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AbstractMarried female professionals with children (n ¼ 50) were interviewed to examine their
experience of work-family conflict and the human resources policies they would like to see
implemented at their workplace to assist them to balance their home and job demands. The results
revealed that the traditional nature of the Hong Kong family, compounded by long working hours,
had led to an exhausting lifestyle for almost all the female married professionals. When asked
about the HR practices that might be appropriate to help alleviate work-family conflict, the
overwhelming preference was “flexible hours” (n ¼ 30). Given these findings, it is suggested that
changes in work patterns towards a flexible schedule would be beneficial for both employers and
employees.

Introduction
For Hong Kong, as elsewhere, the percentage of married women who
participate in the workforce is increasing. Employment statistics indicate that
the Hong Kong labor force grew by 22 percent from 2.8 million in 1991 to 3.4
million in 2001. The increase was much larger, in both absolute and relative
terms, for women than for men. For example, during this period, the labor force
participation of women increased by 39 percent compared with 12 percent for
men (Hong Kong By-Census, 2001).

Similarly, participation rates among married women continued to expand, so
that by 2001 over 50 percent had entered the workforce. There was change, as
well, in the types of jobs held by married women. Between 1991 and 2001,
female incumbents of positions classified as “manager” or “administrator”
grew from 50,390 to 92,614. In addition, the number of women who considered
themselves to be “professionals” rose from 30,815 in 1991 to 51,461 in 1996 and
to 65,485 in 2001 (Hong Kong By-census, 2001). Thus, not only do married
women appear to remain in the workforce in greater numbers, but a larger
percentage seems to be employed in higher level positions.

This trend roughly mirrors what is happening in North America and Europe
(Wallerstein, 2000; Dex and Joshi, 1999). The growth in the labor force
participation of married women with children has ignited considerable interest
in how they manage the often conflicting demands of work and family
(Greenhaus and Beutell, 1985; Kossek and Ozeki, 1998; Lewis and Cooper,
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1987). What differentiates Hong Kong women from their Western counterparts,
however, is the prevailing work and management culture in which they are
employed. Whereas, in the West, researchers would be able to list up to 20
benefits related to work-family balance (Ng and Chiu, 1997), in Hong Kong such
benefits remain hopelessly unrealistic (Lui, 1996; Wright et al., 2000). Thus,
unlike Lewis (2001), this paper cannot argue for a restructuring of workplace
cultures.

Not only in Hong Kong, but also throughout Asia, both men and women
tend to work (with some exceptions) in corporate cultures characterized by
authoritarian management and weak labor legislation. The rights and the
protections often taken for granted in Western societies do not exist (Chiu and
Ng, 1999; Mellahi, 2001). It is little use, then, to produce a “wish-list” of
policies/programs/activities that would benefit the working woman. The
culture is not nearly ready to accept these ideas (Chiu and Ng, 1999).

Similarly, the social roles of women still tend to be very traditional. Relative
to Western societies, where change has been slow but perceptible (Canadian
HR Reporter, 2000), in Asia there has been little movement toward increased
sharing of family responsibilities in marriage. The tasks of child and home care
fall predominantly on the female (Aryee, 1993a; Yalom, 2000). Other research
work confirms the fact that women tend to spend many more hours than men
on household responsibilities (Lewis and Cooper, 1987; Pleck, 1985; Staines et
al., 1973; Tebory and Illgen, 1975). Siu and Chu (1994) indicated that in Hong
Kong the male-dominant Chinese culture demands that wives perform a range
of household tasks and rear children.

Taking these cultural realities into account, this research adopted Soper
et al.’s (1996) gradualist approach to organizational transformation, by
isolating one, or a small number of key policies/programs that might address
work-family balance in Hong Kong. While this research examines perceptions,
the focus will be on what can be realistically expected.

Previous research
The literature on women, work and the family is voluminous and complex. It is
widely acknowledged that inter-role conflict is a more pressing issue for
parents than for childless couples (Holahan and Gilbert, 1979), and that
employed parents (both mothers and fathers) have multiple roles, which
compete for their time and energy (Higgins et al., 1992).

