & Munduate, L. (2009). Breaking negative consequences of relationship 

conflicts at work: The moderating role of work family enrichment and supervisor 

support. Journal of Work and Organizational Psychology, 25(2), 113-122. 

http://dx.doi.org/10.1016/j.jvb.2010.07.008
http://dx.doi.org/10.1080/08276331.2015.1071006


48 
 

Britt, T. W. (2003). Aspects of identity predict engagement in work under adverse conditions. 

Self and Identity, 2, 31-45. 

Britt, T. W., Adler, A. B., & Bartone, P. T. (2001). Deriving benefits from stressful events: The 

role of engagement in meaningful work and hardiness. Journal of Occupational Health 

Psychology, 6, 53-63.  

Brougham, D., Haar, J., & Roche, M. (2015). Work-family enrichment, collectivism, and 

workplace cultural outcomes: A study of New Zealand Māori. New Zealand Journal of 

Employment Relations, 40(1), 19-34. 

Butler, A. B., Bass, B. L., & Grzywacz, J. G. (2009). Job demands, spousal support, and work-

family balance: A daily analysis of the work-family interface. In D. R. Crane, & E. J. Hill 

(Eds.), Handbook of families and work: Interdisciplinary perspectives (pp. 9-30). New 

York, NY: University Press of America. 

Butler, A. B., Grzywacz, J. G., Bass, B. L., & Linney, K. D. (2005). Extending the demands-

control model: A daily diary study of job characteristics, work-family conflict and work-

family facilitation. Journal of Occupational and Organizational Psychology, 78(2): 155-

169. 

Butts, M. M. (2007). Can we really have it all? Investigating the effects of role integration and 

role polychronicity for individuals highly involved in work and nonwork domains 

(Unpublished doctoral dissertation). University of Georgia, Athens. 

Carbone, D. J. (1991). The effects of career stage and family stage on human service employees 

coping with work-family conflict (Unpublished doctoral dissertation). Cornell University, 

Ithaca. 



49 
 

Cardenas, R. A. (2007). An identity approach to understanding diversity, inclusion and the work-

family interface (Unpublished doctoral dissertation). Old Dominion University, Norfolk. 

Carlson, D. S., Ferguson, M., Kacmar, K. M., Grzywacz, J. G., & Whitten, D. (2011). Pay it 

forward: The positive crossover effects of supervisor work-family enrichment. Journal of 

Management, 37(3), 770-789. 

Carlson, D. S., Grzywacz, J. G., & Kacmar, K. M. (2010). The relationship of schedule 

flexibility and outcomes via the work-family interface. Journal of Managerial 

Psychology, 25(4): 330-355. 

Carlson, D. S., Kacmar, K. M., Wayne, J. H., & Grzywacz, J. G. (2006). Measuring the positive 

side of the work-family interface: Development and validation of a work-family 

enrichment scale. Journal of Vocational Behavior, 68(1), 131-164. 

doi:10.1016/j.jvb.2005.02.002 

Carlson, D., Kacmar, K. M., Zivnuska, S., Ferguson, M., & Whitten, D. (2011). Work-family 

enrichment and job performance: A constructive replication of affective events 

theory. Journal of Occupational Health Psychology, 16(3), 297. 

Carvalho, V. S., & Chambel, M. J. (2014). Work-to-family enrichment and employees' well-

being: High performance work system and job characteristics. Social Indicators 

Research, 119, 373-387. doi: http://dx.doi.org/10.1007/s11205-013-0475-8 

Cates, D. A., Mathis, C. J., & Randle, N. W. (2010). A positive perspective of citizenship 

pressure among working adults. Journal of Managerial Issues, 22(3), 330-344. 

http://dx.doi.org/10.1007/s11205-013-0475-8


50 
 

Cates, D. A., Randle, N. W., & Mathis, C. J. (2008, August). The relationships among 

citizenship pressure, job engagement, and work-to-family enrichment. Paper presented at 

the annual meeting of the Academy of Management, Anaheim, California. 

Chen, X. (2007). How work-family interface affects work withdrawal intention (Unpublished 

doctoral dissertation). The Chinese University of Hong Kong, Hong Kong. 

Chen, Z., & Powell, G. N. (2012). No pain, no gain? A resource-based model of work-to-family 

enrichment and conflict. Journal of Vocational Behavior, 81(1), 89-98. 

Chen, Z., Powell, G. N., & Cui, W. (2014). Dynamics of the relationships among work and 

family resource gain and loss, enrichment, and conflict over time. Journal of Vocational 

Behavior, 84, 293-302. doi: http://dx.doi.org/10.1016/j.jvb.2014.02.006 

Cheng, T., Mauno, S., & Lee, C. (2014). Do job control, support, and optimism help job insecure 

employees? A three-wave study of buffering effects on job satisfaction, vigor and work-

family enrichment. Social Indicators Research, 118, 1269-1291. doi: 

http://dx.doi.org/10.1007/s11205-013-0467-8 

Choi, H. J., & Kim, Y. T. (2012). Work-family conflict, work-family facilitation, and job 

outcomes in the Korean hotel industry. International Journal of Contemporary 

Hospitality Management, 24(7), 1011-1028. doi: 10.1108/09596111211258892 

Clark, M. A., Rudolph, C. W., Zhdanova, L., & Baltes, B. B. (2010, April). The effects of 

organizational support factors on work-family conflict, facilitation, and work attitudinal 

outcomes. Paper presented at the annual meeting of the Society for Industrial and 

Organizational Psychology, Atlanta. 

http://dx.doi.org/10.1016/j.jvb.2014.02.006
http://dx.doi.org/10.1007/s11205-013-0467-8


51 
 

Colton, C. L. (2004). The role of informal organizational work-family support in the use of 

formal work-family supports and associated outcomes (Unpublished doctoral 

dissertation). Portland State University, Portland. 

