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ABSTRACT

This dissertation validates the use of a spirituality based Blue light Muragaba Meditation
(BLMM) intervention to positively affect work family interaction, stress and job & home
outcomes. The dissertation comprise of two related studies on the subject.

In the first study, interrelationship among study variables is examined for the purpose of
substantiating the existing reference points. Furthermore the objective was to produce indigenous
empirical evidence that may be helpful in explaining the effects of proposed meditation based
intervention. The variables include two dimensions of work family interaction (WFI) i.e. work
family conflict(WFC) and work family facilitation (FWF). WFC has been studied across job and
home domains i.e. work interference with family (WIF) & family interference with work (FIW).
Similarly work family facilitation includes work facilitation with family (WFF) and family
facilitation with work (FFW). WFI has been conceptualized as a precursor variable to stress and
employee outcomes. Stress includes two types of negative and positive stress and termed as
“push stress” & “pull stress” respectively in this dissertation. Work outcomes studied in the
dissertation include motivation, performance and satisfaction across job and home domains.
Work family interaction, both types of stress, motivation, performance and satisfaction across
job and home domains are collectively termed as study variables. In the first study, data is
collected from a sample of 291 employees of different organizations in service sector. Structured
equation modeling has been used to test the fit of six proposed models and to validate the
hypothetical relationships among study variables.

In the second study, a Blue Light Muragaba meditation (BLMM) intervention is implemented in
a service sector organization to gauge its effect on work family interaction, stress and outcomes.
This study integrates the conceptually rich theories of work family interaction and spirituality to
propose and empirically test the possible beneficial effects of BLMM intervention on study
variables. Data is collected from a sample of 60 employees through a daily diary study of four
weeks, using pretest posttest control group design. Multivariate analysis of variance and related
procedures has been used to identify the effect of BLMM intervention on work family
interaction, stress and outcomes. Empirical evidence gathered through experiment is explained in
the light of first study’s results and the finding from the previous research on meditation and

study variables.

XV



It is concluded that BLMM intervention could be effective in reducing WFC and nurturing FWF.
BLMM intervention can also reduce pull stress and induce push stress and has beneficial effects
on motivation, performance and satisfaction across job and home domains. Because of the scale
and scope of the current study, the results cannot be generalized and findings remain somewhat
tentative. However, this study opens new doors of scientific inquiry in the “intervention” domain
of work family interaction, stress, motivation, performance and satisfaction across job and home

domains.
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CHAPTER ONE
1 INTRODUCTION

Organizational studies have been benefiting from interdisciplinary studies and different
concepts have been derived from psychology, medical science and physics. It has been urged in
contemporary research (i.e. Heaphy & Dutton, 2008; Meurs & Perrewé 2011) that
interdisciplinary research should be integrated with organizational research. In response to these
suggestions, the following research endeavors to explore the interdisciplinary literature for
identifying and validating an intervention for managing work family interaction, stress and
outcomes. This dissertation explores the literature of psychology, OB and spirituality to propose
“Blue light Muragaba Meditation” (BLMM) intervention for use in organizations.

Work family interaction is a source of conflict and facilitation for individuals and has
negative and positive consequences for organizations and family . In most of the previous
research, work family interaction (WFI) has been identified as a major stressor for individuals
across gender, age and experience. In these researches, it has been identified that WFI have
various organizational and individual consequences like stress, poor performance, high turnovers
and increased absenteeism resulting in a loss of billions of dollars for organizations. It has been
lately identified that these interactions could have positive consequences as well. Overall WFI
could result in productive and harmful effects for individuals and their employers and family.

Stress and rising healthcare costs, along with the quest for optimizing the positive side of
WFI, are driving organizations to adapt different employee assistance programs. The
effectiveness of these programs could play an important role in individual’s well being that
could positively affect the organizational productivity. The past research on the effectiveness of
these programs has proclaimed the importance of creating well being of employees beyond
organizational boundaries. So organizations need to employ individual and system focused
interventions to ensure the well being of employees. Today’s organizations are left with minimal
workable choices and need to identify new cost effective ways to deal with stress and related
challenges. Lund, Dean & Fornaciari (2007) emphasize that researchers should explore their
own philosophy of inquiry, and look outside of the business literature for critical insights.

Non-conventional methods, including meditation, are gaining importance in
organizations. Some organizations have started the use of such methods for organization

development and change management interventions (Galen & West, 1995; Sherman, 1994), but

1



systematic research on the effectiveness of such interventions in the area is scarce. (Schmidt-
Wilk, 2000). Since decades, organizations, especially in Europe and America have been training
their employees on different kinds of meditation trainings. Many reports on these trainings are
common (e.g. Dunkin, 1993; Kezman & Connors, 1993; Laabs, 1995; Unternehmer, 1994).
These reports tend to assimilate all kinds of meditation techniques and refer meditation as wide
range of mental procedures executed by meditators to reap certain benefits especially stress
reduction. Despite the existence of popular reports on the effectiveness and use of meditation in
organizations, scientific research on the construct is abstract and rare. (Schmidt-Wilk, 2000;
Murphy & Sauter, 2003). This has led to the use of meditation based programs as more of a
tradition to manage stress without considering its scientific validity and potential usage. This
understanding had further restricted the use of meditation based programs to stress management
only. That is why the meditation based programs are not able to gain wide spread acceptance in
managing other work related challenges. Non-existence of structured procedures for evaluating
such programs calls for greater interest of management academe and practitioners to contribute
in filling these knowledge gaps.