Work-family conflict has been of interest to researchers for many years
(Greenhaus and Beutell, 1985). There is research evidence that women
experience more inter-role conflict than men (Dex, 1998; Duxbury and Higgins,
1991; Greenhaus et al., 1989; Gutek et al., 1991; Wiersma, 1990). However,
Bedeian et al. (1988), Frone et al. (1992), Lobel (1991) and Voydanoff (1988)
found little or no gender difference in levels of work-family conflict.
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The extensive research on the roles of men and women in “a gender-
stratified” social system has shown that women tend to support family at the
expense of work (Aryee and Luk, 1996; Karambayya and Reilly, 1992).
Although Becker and Moen (1999) reported that couples tend to “scale back”
their work involvement by not pursuing “high powered” careers at the same
time as raising a family, it is the wife who typically “scales back” the most.
Nevertheless, it was burn-out in wives, resulting from a combination of work
and family stresses (Aryee, 1993b), that led Higgins et al. (1992) to the
conclusion that work conflict was an important predictor of family conflict.
Indeed, Kanter’s (1977) observation that work and family cannot be considered
as separate entities seems to have held true for more than two decades (Boles et
al., 1997; Cooke and Rousseau, 1984).

Some of the earlier studies (e.g. Hertz, 1986; Hochschild, 1989) show that,
among dual-earner couples, women seem to bear the burden of adapting to
work and family demands on a daily basis. Although in Western society
women are increasingly dealing with job-related demands, which can place
limits on the performance of their family role, men are becoming more involved
with their family (Pleck, 1985). However, in the Chinese socio-cultural
environment, the fast-changing demography of the family has not affected the
relatively static sex roles. Men have not assumed traditionally female
household roles as women have joined the paid labor force. Aryee et al. (1999)
noted that daily life in Hong Kong is influenced by the philosophical traditions
of Confucianism. Married managerial women in Hong Kong have to face the
triple responsibilities of child care, housework, and a demanding career.

Discussions of the potential stress associated with combining the roles of
family and work have long been commonplace (Lewis and Cooper, 1987). The
work of Decker and Borgen (1993) and Parasuraman et al. (1992) confirmed the
view that work-family conflict is closely associated with overall life stress.
Thus, achieving a balanced life style has long been an important concern for
many dual-career couples (Skinner, 1980; Lambert, 1990).

Parental demands also create stress (Matsui et al., 1995), especially in
situations where levels of social support are low (Ganster et al., 1986). While a
flexible work schedule seems to reduce stress levels (Guelzow et al., 1991), self-
identity remains an important variable (Carlson et al., 1995). For example, if a
woman wishes to spend more time with her family because her identity is tied
to this aspect of life, but is prevented from doing so, she “may feel hollow and
unfulfilled” (Carlson et al., 1995, p. 27). Thus, unpleasant moods can spill over
from work to family life and vice versa (Williams and Alliger, 1999), leading to
dysfunctional coping strategies often associated with burn-out (Leiter, 1991).

Work-family conflict, as a source of stress, has been linked to many
undesirable effects and has become a problem that organizations can no longer
ignore (Higgins et al., 1992). Wortman et al. (1990), for example, found that
women who experience low role conflict score highest on measures of mental
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health and role satisfaction. Earlier, similar findings by Houseknecht and
Macke (1981) suggest that family experiences which “accommodate” the wife’s
employment lead to better marital adjustment.

For some time, work-family conflict has been shown to be negatively related
to employee work outcomes such as absenteeism and turnover (Bowen, 1988;
Galinsky and Stein, 1990). Consequently, management of the work-family
interface has become a managerial concern in the Western industrialized
economies, leading to the adoption of family-friendly or family-responsive
policies. One such policy is work schedule flexibility (Galinsky and Stein, 1990).
As early as 1981, Orpen reported that flexitime was related positively to job
satisfaction. These findings are supported by other studies. Rothausen (1994),
for example, reported work schedule flexibility to be negatively related to
intention to quit (Aryee et al., 1998), while Scandura and Lankau (1997) found
flexible work hours to be related to higher organizational commitment.