Corrigall, E. A. (2001). Work-based social support for the family, interdomain conflict, 

interdomain enhancement, job satisfaction and organizational commitment: A partially 

mediating model (Unpublished doctoral dissertation). Temple University, Philadelphia. 

Cowlishaw, S., Birch, A., McLennan, J., & Hayes, P. (2014). Antecedents and outcomes of 

volunteer work–family conflict and facilitation in Australia. Applied Psychology, 63(1), 

168-189. doi: 10.1111/apps.12000 

Culbertson, S. S., Mills, M. J., & Fullagar, C. J. (2012). Work engagement and work-family 

facilitation: Making homes happier through positive affective spillover. Human 

Relations, 65(9), 1155-1177. doi: 10.1177/0018726712440295 

Daniel, S., & Sonnentag, S. (2014). Work to non-work enrichment: The mediating roles of 

positive affect and positive work reflection. Work & Stress, 28, 49-66. doi: 

http://dx.doi.org/10.1080/02678373.2013.872706 

Delahaij, R., Kamphuis, W., & van den Berg, C. E. (2016). Keeping engaged during deployment: 

The interplay between self-efficacy, family support, and threat exposure. Military 

Psychology, 28(2), 78-88. doi: 10.1037/mil0000098 

Demerouti, E., Bakker, A. B., de Jonge, J., Janssen, P. P. M., & Schaufeli, W. B. (2001). Burnout 

and engagement at work as a function of demands and control. Scandinavian Journal of 

Work, Environment, and Health, 27, 279-286.  

http://dx.doi.org/10.1080/02678373.2013.872706


52 
 

Demerouti, E., Bakker, A. B., & Tetrick, L. E. (2014). Regulatory focus and the family-work 

interface: The role of regulatory fit between cohabiting partners. European Journal of 

Work and Organizational Psychology, 23, 118-130. doi: 

http://dx.doi.org/10.1080/1359432X.2012.711905 

Demerouti, E., Geurts, S. A. E., & Kompier, M. (2004). Positive and negative work-home 

interaction: Prevalence and correlates. Equal Opportunities International, 23(1/2): 6-35 

Demerouti, E., Shimazu, A., Bakker, A. B., Shimada, K., & Kawakami, N. (2013). Work-self 

balance: A longitudinal study on the effects of job demands and resources on personal 

functioning in Japanese working parents. Work & Stress, 27(3), 223-243. doi: 

10.1080/02678373.2013.812353 

De Simone, S., Lampis, J., Lasio, D., Serri, F., Cicotto, G., & Putzu, D. (2014). Influences of 

work-family interface on job and life satisfaction. Applied Research in Quality of 

Life, 9(4), 831-861. doi: 10.1007/s11482-013-9272-4 

Dolcos, S. M. (2007). Managing life and work demands: The impact of organizational support 

on work-family conflict in public and private sectors (Unpublished doctoral dissertation). 

North Carolina State University, Raleigh. 

Frye, N. K., & Breaugh, J. A. (2004). Family-friendly policies, supervisor support, work–family 

conflict, family–work conflict, and satisfaction: A test of a conceptual model. Journal of 

Business and Psychology, 19(2), 197-220. 

Galovan, A. M., Feistman, R. E., Stowe, J. D., & Hill, E. J. (2015). Achieving desired family 

size in dual-working households: Work and family influences among Singaporean 

couples. Journal of Family Issues, 36(10), 1377-1401. 



53 
 

Gayathri, N., & Karthikeyan, P. (2016). The role of self-efficacy and social support in improving 

life satisfaction. Zeitschrift für Psychologie, 224(1), 25-33. doi: 10.1027/2151-

2604/a000235 

González-Morales, M. G., & Tetrick, L. E. (2009, April). Frequency and intensity of work-family 

conflict: An enriched measurement strategy. Paper presented at the annual meeting of the 

Society for Industrial and Organizational Psychology, New Orleans, Louisiana. 

Gordon, J. R., Whelan-Berry, K. S., & Hamilton, E. A. (2007). The relationship among work-

family conflict and enhancement, organizational work-family culture, and work outcomes 

for older working women. Journal of Occupational Health Psychology, 12(4): 350-364 

Grotto, A. R., & Lyness, K. S. (2010). The costs of today’s jobs: Job characteristics and 

organizational supports as antecedents of negative spillover. Journal of Vocational 

Behaviour, 76, 395-405.  

Grzywacz, J. G. (1998). Family, work and the work/family interface: An ecological perspective 

on health behaviors during midlife (Unpublished doctoral dissertation). University of 

Wisconsin-Madison, Madison. 

Grzywacz, J. G. (2000). Work-family spillover and health during midlife: Is Managing conflict 

everything? American Journal of Health Promotion, 14(4): 236-243 

Grzywacz, J. G., & Bass, B. L. (2003). Family, work, and mental health: Testing different 

models of work-family fit. Journal of Marriage and the Family, 65(1): 248-262. 



54 
 

Grzywacz, J. G., & Butler, A. B. (2005). The impact of job characteristics on work-to-family 

facilitation: Testing a theory and distinguishing a construct. Journal of Occupational 

Health Psychology, 10(2), 97-109. doi:10.1037/1076-8998.10.2.97 

Hakanen, J. J., Bakker, A. B., & Demerouti, E. (2005). How dentists cope with their job 

demands and stay engaged the moderating role of job resources. European Journal of 

Oral Science, 113, 479-487. 

Hakanen, J. J., Bakker, A. B., & Schaufeli, W. B. (2005). Burnout and work engagement among 

teachers. Journal of School Psychology, 43, 495-487. 