Interestingly, meditation training has received substantial attention from practitioners and
researchers in the domain of medicine, neurology, education, religion and spirituality. (Fell,
Axmacher, Haupt, 2010). Many scholars and practitioners have contributed to our current
understanding on the effects of meditation. In the domain of physiology and psychology,
meditation based experimentation is a common place and the results are explained in the light of
different physiological and psychological theories. But these studies tend to ignore the
integration of spiritual theories with contemporary physiological or psychological theories. A
cogent integration of spiritual and contemporary theories seems inevitable. This will fill the gap
of understanding about the way meditation exerts its effects.

Despite the fact that meditation practice has various typologies and different outputs,
there is one commonality in all practices and that is the use of mind. From a theoretical
perspective every meditation practice has its roots from the ancient philosophy, a lucid
explanation of the way meditation exerts its effect is still lacking. No published scientific
research is available in the superior journals of management. This may be due to the fact that
meditation has largely been associated with the ancient conceptualizations of spirituality that still

requires a modern understanding. Due to its numerous types and use in different cultures, an



appropriate categorization of meditation practice is difficult. This makes a scientific study on the
topic is even more challenging. (Fell, Axmacher, & Haupt, 2010). Past research, mostly in
clinical settings, has confirmed the beneficial effects of meditation on attention, conflict,
creativity, reduced anxiety and decreased stress .(e.g. Kane, 2006; Buchheld, Grossman, Walach,
(2001); Tang et al., 2007). As of today, the literature on the possible effects of such interventions
on job and home behaviors is nonfigurative.

In the current dissertation, these gaps in scientific inquiry are partially fulfilled by
integrating a spiritual theory with modern theories of work family interaction, stress and job &
home outcomes while using an experimental design. It is proposed that Blue Light Muragaba
Meditation (BLMM) intervention could be effective is managing work family interaction, stress
and job and home outcomes.

Generally, scientific designs, used in organizational research, focus on collecting data on
longitudinal basis to determine causality. Surge of diary studies is helpful in better understanding
of employee’s attitude and behavior. It has been emphasized by Ohly, Sonnentag, Niessen &
Zapf (2010) and llies, Keeny & Scott (2009) that future diary studies in any field should make
use of interventions to increase variability in the predictor variables. In this dissertation a daily
diary study method is used to study the effect of BLMM intervention on work-family
interaction, stress and outcomes.

This dissertation is an initial effort to incorporate the knowledge of spirituality,
psychology, OB and psychiatric developments to propose Blue Light Muragaba meditation
(BLMM) intervention for increasing the effectiveness of employees at job and at home. This
study, while specifically using the conceptual grounds of different theories (i.e. Nazria-a-Rang-o-
Noor and Cognitive Activation theory, Scarcity & Expansion Theory) from different domains of
knowledge (i.e. Spirituality & Psychology) explains the way meditation could affect the interplay
of work family interactions, stress and outcomes across job and home domains.

Dean & Fornaciari  (2007) emphasize that researchers should explore their own
philosophy of inquiry, and look outside of the business literature for critical insights. Based on
cross domain literature review, it is hypothesized that the selected blue light Muragaba
meditation (BLMM) intervention would be having beneficial effects across the causal chain of

study variables .



1.1 Research Objectives

1. To study the interrelationship among work family interactions, stress and employee level
outcomes across job and home domains.

2. To develop an individual focused meditation based intervention for managing work
family interactions, stress and employee level outcomes.

3. To test the effectiveness of individual focused meditation based intervention on work
family interactions, stress and employee level outcomes across job and home domains,
using a scientific design.

1.2 Research Questions
1. What is the interrelationship of study variables i.e. work family interaction, stress,
motivation, performance and satisfaction?
1. What is the theory of meditation?
2. What is the suitability of individual focused meditation based intervention in
organizational setting?
3. What should be the appropriate design of individual specific meditation based
intervention.?
4. What is the effect of meditation based intervention on work family interaction, stress and
outcomes across job and home domains?
1.3 Theoretical Background