Obviously, there are other family-friendly work arrangements that might be
implemented (Chiu and Ng, 1999), but in the main flexibility, i.e. control over
work time, is perceived as the most important job characteristic. Accordingly, it
has been suggested that women in Hong Kong should try to work for an
organization that best accommodates their family obligations (Ngo, 1992).

Methodology
Given the influx of mothers into the labor force and the unique Chinese socio-
cultural environment, it is argued that a better understanding of the family and
work problems of Hong Kong married professional women will be of great
benefit to both practitioners and policy makers. To that end, data were obtained
from one-hour, face-to-face or telephone interviews with 50 married
“professional” women about their experience of managing the work-family
interface. The criteria for participation were: (a) the individuals were females at
least 30 and not more than 50 years of age; (b) they were in a profession requiring
higher education and/or specialized training; (c) they earned a minimum of
HK$20,000 per month; and (d) they were married and with a child or children.

The sample interviewed in this study was initially identified through social
networking among local professionals. The sample was also chosen through
the snowball method (Singleton and Straits, 1999), whereby each respondent
was asked for an introduction to two colleagues or friends.

This approach works well in Asia, where business is based on relationships,
and where questionnaires are often viewed with suspicion (Weiss, 1994). The
major problem with such an approach is that it is difficult to generalize from
data collected in this way (Wright and Nguyan, 2000).

Respondents were asked a series of mainly open-ended questions that
focused on their work and family roles, and supplemented by demographic data
on age, highest educational qualification, number of children, age of children,
employment of domestic helper, job title, average hours worked and monthly
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income. The interview allowed each subject, from her own perspective, to share
her experiences of what had occurred in her work and family life.

Research questions

RQ1. Think for a minute about what your ideal job would be like? What is
that job? Is it the job you have now?

RQ2. Do you face any major family-work conflict? – None; mild; intense;
extremely intense?

RQ3. Specifically, what kinds of conflicts between family and work do you
experience as a woman who has a child and works full-time as a
professional? Do you have any persistent problems that you do not
seem to be able to solve?

RQ4. All things being considered, would you consider yourself more work-
centered or family-centered?

RQ5. Are there any policies you would like to see implemented at your
workplace or by the government that would help people like you
manage your work and family lives?

RQ6. What women-friendly HRM policies you would like to see
implemented in your organization?

The interview questions included a brief examination of the subject’s
significant life and job experiences. Feelings, thoughts, motivations, plans, and
hopes were explored. Areas of concentration in the interview were issues
identified in the literature on work-family conflict.

This research used the interview as a data-gathering technique because it
has been shown to be efficacious in collecting systematic data about the life-
experiences of women (Baruch and Barnett, 1986; Denzin and Yuma, 1994). The
data collected are “thick”, meaning that the researcher is able to comprehend
“the lived reality” of their subjects. Thick data gain credibility as a result of
“prolonged engagement” with participants (Sturges, 1999).

The data were qualitatively analyzed. They were segregated by question, so
that all responses to each question were listed together. Then, each entry was
read and similar answers were isolated. This categorization technique is
similar to that used by Wallerstein (2000). Basic descriptive statistics were
conducted using content analysis, and qualitative data from the interviews
were evaluated for salient trends, themes, and patterns (Patton, 1980). This
data analysis method produced a set of bar graphs that illustrated respondents’
concern for work-family balance. By allowing the respondents to state what
they felt was most important, the bias generated from rank-ordering a
previously generated list is avoided.
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Research findings
The demographic profile of the respondents is presented below:

(1) Age
. Range – 30-50, mean 41.4 years

(2) Children
. Max. two/respondent;
. 36 – ten years and under;
. 32 – 11-15 years;
. 12 – 16-20 years;
. five – > 20 years.

(3) Education
. Postgraduate degree – 16;
. Bachelor degree – 26;
. Diploma – eight.

(4) Salary
. Range 23-80K, mean HK$44,240.

(5) Average hours worked
. Range 25-60, mean 48.5.

It is to be noted that only nine respondents worked 40 or fewer hours per week
(mean 48.5), all had children (an average of two) and a majority (42 out of 50)
possessed a post-secondary education at either the degree or the diploma level.
Respondents reported an average monthly salary of HK$44,240.