Hakanen, J. J., & Peeters, M. (2015). How do work engagement, workaholism, and the work-to-

family interface affect each other? A 7-year follow-up study. Journal of Occupational 

and Environmental Medicine, 57(6), 601-609. 

Hakanen, J. J., Peeters, M. C., & Perhoniemi, R. (2011). Enrichment processes and gain spirals at 

work and at home: A 3‐year cross‐lagged panel study. Journal of Occupational and 

Organizational Psychology, 84(1), 8-30. doi: 10.1111/j.2044-8325.2010.02014.x 

Hallberg, U. E., Johansson, G., & Schaufeli, W. B. (2007). Type A behavior and work situation: 

Associations with burnout and work engagement. Scandinavian Journal of Work, 

Environment and Health, 48, 135-142. 

Hallberg, U. E., & Schaufeli, W. B. (2006). “Same Same” But Different? Can work engagement 

be discriminated from job involvement and organizational commitment? European 

Psychologist, 11, 119-127. doi: doi:10.1027/1016-9040.11.2.119 



55 
 

Hammer, L. B., Cullen, J. C., Neal, M. B., Sinclair, R. R., & Shafiro, M. V.  (2005). The 

longitudinal effects of work-family conflict and positive spillover on depressive 

symptoms among dual-earner couples. Journal of Occupational Health Psychology, 

10(2): 138-154. 

Hammer, L. B., Kossek, E. E., Yragui, N. L., Bodner, T. E., & Hanson, G. C. (2009). 

Development and validation of a multidimensional measure of family supportive 

supervisor behaviors (FSSB). Journal of Management, 35(4): 837-856. 

Hammond, M., Cleveland, J. N., O'Neill, J. W., Stawski, R. S., & Jones Tate, A. (2015). 

Mediators of transformational leadership and the work-family relationship. Journal of 

Managerial Psychology, 30(4), 454-469. doi: 10.1108/JMP-10-2011-0090 

Hennessy, K. D. (2007). Work-family balance: An exploration of conflict and enrichment for 

women in a traditional occupation (Unpublished doctoral dissertation). University of 

Maryland, College Park. 

Henning, J. B., Jarrett, S. M., Glaze, R. M., Huffman, A. H., & Watrous-Rodrique, K. (2010, 

April). Boundary management strategies and work-family balance. Paper presented at the 

annual meeting of the Society for Industrial and Organizational Psychology, Atlanta. 

Holbrook, S. K. (2005). Development and initial validation of work-family facilitation scale 

(Unpublished doctoral dissertation). University of South Florida, Tampa. 

Innstrand, S. T., Langballe, E. M., Espnes, G. A., Aasland, O. G., & Falkum, E. (2010). Work-

home conflict and facilitation across four different family structures in Norway. 

Community, Work and Family, 13(2): 231-249. 



56 
 

Jaga, A., & Bagraim, J. (2011). The relationship between work-family enrichment and work-

family satisfaction outcomes. South African Journal of Psychology, 41(1), 52-62. 

Janzen, B. L., & Kelly, I. W. (2012). Psychological distress among employed fathers 

associations with family structure, work quality, and the work–family 

interface. American journal of men's health, 6(4), 294-302. doi: 

10.1177/1557988311435835 

Jenkins, J. S., Heneghan, C. J., Bailey, S. F., & Barber, L. K. (2016). The work-family interface 

as a mediator between job demands and employee behaviour. Stress and Health, 32, 128-

137. doi: 10.1002/smi.2586 

Kacmar, K., Crawford, W. S., Carlson, D. S., Ferguson, M., & Whitten, D. (2014). A short and 

valid measure of work-family enrichment. Journal of Occupational Health Psychology, 

19, 32-45. doi: http://dx.doi.org/10.1037/a0035123 

Karatepe, O. M. (2010). The effect of positive and negative work-family interaction on 

exhaustion: Does work social support make a difference. International Journal of 

Contemporary Hospitality Management, 22(6): 836-856. 

Karatepe, O. M., & Demir, E. (2014). Linking core self-evaluations and work engagement to 

work-family facilitation: A study in the hotel industry. International Journal of 

Contemporary Hospitality Management, 26, 307-323. doi: 

http://dx.doi.org/10.1108/IJCHM-01-2013-0008 

Karatepe, O. M., & Kilic, H. (2009). The effects of two directions of conflict and facilitation on 

frontline employees’ job outcomes. Service Industries Journal, 29(7): 977-993. 

http://dx.doi.org/10.1037/a0035123
http://dx.doi.org/10.1108/IJCHM-01-2013-0008


57 
 

Karatepe, O. M., & Magaji, A. B. (2008). Work-family conflict and facilitation in the hotel 

industry: A study in Nigeria. Cornell Hospitality Quarterly, 49(4): 395-412. 

Kim, S. D. (2015). Investigating the antecedents and consequences of boundary permeability at 

work and home (Doctoral dissertation). Retrived from ProQuest Dissertations & Theses 

Global. (1730361049). 

King, E. B. (2004). Making it to the top: Do family-friendly workplaces support the advancement 

of women (Unpublished master thesis). Rice University, Houston. 

King, E. B., Botsford, W. E., & Huffman, A. H. (2009). Work, family, and organizational 

advancement: Does balance support the perceived advancement of mothers? Sex Roles, 

61(11-12), 879-891. 

Kinnunen, U., Feldt, T., Geurts, S., & Pulkkinen, L. (2006). Types of work-family interface: 

Well-being correlates of negative and positive spillover between work and family. 

Scandinavian Journal of Psychology, 47(2): 149-162. 

Kirchmeyer, C. (1992a). Perceptions of nonwork-to-work spillover: Challenging the common 

view of conflict-ridden domain relationships. Basic and Applied Social Psychology, 

13(2): 231-249. 

Kirchmeyer, C. (1992b). Nonwork participation and work attitudes: A test of scarcity vs. 

expansion models of personal resources. Human Relations, 45(8): 775-795. 

Kirchmeyer, C. (1993). Nonwork-to-work spillover: A more balanced view of the experiences 

and coping of professional women and men. Sex Roles, 28(9/10): 531-552. 



58 
 

Kirchmeyer, C. (1995). Managing the work-nonwork boundary: An assessment of organizational 

responses. Human Relations, 48(5): 515-536.  

Ko, C. -H. (2016). Exploring the relationship of conflict between family and work among hotel 

employees. International Journal of Organizational Innovation, 8(3), 239-247. 

Korunka, C., Kubicek, B., Schaufeli, W. B., & Hoonakker, P. (2009). Work engagement and 

burn-out: Testing the robustness of the Job Demands-Resources model. Journal of 

Positive Psychology, 4, 243-255. 

Kubicek, B., & Tement, S. (2016). Work intensification and the work-home interface. Journal of 

Personnel Psychology, 15(2). 76-89. doi: 10.1027/1866-5888/a000158 

Kwan, H. K., & Mao, Y. (2008, August). The role of organizational citizenship behavior on 

personal learning and work-family enrichment. Paper presented at the annual meeting of 

the Academy of Management, Anaheim, California. 

Ladge, J. J., Humberd, B. K., Watkins, M. B., & Harrington, B. (2015). Updating the 

organization man: An examination of involved fathering in the workplace. The Academy 

of Management Perspectives, 29(1), 152-171. doi: 

http://dx.doi.org/10.5465/amp.2013.0078 

Las Heras, M., Trefalt, S., & Escribano, P. I. (2015). How national context moderates the impact 

of family-supportive supervisory behavior on job performance and turnover 

intentions. Management Research: The Journal of the Iberoamerican Academy of 

Management, 13(1), 55-82. 



59 
 

Lee, E.-S., Chang, J. Y., & Kim, H. (2008, August). The sunny side of the work-family interface 

in Korea: Can family life facilitate work life? Paper presented at the annual meeting of 

the Academy of Management, Anaheim, California. 

Lee, N., Zvonkovic, A. M., & Crawford, D. W. (2014). The impact of work-family conflict and 

facilitation on women's perceptions of role balance. Journal of Family Issues, 35, 1252-

1274. doi: http://dx.doi.org/10.1177/0192513X13481332 

Liao, Y., Yang, Z., Wang, M., & Kwan, H. K. (2016). Work–family effects of LMX: The 

moderating role of work–home segmentation preferences. The Leadership Quarterly, 27, 

671-683. doi: http://dx.doi.org/10.1016/j.leaqua.2016.03.003 

Lingard, H. C., Francis, V., & Turner, M. (2010). Work-family enrichment in the Australian 

construction industry: Implications for job design. Construction Management and 

Economics, 28(5): 467-480. 

Liu, H., & Cheung, F. M. (2015). The role of work-family role integration in a job demands-

resources model among Chinese secondary school teachers. Asian Journal of Social 

Psychology, 18(4), 288-298. doi:10.1111/ajsp.12103 

Liu, H., Ngo, H. Y., & Cheung, F. M. (2015). Work–family enrichment and marital satisfaction 

among Chinese couples: A crossover-spillover perspective. International Journal of 

Stress Management. Advance online publication. http://dx.doi.org/10.1037/a0039753 

Llorens, S., Bakker, A. B., Schaufeli, W. B., & Salanova, M. (2006). Testing the robustness of 

the Job Demands-Resources model. International Journal of Stress Management, 13, 

378-391. 

http://dx.doi.org/10.1177/0192513X13481332


60 
 

Lo Presti, A., & Mauno, S. (2016). Are support and control beneficial stress buffers in the 

presence of work-family barriers? Findings from Italy. International Journal of Stress 

Management, 23(1), 44-64. doi: http://dx.doi.org/10.1037/a0038440 

Lu, L. (2011). A Chinese longitudinal study on work/family enrichment. Career Development 

International, 16(4), 385-400. doi: 10.1108/13620431111158797 

Lu, L., & Chang, Y.-Y. (2014). An integrative model of work/family interface for Chinese 

employees. The Career Development International, 19, 162-182. doi: 

http://dx.doi.org/10.1108/CDI-09-2013-0110 

Lu, L., Chang, T.-T., Kao, S.-F., & Cooper, C. L. (2015). Testing an integrated model of the 

work-family interface in Chinese employees: A longitudinal study. Asian Journal of 

Social Psychology, 18(1), 12-21. doi: http://dx.doi.org/10.1111/ajsp.12081 

Lu, J.-F., Siu, O.-L., Spector, P. E., & Shi, K. (2009). Antecedents and outcomes of a fourfold 

taxonomy of work-family balance in Chinese employed parents. Journal of Occupational 

Health Psychology, 14(2): 182-192. 

Luk, M. D., Winkel, D. E., & Shaffer, M. (2008, August). The effects of workplace conflict and 

facilitation on well-being: Do individual differences matter? Paper presented at the 

annual meeting of the Academy of Management, Anaheim, California. 

Luksyte, A., Spitzmueller, C., & Rivera-Minaya, C. Y. (2014). Factors relating to wellbeing of 

foreign-born Hispanic workers. Journal of Managerial Psychology, 29, 685-704. doi: 

http://dx.doi.org/10.1108/JMP-10-2012-0322 

http://dx.doi.org/10.1037/a0038440
http://dx.doi.org/10.1108/CDI-09-2013-0110
http://dx.doi.org/10.1108/JMP-10-2012-0322


61 
 

Magnúsdóttir, S. (2016). Fathers' experience of paternity leave: comparison between years 

2007-2016 (Unpublished master thesis). Reykjavik University, Iceland.  