Although not indicated, all respondents employed a full-time domestic
helper. Comments obtained through the open questionnaires, therefore, should
be interpreted in this light.

Table I presents the occupational composition of the respondents. While the
nomenclature is wide-ranging, most titles would fit the category of
“professional”. The possible exceptions are “technician” and “executive
assistant”. These respondents’ salaries, however, ($40,000 and $30,000
respectively) were similar to “personnel officers” ($27,000), “general
manager” ($23,000) and “merchandising manager” ($35,000), so they were
left in the sample.

The ideal job
When asked to describe the characteristics of their ideal job (RQ1), a “good”
salary was mentioned 23 times, followed by “flexibility” in terms of hours of
work or work schedule (n ¼ 16) and shorter working hours (n ¼ 12). Other
characteristics did not appear to be important, although recognition/appreciation
and “good” benefits were listed seven times (Figure 1).
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These results are consistent with the general perception that money is the most
important feature of an ideal job. This factor, however, was followed closely in
perceived importance by two related items, flexibility and shorter working
hours.

Level of work-family conflict
RQ2 explored the idea that involvement in a work role might lead to difficulties
in managing the work-family interface. A four-point scale was used (none, mild,
intense, extremely intense) to examine perceived work-family conflict. From the
data (Figure 2), there appears to be a consensus among a majority of the
respondents (n ¼ 41) that work-family conflict was either “intense” or
“extremely intense”. Only nine respondents characterized this conflict as either
“mild” (n ¼ 5) or “none” (n ¼ 4).

Figure 1.
Characteristics of the
“ideal job”

Title No. in position

Administrator 9
Personnel manager/officer 9
Director 8
Senior executive 6
Manager 6
Accountant 3
Consultant 2
Immigration officer 1
Lawyer 1
Merchandiser 1
Career counselor 1
Technician 1
Executive assistant 1
Dental surgeon 1

Table I.
Job categories by
title
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Sources of work-family conflict
In response to a question that explored sources of work-family conflict, the
interview data indicated four main sources (Figure 3):

(1) Little support from husband (n = 17).

(2) Feeling of burnout/ exhaustion (n = 14).

Figure 2.
Level of work-family

conflict

Figure 3.
Specific problems

causing work-family
conflict
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(3) No/little family time (n = 14).

(4) Children’s homework (n = 12).

The other perceived reasons for conflict (Figure 3) were not mentioned often,
although ten respondents referred to “time conflict”.

These pressures appear to be endemic in Hong Kong culture. The traditional
nature of the Asian family, compounded by long working hours and the well-
known tyranny of Hong Kong’s school system (Cheung, 2000), might easily
lead to a lifestyle characterized by exhaustion and little or no family time.

Work versus family orientation
In terms of work-family priorities, the majority of respondents appear to be
“family-centered” (n ¼ 26) followed by “both work” and family-centered (n ¼ 16)
(Figure 4), Thus, this sample exhibits the traits of the traditional Chinese married
female. According to the philosophical traditions of Confucianism – the home
sphere is for women, while the work sphere is for men. Aryee et al. (1999) noted
that Hong Kong women are perceived as responsible for domestic chores and
child rearing despite the fact that they are now economic providers in the family.

Suggested HR interventions
In response to a question about the HR activities that might be appropriate to
help alleviate work-family conflict, the most popular responses were “flexible
hours” (n = 30), or alternatively, greater control over the work schedule (n = 7)
(Figure 5). When these results are coupled with answers to the final question,
which sought to pin-point specific “women-friendly” work practices, they
present a clear picture (Figure 5).

Not only are flexible hours important, but also parental leave to deal with
family issues (n ¼ 29) (Figure 6). It should be noted, however, that other
responses also relate to time as the central issue. Training during office hours

Figure 4.
Work versus family
orientation
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(n ¼ 5) and job sharing (n ¼ 5), for example, are both related to time, as are
“time off” (n ¼ 2), “reduced hours” (n ¼ 2), “non-paid leave” (n ¼ 2), and
“longer annual leave” (n ¼ 3). The consensus is that a more flexible work
schedule (defined in various ways), leading to more time for family matters,
would be the most desirable solution to work-family conflict.