Major, D. A. Work-Family Leadership Project. Available from Debra Major at Old Dominion 

University, Norfolk, VA. 

Markovic, J. (2014). Exploring Transformational Leadership and Organizational Interventions 

as Predictors of Employee Work-family Enrichment (Unpublished doctoral dissertation). 

Barry University, Miami. 

Mason, T. C. (1998). Perceptions of work-family role combination and well-being in dual-

income parents (Unpublished doctoral dissertation). University of Ottawa, Ottawa. 

Masuda, A. D., McNall, L. A., Allen, T. D., & Nicklin, J. M. (2012). Examining the constructs 

of work-to-family enrichment and positive spillover. Journal of Vocational 

Behavior, 80(1), 197-210. doi: 10.1016/j.jvb.2011.06.002 

Mathis, C. J., DelCampo, R. G., & Cates, D. A. (2008, August). Investigating gender-role 

orientation among social support, work-family balance, and job performance. Paper 

presented at the annual meeting of the Academy of Management, Anaheim, California. 

Mauno, S., Kinnunen, U., & Ruokolainen, M. (2007). Job demands and resources as antecedents 

of work engagement: A longitudinal study. Journal of Vocational Behavior, 70, 149-171. 

Mauno, S., Ruokolainen, M., & Kinnunen, U. (2015). Work–family conflict and enrichment 

from the perspective of psychosocial resources: Comparing Finnish healthcare workers 

by working schedules. Applied Ergonomics, 48, 86-94. doi: 

http://dx.doi.org.proxy.bib.uottawa.ca/10.1016/j.apergo.2014.11.009 

http://dx.doi.org.proxy.bib.uottawa.ca/10.1016/j.apergo.2014.11.009


62 
 

May, D. R., Gilson, R. L., & Harter, L. M. (2004). The psychological conditions of 

meaningfulness, safety and availability and the engagement of the human spirit at work. 

Journal of Occupational and Organizational Psychology, 77, 11-37. 

McNall, L. A., Scott, L. D., & Nicklin, J. M. (2015). Do positive affectivity and boundary 

preferences matter for work–family enrichment? A study of human service workers. 

Journal of Occupational Health Psychology, 20(1), 93-104. doi:10.1037/a0038165 

Moazami-Goodarzi, A., Nurmi, J. E., Mauno, S., & Rantanen, J. (2015). Cross-lagged relations 

between work–family enrichment, vigor at work, and core self-evaluations: A three-wave 

study. Journal of Business and Psychology, 30(3), 473-482. 

Moen, P., Kelly, E., & Huang, R. (2008). ‘Fit’ inside the work-family black box: An ecology of 

the life course, cycles of control reframing. Journal of Occupational and Organizational 

Psychology, 81(3): 411-433. 

Molino, M., Ghislieri, C., & Cortese, C. G. (2013). When work enriches family-life: the 

mediational role of professional development opportunities. Journal of Workplace 

Learning, 25(2), 98-113. doi: 10.1108/13665621311299780 

Montgomery, A. J., Peeters, M. C. W., Schaufeli, W. B., & Den Ouden, M. (2003). Work-home 

interference among newspaper managers: Its relationship with burnout and engagement. 

Anxiety, Stress and Coping, 16, 195-211. 

Mulvaney, R. R. H., & Grandey, A. (2004, April). Off the job training: A new model of non-work 

to work facilitation. Paper presented at the annual meeting of the Society for Industrial 

and Organizational Psychology, Chicago, Illinois. 



63 
 

Nguyen, H., & Sawang, S. (2016). Juggling or struggling? Work and family interface and its 

buffers among small business owners. Entrepreneurship Research Journal, 6(2), 207-

246. doi: 10.1515/erj-2014-0041 

Nicklin, J. M., & McNall, L. A. (2013). Work–family enrichment, support, and satisfaction: A 

test of mediation. European Journal of Work and Organizational Psychology, 22(1), 67-

77. doi: 10.1080/1359432X.2011.616652 

Nicklin, J. M., McNall, L. A., Cerasoli, C. P., Varga, C. M., & McGivney, R. J. (2016). Teaching 

online: Applying need theory to the work-family interface. American Journal of Distance 

Education, 30(3), 167-179. doi: 10.1080/08923647.2016.1187042 

Noh, M., Johnson, K. K. P., & Koo, J. (2015). Building an exploratory model for part-time sales 

associates’ turnover intentions. Family and Consumer Sciences Research Journal, 44(2), 

184-200. doi: 10.1111/fcsr.12135 

Noor, N. M. (1999). Roles and women’s well-being: Some preliminary findings from Malaysia. 

Sex Roles, 41(3/4), 123-145. 

O’Brien, K. M., Ganginis Del Pino, H. V., Yoo, S. -K., Cinamon, R. G., Han, Y. -J. (2014). 

Work, family, support, and depression: Employed mothers in Israel, Korea, and the 

United States. Journal of Counseling Psychology, 61(3), 461-472. doi: 10.1037/a0036339 

Odle-Dusseau, H. N. (2008). Organizational and family resources as predictors of well-being, 

family functioning, and employee performance (Unpublished doctoral dissertation). 

Clemson University, Clemson. 



64 
 

Odle-Dusseau, H. N., Britt, T. W., & Greene-Shortridge, T. M. (2012). Organizational work–

family resources as predictors of job performance and attitudes: The process of work–

family conflict and enrichment. Journal of occupational health psychology, 17(1), 28. 

doi: 10.1037/a0026428 

Owens, B. P., Wadsworth, L. L., & Rubenstein, A. L. (2008, August). The interactive effects of 

role salience and gender on work-family interface: Unpacking the constructs of work 

family interference and work family enrichment. Paper presented at the annual meeting of 

the Academy of Management, Anaheim, California. 

Parks, K. M., Jacobs, K., & Richard, E. (2008, April). The positive side: Predictors of positive 

work-family spillover. Paper presented at the annual meeting of the Society for Industrial 

and Organizational Psychology, San Francisco. 

Pathak, J. (2008). Influence of individual differences on work to family enrichment (Unpublished 

master thesis). Florida Institute of Technology, Melbourne. 

Pathak, J. (2011). Toward a better understanding of work-family facilitation: The role of work-

family resources and work-family enrichment (Unpublished doctoral dissertation). 

Florida Institute of Technology, Melbourne. 

Paustian-Underdahl, S. C., Halbesleben, J. R. B., Carlson, D. S., & Kacmar, K. M. (2016). The 

work-family interface and promotability: Boundary integration as a double-edged sword. 

Journal of Management, 42(4), 960-981. doi: 10.1177/0149206313506464 

Payne, S. C., Henning, J. B., & Huffman, A. H. (n.d.). The influence of telework on work-family 

balance and job performance. Submitted to the Society for Human Resource Management 

Foundation. 



65 
 

Peeters, M., Wattez, C., Demerouti, E., & de Regt, W. (2009). Work-family culture, work-family 

interference and well-being at work: Is it possible to distinguish between a positive and a 

negative process?. Career Development International, 14(7), 700-713. doi: 

10.1108/13620430911005726 

Podratz, L. T. (2004). The nature of work-personal life balance (Unpublished doctoral 

dissertation). University of Houston, Houston. 

Polk, D. M. (2008). Intersecting work and family: The influence of relational beliefs and 

behaviors on work-family integration. Journal of Management and Organization, 14(4): 

345-366. 

Powell, G. N., & Greenhaus, J. H. (2007, August). Influence of sex, gender self-schema, and 

segmentation preferences on work-to-family enrichment. Paper presented at the annual 

meeting of the Academy of Management, Philadelphia. 

Premeaux, S. F., Adkins, C. L., & Mossholder, K. W. (2007). Balancing work and family: A 

field study of multi-dimensional, multi-role work-family conflict. Journal of 

Organizational Behavior, 28, 705-727. doi: 10.1002/job.439 

Proost, K., De Witte, H., Taillieu, T., & De Witte, K. (2004, April). Not only negative but also 

positive spillover from work to family: The combined influence of job characteristics and 

type A-behavior. Paper presented at the annual meeting of the Society for Industrial and 

Organizational Psychology, Chicago, Illinois. 

Prottas, D. J., & Hyland, M. A. (2008, August). Communicating across domains: Relations with 

positive and negative spillover between work and home. Paper presented at the annual 

meeting of the Academy of Management, Anaheim, California. 



66 
 

Prottas, D. J., & Hyland, M. A. (2009, August). Is high involvement at work and home so bad? 

Contrasting scarcity and expansionary perspectives. Paper presented at the annual 

meeting of the Academy of Management, Chicago, Illinois. 

Qiu, L. (2011, August). Linking individual and environmental characteristics to work-family 

enrichment of Chinese employees. Paper presented at the International Conference on 

Management and Service Science, Wuhan, China. 

Rasool, H., & Nasir, Z. M. (2013). Varying responsibilities across job & home domains and 

employee well being. Applied Research in Quality of Life, 8(4), 413-425. doi: 

10.1007/s11482-012-9205-7 

Richardsen, A. M., Burke, R. J., & Martinussen, M. (2006). Work and health outcomes among 

police officers: The mediating role of police cynicism and engagement. International 

Journal of Stress Management, 13, 555-574. 

Rogers, A. M. (2012). The electronic cottage versus the electronic prison: Work-family 

integration and technology (Unpublished doctoral dissertation). Univeristy of Houston, 

Houston. 

Rotondo, D. M., & Kincaid, J. F. (2008). Conflict, facilitation, and individual coping styles 

across the work and family domains. Journal of Managerial Psychology, 23(5): 484-506. 

Rudolph, C. W., & Baltes, B. B. (2016). Age and health jointly moderate the influence of 

flexible work arrangements on work engagement: Evidence from two empirical studies. 

Journal of Occupational Health Psychology. Advanced online publication. 

http://dx.doi.org/10.1037/a0040147.  



67 
 

Russo, M., & Buonocore, F. (2012). The relationship between work-family enrichment and nurse 

turnover. Journal of Managerial Psychology, 27(3), 216-236. doi: 

10.1108/02683941211205790 

Russo, M., Buonocore, F., Carmeli, A., & Guo., L. (2016). When family supportive supervisors 

meet employees’ need for caring: Implications for work-family enrichment and thriving. 

Journal of Management. Advance online publication. doi: 10.1177/0149206315618013 

Ryan, T. D. (2007). Coaching and family: The beneficial effects of multiple role membership 

(Unpublished doctoral dissertation). Texas A&M University, College Station. 

Salanova, M., Agut, S., & Peiro, J. (2005). Linking organizational resources and work 

engagement to employee performance and customer loyalty: The mediation of service 

climate. Journal of Applied Psychology, 90, 1217-1227. 

Sanz-Vergel, A. I., Demerouti, E., Moreno-Jiménez, B., & Mayo, M. (2010). Work-family 

balance and energy: A day-level study on recovery conditions. Journal of Vocational 

Behavior, 76(1): 118-130. 

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their relationship 

with burnout and engagement: A multi-sample study. Journal of Organizational 

Behavior, 25, 293-315. 