Figure 5.
Suggested HR
interventions

Figure 6.
Choice of women-

friendly work
arrangements
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Discussion
This study examined Hong Kong married female professional women’s
experience and sources of work-family conflict and their preferred family-
friendly policies. The results of this study give a general picture of married
female professionals in Hong Kong as being family-oriented, but needing to
work long hours. When combining work role and family role, they end up
having a very intense life style, since each of the roles demands their time,
energy and commitment. Their main problem is to find the time to juggle both
family and work roles. In the Chinese socio-cultural environment, they feel they
have little support from husbands and organisations. They still have a
traditional relationship with the husband in which he gives limited time to
family matters (Siu and Chiu, 1994). They work in a business environment
rooted in the “command and control” era (Ng and Chiu, 1997; Wright et al.,
2000), where family-oriented policies are not prevalent (Ng and Chiu, 1997).
Thus, a significant percentage of them feel that they suffer from exhaustion
and burn-out.

The influx of mothers into the workforce has led to difficulties in managing
the work-family interface that should no longer be overlooked. The issue of
how to respond to the multiple roles of women in the workforce needs to be
considered, so they may experience a higher level of job satisfaction, especially
given the growing recognition that employees are a competitive resource
(Pfeffer and Ross, 1990), and the finding that work-family balance is positively
related to employee work performance (Tompson and Wener, 1997).
Organisations (particularly those in Hong Kong) should develop more
awareness of the needs of their employees, especially married women
employees, in order to help them balance work and family responsibilities.

The evidence from this study, supported by a wide variety of previous
research, strongly suggests that workplace flexibility in terms of hours worked
and of more control over how time is spent, represents two issues that appeal to
Hong Kong women professionals with children. Flexitime, in many variations,
has been adopted in a large number of organisations in the developed Western
economies with generally favourable reactions by both management and
employees (Nollen, 1989).

As the findings reveal a clear preference on the part of women for time
flexibility so as to better manage work-family concerns, organisations in Hong
Kong should no longer ignore flexibility as a family-responsive policy. A two-
pronged approach would simplify the complexity of the work-family issue.
Cutting through the complexity by concentrating on the “doable” may be the
most sensible option for Hong Kong companies. What is “doable” is clear:
managers need to create better conditions for women in terms of time
flexibility. Implementing family-friendly policies is a win-win situation for both
employers and employees. For example, Orpen (1981) reported that flexitime
caused a significant increase in job satisfaction.
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The results of this study have practical implications for organisations. They
will help to make organisations and their management more aware of the
importance of family-friendly work arrangements for assisting employed
mothers to deal with their conflicting roles of worker, spouse and parent.
Organisations can perhaps gain competitive advantage, especially when
seeking to retain the best talent, by facilitating the recruitment and retention of
women employees through the implementation of workable (i.e. culturally
acceptable), family-friendly work arrangements.

References

Aryee, S. (1993a), “Antecedents and outcomes of work-family conflict among married
professional women: evidence from Singapore”, Human Relations, Vol. 45 No. 8.

Aryee, S. (1993b), “Dual-earner couples in Singapore: an examination of work and non-work
sources of their experienced burn-out”, Human Relations, Vol. 46 No. 12, pp. 1441-68.

Aryee, S. and Luk, V. (1996), “Balancing two major parts of adult life experience: work and
family identity among dual-earner couples”, Human Relations, Vol. 49 No. 4, pp. 465-87.

Aryee, S., Luk, V. and Stone, R. (1998), “Family-responsive variables and retention-relevant
outcomes among employed parents”, Human Relations, Vol. 51 No. 1, pp. 73-87.

Aryee, S., Luk, V., Leung, A. and Lo, S. (1999), “Role stressors, inter-role conflict, and wellbeing:
the moderating influence of spousal support and coping behaviors among employed
parents in Hong Kong”, Journal of Vocational Behavior, Vol. 54, pp. 259-78.