Schaufeli, W. B., Taris, T. W., & Van Rhenen, W. (2008). Workaholism, burnout, and work 

engagement: Three of a kind or three different kinds of employee well-being? Applied 

Psychology: An International Review, 57, 510-523.  



68 
 

Schenewark, J. D. (2008). Work-family conflict and enrichment: A study of college coaches 

(Unpublished doctoral dissertation). University of Texas at Austin, Austin. 

Seery, B. L., Corrigall, E. A., & Harpel, T. (2008). Job-related emotional labor and its 

relationship to work-family conflict and facilitation. Journal of Family and Economic 

Issues, 29(3): 461-477. 

Siu, O. L., Bakker, A. B., Brough, P., Lu, C. -Q., Wang, H., Kalliath, T., O’Driscoll, M., Lu, J., 

& Timms, C. (2015). A three-wave study of antecedents of work-family enrichment: The 

roles of social resources and affect. Stress Health, 31, 306-314. doi: 10.1002/smi.2556 

Siu, O. L., Lu, J. F., Brough, P., Lu, C. Q., Bakker, A. B., Kalliath, T., O’Driscoll, M., Phillips, 

D. R., Chen, W. Q., Lo, D., Sit, C., & Shi, K. (2010). Role resources and work–family 

enrichment: The role of work engagement. Journal of Vocational Behavior, 77(3): 470-

480. 

Sok, J., Blomme, R., & Tromp, D. (2014). Positive and negative spillover from work to home: 

The role of organizational culture and supportive arrangements. British Journal of 

Management, 25, 456-472. doi: http://dx.doi.org/10.1111/1467-8551.12058 

Srivastava, S., & Srivastava, U. R. (2014). Work and non-work related outcomes of work-family 

facilitation. Social Science International, 30, 353-372.  

Stanko, T. L. (2008). From scout leader to business leader: How participation in multiple roles 

shapes behavior at work (Unpublished doctoral dissertation). University of California, 

Irvine. 

http://dx.doi.org/10.1111/1467-8551.12058


69 
 

Stephens, M. A. P., Franks, M. M., & Atienza, A. A. (1997). Where two roles intersect: Spillover 

between parent care and employment. Psychology and Aging, 12(1): 30-37. 

Stoddard, M., & Madsen, S. R. (2007). Toward an understanding of the link between work-

family enrichment and individual health. Journal of Behavioral and Applied 

Management, 9(1): 2-15. 

Sumer, H. C. (1996). Work-nonwork linkages: Role of attachment style as an individual 

differences variable (Unpublished doctoral dissertation). Kansas State University, 

Manhattan. 

Sumer, H. C., & Knight, P. A. (2001). How do people with different attachment styles balance 

work and family? A personality perspective on work-family linkage. Journal of Applied 

Psychology, 86(4): 653-663. 

Tang, S. W., Siu, O. L., & Cheung, F. (2014). A study of work–family enrichment among 

Chinese employees: The mediating role between work support and job 

satisfaction. Applied Psychology, 63(1), 130-150. doi: 10.1111/j.1464-0597.2012.00519.x 

Tang, Y. P., & Hornung, S. (2015). Work-family enrichment through i-deals: Evidence from 

Chinese employees. Journal of Managerial Psychology, 30(8): 940-954. doi: 

10.1108/JMP-02-2013-0064 

Taylor, B. L. (2007). The relationship between work-family conflict/facilitation and perception 

of psychological contract fairness among Hispanic business professionals (Unpublished 

doctoral dissertation). Touro University International, New York. 



70 
 

Tement, S. (2014). The role of personal and key resources in the family-to-work enrichment 

process. Scandinavian Journal of Psychology, 55, 489-496. doi: 10.1111/sjop.12146 

Tement, S., & Korunka, C. (2013). Does trait affectivity predict work-to-family conflict and 

enrichment beyond job characteristics?. The Journal of psychology, 147(2), 197-216. 

ten Brummelhuis, L. L., Haar, J. M., & Roche, M. (2014). Does family life help to be a better 

leader? A closer look at crossover processes from leaders to followers. Personnel 

Psychology, 67, 917-949. doi: http://dx.doi.org/10.1111/peps.12057 

Thompson, C. A., & Prottas, D. J. (2006). Relationships among organizational family support, 

job autonomy, perceived control, and employee well-being. Journal of Occupational 

Health Psychology, 11(1): 100-118. 

Timms, C., Brough, P., 'Driscoll, M., Kalliath, T., Siu, O., Sit, C., & Lo, D. (2015). Flexible 

work arrangements, work engagement, turnover intentions and psychological health. Asia 

Pacific Journal of Human Resources, 53(1), 83-103. doi: 10.1111/1744-7941.12030 

Timms, C., Brough, P., 'Driscoll, M., Kalliath, T., Siu, O., Sit, C., & Lo, D. (2015). Positive 

pathways to engaging workers: Work-family enrichment as a predictor of work 

engagement. Asia Pacific Journal of Human Resources, 53(4), 490-510. doi: 

10.1111/1744-7941.12066 

Trummers, L. G., & Bronkhorst, B. A. (2014). The impact of leader-member exchange (LMX) 

on work-family interference and work-family facilitation. Personnel Review, 43, 573-

591. doi: http://dx.doi.org/10.1108/PR-05-2013-0080 

http://dx.doi.org/10.1111/peps.12057
http://dx.doi.org/10.1108/PR-05-2013-0080


71 
 

Tsai, H.-Y. (2008). Work-family conflict, positive spillover, and emotions among Asian 

American working mothers (Unpublished doctoral dissertation). University of Michigan, 

Ann Arbor. 

van Steenbergen, E. F. (2008, August). The work-family interface and objective outcomes: 