Baruch, G.K. and Barnett, R. (1986), “Multiple role quality, multiple role involvement, and
psychological wellbeing in midlife women”, Journal of Personality and Social Psychology,
Vol. 51, pp. 578-85.

Becker, P.E. and Moen, P. (1999), “Scaling back: dual-earner couples’ work-family strategies”,
Journal of Marriage of the Family, Vol. 61, November, pp. 995-1007.

Bedeian, A.G., Burke, B.G. and Moffett, R.G. (1988), “Outcomes of work-family conflict among
married male and female professionals”, Journal of Management, Vol. 14 No. 3, pp. 475-91.

Boles, J.S., Johnston, M.W. and Hair, J.F. (1997), “Role stress, work-family conflict and emotional
exhaustion: inter-relationships and effects on some work-related consequences”, Journal of
Personal Selling & Sales Management, Vol. XVII No. 1, pp. 17-28.

Bowen, G.L. (1988), “Corporate supports for the family lives of employees: a conceptual model for
program planning and evaluation”, Family Relations, Vol. 37, pp. 183-8.

Canadian HR Reporter (2000), “Canadian companies lag on wellness”, 23 October, p. 17.

Carlson, D.S., Kacmar, K.M. and Stepina, L.P. (1995), “An examination of two aspects of work-
family conflict: time and identity”, Women in Management Review, Vol. 10 No. 2.

Cheung, M. (2000), “Reading, writing and role learning”, Business Week, 14 August, p. 4.

Chiu, W. and Ng, C.W. (1999), “Women-friendly HRM and organizational commitment: a study
among women and men of organizations in Hong Kong”, Journal of Occupational and
Organizational Psychology, Vol. 72, pp. 485-502.

Cooke, R.A. and Rousseau, D.M. (1984), “Stress and strain from family roles and work-role
expectations”, Journal of Applied Psychology, Vol. 69 No. 2, pp. 252-60.

Decker, P.J. and Borgen, F.H. (1993), “Dimension of work appraisal: stress, strain, coping, job
satisfaction, and negative affectivity”, Journal of Counseling Psychology, Vol. 40 No. 4,
pp. 470-8.

Work-family
conflict

387



Denzin, N. and Yuma, L. (1994), Handbook of Qualitative Research, Sage, Thousand Oaks, CA.

Dex, S. (1998), “Appropriate indicators of demand for labour markets segmented by gender”,
Cambridge Journal of Economics, Vol. 22, pp. 19-38.

Dex, S. and Joshi, H. (1999), “Careers and motherhood: policies for compatibility”, Cambridge
Journal of Economics, Vol. 23, pp. 641-59.

Duxbury, L.E. and Higgins, C.A. (1991), “Gender differences in work-family conflict”, Journal of
Applied Psychology, Vol. 76 No. 1, pp. 60-74.

Frone, M.R., Russell, M. and Cooper, M.L. (1992), “Prevalence of work-family conflict: are work
and family boundaries asymmetrically permeable?”, Journal of Organizational Behavior,
Vol. 13, pp. 723-9.

Galinsky, E. and Stein, P.J. (1990), “The impact of human resource policies on employees:
balancing work/family life”, Journal of Family Issues, Vol. 11 No. 4, pp. 368-83.

Ganster, D.C., Fusilier, M.R. and Mayes, B.T. (1986), “Role of social support in the experience of
stress at work”, Journal of Applied Psychology, Vol. 71 No. 1, pp. 102-10.

Greenhaus, J.H. and Beutell, N.J. (1985), “Sources of conflict between work and family roles”,
Academy of Management Review, Vol. 10 No. 1, pp. 76-88.

Greenhaus, J.H., Parasuraman, S., Granrose, C.S., Rabinowitz, S. and Beutell, N.J. (1989), “Sources
of work-family conflict among two-career couples”, Journal of Vocational Behavior, Vol. 34,
pp. 133-53.

Guelzow, M.G., Bird, G.W. and Koball, E.H. (1991), “An exploratory path analysis of the stress
process for dual-career men and women”, Journal of Marriage and the Family, Vol. 53,
pp. 151-64.

Gutek, B.A., Searle, S. and Klepa, L. (1991), “Rational versus gender role explanations for work-
family conflict”, Journal of Applied Psychology, Vol. 76 No. 4, pp. 560-8.

Hertz, R. (1986),More Equal than Others: Women and Men in Dual-Career Marriages, University
of California Press, Berkeley, CA.

Higgins, C.A., Duxbury, L.E. and Irving, R.H. (1992), “Work-family conflict in the dual-career
family”, Organizational Behavior and Human Decision Processes, Vol. 51, pp. 51-75.

Hochschild, A. (1989), The Second Shift: Working Parents and the Revolution at Home, Viking
Penguin, New York, NY.

Holahan, C.K. and Gilbert, L.A. (1979), “Inter-role conflict for working women: careers versus
jobs”, Journal of Applied Psychology, Vol. 64 No. 1, pp. 86-90.

Hong Kong By-Census (2001), Main Report, Hong Kong Census and Statistics Department,
Government Printer, Hong Kong.

Houseknecht, S.K. and Macke, A.S. (1981), “Combining marriage and career: the marital
adjustment of professional women”, Journal of Marriage and the Family, August,
pp. 651-61.

Kanter, R. (1977), Work and Family in the United Status: A Critical Review and Agenda for
Research and Policy, Sage, New York, NY.

Karambayya, R. and Reilly, A.H. (1992), “Dual earner couples: attitudes and actions in
restructuring work for family”, Journal of Organizational Behavior, Vol. 13, pp. 585-601.

Kossek, E.E. and Ozeki, C. (1998), “Work-family conflict, policies and the job-life satisfaction
relationship: a review and direction for organizations’ behavior-human resources
research”, Journal of Applied Psychology, Vol. 83, pp. 139-49.

Lambert, S.J. (1990), “Processes linking work and family: a critical review and research agenda”,
Human Relations, Vol. 43 No. 3, pp. 239-57.

PR
32,3

388



Leiter, M.P. (1991), “Coping patterns as predictors of burn-out: the function of control and
escapist coping patterns”, Journal of Organizational Behavior, Vol. 12, pp. 123-44.

Lewis, S. (2001), “Restructuring workplace cultures: the ultimate work-family challenge”,Women
in Management Review, Vol. 16 No. 1, pp. 21-9.

Lewis, S. and Cooper, C. (1987), “Stress in two-earner couples and stage in the life cycle”, Journal
of Occupational Psychology, Vol. 60, pp. 289-303.

Lobel, S.A. (1991), “Allocation of investment in work and family roles: alternative theories and
implications for research”, Academy of Management Review, Vol. 16 No. 3, pp. 507-21.

Lui, T. (1996), “Administrative ethics in Hong Kong”, in Becker, G. (Ed.), Ethics in Business and
Society, Springer, Heidelberg, pp. 88-9.

Matsui, T., Ohsawa, T. and Onglatco, M.L. (1995), “Work-family conflict and the stress-buffering
effects of husband support and coping behavior among Japanese married working
women”, Journal of Vocational Behavior, Vol. 47, pp. 178-92.

Mellahi, K. (2001), “Differences and similarities in future managerial values”, Cross-Cultural
Management: An Information Journal, Vol. 8 No. 1, pp. 45-58.

Ng, C.W. and Chiu, W. (1997), “Women-friendly HRM good for QWL? The case of Hong Kong
based companies”, The International Journal of Human Resource Management, Vol. 8
No. 5, October, pp. 644-59.

Ngo, H.Y. (1992), “Employment status of married women in Hong Kong”, Sociological
Perspectives, Vol. 35 No. 3, pp. 475-88.

Nollen, S. (1989), “The work-family dilemma: how HR managers can help”, Personnel, pp. 25-30.

Orpen, C. (1981), “Effect of flexible working hours on employee satisfaction and performance: a
field experiment”, Journal of Applied Psychology, Vol. 66 No. 1, pp. 113-15.

Parasuraman, S., Greenhaus, J.H. and Granrose, C.S. (1992), “Role stressors, social support, and
wellbeing among two-career couples”, Journal of Organizational Behavior, Vol. 13,
pp. 339-56.