Consequences of work-family facilitation and conflict for objective employee health and 

performance. Paper presented at the annual meeting of the Academy of Management, 

Anaheim, California. 

van Steenbergen, E. F., Ellemers, N., & Mooijaart, A. (2007). How work and family can 

facilitate each other: Distinct types of work-family facilitation and outcomes for women 

and men. Journal of Occupational Health Psychology, 12(3): 279-300. 

van Steenbergen, E. F., Kluwer, E. S., & Karney, B. R. (2014). Work-family enrichment, work-

family conflict, and marital satisfaction: A dyadic analysis. Journal of Occupational 

Health Psychology, 19, 182-194. doi: http://dx.doi.org/10.1037/a0036011 

Vieira, J. M., Matias, M., Lopez, F. G., & Matos, P. M. (2016). Relationships between work–

family dynamics and parenting experiences: A dyadic analysis of dual-earner 

couples. Work & Stress, 30(3), 243-261. doi: 10.1080/02678373.2016.1211772 

Voydanoff, P. (2004a). Implications of work and community demands and resources for work-

to-family conflict and facilitation. Journal of Occupational Health Psychology, 9(4), 275-

285. doi:10.1037/1076-8998.9.4.275 

Voydanoff, P. (2004b). The effects of work demands and resources on work-to-family conflict 

and facilitation. Journal of Marriage and Family, 66(2): 398-412. doi: 10.1111/j.1741-

3737.2004.00028.x 

http://dx.doi.org/10.1037/a0036011


72 
 

Voydanoff, P. (2005). The differential salience of family and community demands and resources 

for family-to-work conflict and facilitation. Journal of Family and Economic Issues, 

26(3): 395-417. 

Wadsworth, L. L., & Owens, B. P. (2007). The effects of social support on work-family 

enhancement and work-family conflict in the public sector. Public Administration 

Review, 67(1): 75-86. 

Wan, M., Shaffer, M., Francesco, A. M., Joplin, J. R., Lau, T., & Cheung, E. (2015, August). 

Cross-domain communication technology, work-family interface and life satisfaction. 

Paper presented at the Annual Meeting of the Academy of Management, Vancouver, 

Canada. 

Wang, M., Kwan, H. K., & Zhou, A. (2016). Effects of servant leadership on work-family 

balance in China. Asia Pacific Journal of Human Resources. Advance online publication. 

doi:10.1111/1744-7941.12122 

Warner, M., & Korabik, K. (2008). Understanding the role of co-worker reactions in work 

interference with family and work-to-family enrichment (Unpublished doctoral 

dissertation). University of Guelph, Ontario. 

Wayne, J. H., Butts, M. M., Casper, W. J., & Allen, T. D. (2015). Personnel Psychology. 

Advance online publication. doi: 10.1111/peps.12132 

Wayne, J. H., Casper, W. J., Matthews, R. A., & Allen, T. D. (2013). Family-supportive 

organization perceptions and organizational commitment: The mediating role of work–

family conflict and enrichment and partner attitudes. Journal of Applied 

Psychology, 98(4), 606-622. doi: 10.1037/a0032491 



73 
 

Wayne, J. H., Musisca, N., & Fleeson, W. (2004). Considering the role of personality in the 

work- family experience: Relationships of the big five to work- family conflict and 

facilitation. Journal of Vocational Behavior, 64(1), 108-130. doi:10.1016/S0001-

8791(03)00035-6 

Wayne, J. H., Randel, A. E., & Stevens, J. (2006). The role of identity and work-family support 

in work-family enrichment and its work-related consequences. Journal of Vocational 

Behavior, 69(3): 445-461. 

Williams, A., Franche, R. L., Ibrahim, S., Mustard, C. A., & Layton, F. R. (2006). Examining the 

relationship between work-family spillover and sleep quality. Journal of Occupational 

Health Psychology, 11(1): 27-37. 

Witt, L. A., & Carlson, D. S. (2006). The work-family interface and job performance: 

Moderating effects of conscientiousness and perceived organizational support. Journal of 

Occupational Health Psychology, 11(4), 343-357. doi:10.1037/1076-8998.11.4.343 

Wolfram, H.-J., & Gratton, L. (2014). Spillover between work and home, role importance and 

life satisfaction. British Journal of Management, 25, 77-90. doi: 

http://dx.doi.org/10.1111/j.1467-8551.2012.00833.x 

Wyland, R. L., Luk, M. D., & Winkel, D. E. (2009, August). Faking feelings to feel aligned: 

How emotional labor and the work-family interface relate to fit. Paper presented at the 

annual meeting of the Academy of Management, Chicago, Illinois. 

Xanthopoulou, D., Bakker, A. B., Heuven, E., Demerouti, E., & Schaufeli, W. B. (2008). 

Working in the sky: A diary study on work engagement among flight attendants. Journal 

of Occupational Health Psychology, 13, 345-356.  

http://dx.doi.org/10.1111/j.1467-8551.2012.00833.x


74 
 

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009). Work engagement 

and financial returns: A diary study on the role of job and personal resources. Journal of 

Occupational and Organizational Psychology, 82, 183-200.  

Yanchus, N. J., Eby, L. T., Lance, C. E., & Drollinger, S. (2010). The impact of emotional labor 

on work-family balance outcomes. Journal of Vocational Behavior, 76(1): 105-117. 

Zhang, L., Lin, Y., & Wan, F. (2015). Social support and job satisfaction: Elaborating the 

mediating role of work-family interface. Current Psychology, 34: 781-790. 

Zimmerman, K. L. (2009). Operationalizing the antecedents of work-family positive spillover: A 

longitudinal study (Unpublished doctoral dissertation). Portland State University, 

Portland. 

 

 

 