Patton, M. (1980), Qualitative Evaluation Methods, Sage, Beverly Hills, CA.

Pfeffer, J. and Ross, J. (1990), “Gender-based wage differences: the effects of organizational
context”, Work and Occupations, Vol. 17, pp. 55-78.

Pleck, J. (1985), Working Wives/Working Husbands, Sage, Beverly Hills, CA.

Rothausen, T.J. (1994), “Job satisfaction and the parent worker: the role of flexibility and
rewards”, Journal of Vocational Behavior, Vol. 44, pp. 317-36.

Scandura, T.A. and Lankau, M.J. (1997), “Relationships of gender, family responsibility and
flexible work hours to organizational commitment and job satisfaction”, Journal of
Organizational Behavior, Vol. 18, pp. 377-91.

Singleton, R.A. and Straits, B.C. (1999), Approaches to Social Research, Oxford University Press,
Oxford.

Siu, W.S. and Chu, P. (1994), “Female entrepreneurs in Hong Kong: problems and solutions”,
International Journal of Management, Vol. 11 No. 2, pp. 728-36.

Skinner, D.A. (1980), “Dual-career family stress and coping: a literature review”, Family
Relations, Vol. 29, pp. 473-80.

Soper, B., von Bergen, C.W. and Sanders, C.C. (1996), “Small wins and organizational
development”, International Association of Management Journal, Vol. 8 No. 10, pp. 44-50.

Staines, G., Tavris, C. and Jayartne, T.E. (1973), “The queen bee syndrome”, in Tavris, C. (Ed.),
The Female Experience, CRM, Del Mar, CA.

Work-family
conflict

389



Sturges, J. (1999), “What it means to succeed: personal conceptions of career success held by male
and female managers at different ages”, British Journal of Management, Vol. 10, pp. 239-52.

Tebory, J.R. and Illgen, D.R. (1975), “A theoretical approach to sex discrimination in traditionally
masculine occupations”, Organizational Behavior and Human Performance, Vol. 13, June,
pp. 352-76.

Tompson, H.B. and Wener, J.M. (1997), “The impact of role conflict facilitation on core and
discretionary behaviors: testing a mediated model”, Journal of Management, Vol. 23,
pp. 583-601.

Voydanoff, P. (1988), “Work role characteristics, family structure demands, and work/family
conflict”, Journal of Marriage and the Family, Vol. 50, pp. 749-61.

Wallerstein, J. (2000), The Non-Expected Legacy of Divorce: A 25-Year Land Work Study, Wiley,
New York, NY.

Weiss, R.S. (1994), Learning from Strangers: The Art and Method of Quantitative Interviewing,
The Free Press, New York, NY.

Wiersma, U.J. (1990), “Gender differences in job attribute preferences: work-home role conflict
and job level as mediating variables”, Journal of Occupational Psychology, Vol. 63,
pp. 231-43.

Williams, K.J. and Alliger, G.M. (1999), “Role stressors, mood spill-over, and perceptions of work-
family conflict in employed parents”, Academy of Management Journal, Vol. 37 No. 4,
pp. 837-68.

Wortman, C.B., Downey, G., Emmons, C., Biernat, M. and Lang, E. (1990), Women with Multiple
Role: Role-Compatibility Perceptions, Satisfaction, and Mental Health, American Institute
of Research, Palo Alto, CA.

Wright, P.C. and Nguyan, V.T. (2000), “State-owned enterprises (SOEs) in Vietnam: perceptions
of strategic direction for a society in transition”, The International Journal of Public Sector
Management, Vol. 13 No. 2, pp. 169-77.

Wright, P.C., Szeto, W.F. and Geroy, G.D. (2000), “Changing the management mindset:
management style and coping with world-class competition”, Management Decision,
Vol. 38 No. 9, pp. 607-11.

Yalom, M. (2000), A History of the Wife, HarperCollins, New York, NY.

Further reading

Honold, L. (2001), Developing Employees Who Love to Learn, Davies-Block Publishing, Palo Alto,
CA.

PR
32,3

390