This research uses the prescriptive approach to study stimulus (i.e. work family conflict
& facilitation), organism (i.e. positive & negative stress) and response (i.e. motivation,
performance, satisfaction across job and home domains) and proposes a meditation based
intervention (i.e. BLMM) that may holistically & positively affect stimulus, organism and
response variables. Based on theoretical integration of interdisciplinary theories, it is
hypothesized that BLMM intervention could have twofold effect on individuals , on one side it
reduces work family conflict and pull stress, on the other hand it nurtures work family
facilitation and push stress. Similarly, BLMM could also be effective in managing outcomes like

motivation, performance and satisfaction across job and home domains.
1.3.1  Work Family Interaction and Role Theory
“Role theory” of Kahn, Worlfe, Quinn, Snock, and Rosenthal (1964) suggests that

participation in job and family roles can result in conflict and facilitation for individuals. Role
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combinations, due to conflicting or supplementing demands can lead to inter-role conflict and
facilitation respectively. The basic premise of role theory is that participation in multiple roles
has certain consequences. Role combining can result in resource drain or resource creation for
individuals. In work family contexts, when role combining is a cause of resource drain, such
instances are referred to work family conflict and when role combining is a source of resource

creation, such instances are referred to work family facilitation in this dissertation.
1.3.2 Work Family Conflict, Scarcity Perspective and Conservation of
Resources (COR) Theory

WFC has been conceptualized as an inter-role experience where the demands
of/participation in one role impede the execution of other role (Greenhaus & Beutell, 1985).
Scarcity theory (Goode, 1960) assumes that individuals have limited resources and the demands
of multiple roles could deplete the individual’s resources. Goode (1960) suggested that
involvement in multiple roles is a cause of resource depletion. The depletion of these resources
can result in inter- role conflict. Scarcity theory embrace the existence of limited human energy
and posits that human resources can exist in the form of energy, time, and attention. When
individuals expend these resources in the execution one role, due to scarcity, fewer resources are
left for the execution of another role (Greenhaus & Beutell, 1985; Marks, 1977). A basic
assumption in this theory is that there is a tradeoff in the use of resources between two role and
expending resources on one role cannibalize resources available for another role.

Hobfoll (1989, 2001) suggests that interaction with a stressful situation depletes the
available resources for an individual. The conservation of resources (COR) model describes what
people do when they confront with a stressful situation. The explanation of the COR model as
cited by Lieke, Brummelhuis, Claartje, Hoeven, Bakker & Peper (2011) is “. . . that people
strive to retain, protect and build resources and that what is threatening to them is the potential
or actual loss of these valued resources”...... “Resources include objects, personal
characteristics, conditions, or energies that are valued by the individual”.

Stress occurs when people engage in a situation that requires many such resources and
return on resources invested is negative or when many resources must be invested to prevent
resource loss. Innstrand et al. (2008) explain that COR perspective encompasses several theories
of stress. COR theory explains that individuals try hard to acquire, preserve, guard, and nurture

valuable resources. Hobfoll (2001) explored seventy four work and non-work resources and
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categorized them into 4 groups. These resources include objects, conditions, personal
characteristics, & energy. He concluded that stress occurs in instances where these resources are
threatened, lost or do not provide the expected result.

1.3.3 Work Family Facilitation (FWF) and Expansion Theory

Work-family facilitation is an inter-role phenomenon where the demands of/participation
in one role facilitate in the execution of the other role (Barnett & Gareis, 2006; Barnett & Hyde,
2001; Edwards & Rothbard, 2000; Hanson et al., 2006; van Steenbergen, Ellemers, & Mooijaart,
2007; Wayne, Musisca, & Fleeson, 2004).

Siebar (1974) and Marks (1977) challenged the scarcity theory and suggested that
involvement in multiple roles could also present benefits that may offset its cost. Furthermore,
Marks’s expansion theory (1977) suggest that when individuals involve their selves in multiple
roles, they can reimburse for failure in one role by employing successes in another role. He
postulated that skill, knowledge and attitude earned in one role can be utilized in the better
performance of another role. Marks (1976) challenged the “depletion perspective as of biological
necessity” and argued that in certain social interactions, like work and family interactions,
energy is generated rather than depleted. He suggested that resources possessed by individuals in
a role interaction situation can produce increased energy and such energy may be used for
fulfilling the requirements of other roles. Similarly, positive affect earned in one role can also
lead to positive affect in other life role (Greenhaus & Powell, 2006; Hanson, Hammer, & Colton,
2006). The essence of role expansion theory lies in the fact that engagement in more than one
role is beneficial and not always results in detrimental outcomes.

1.3.4 Work Family Interaction and Spillover Theory

According to the spillover theory, when an individual experience conflict in job and
family roles it may negatively spillover to result in psychological distress (Henceforth termed as
Pull Stress). Similarly when an individual experience facilitation due to the interaction of job and
family roles, it may positively spillover to result in positive psychological stress (Henceforth
termed as Push Stress). The continuous negative and positive spillovers of work family
interactions build up the state of push and pull stress. In this dissertation, it is assumed that it is
not always necessary that negative interactions always results in pull stress and may result in no

or even push stress and vice versa. It is because of the complexity of spillover process, so many



individual and contextual factors may buffer or exacerbate (Ferguson, Carlson, Zivnuska, &
Whitten, 2010) in the buildup of push and pull stress.
1.3.5 Push & Pull Stress and Cognitive Activation Theory of Stress (CATS)

Stress is referred to an experienced condition when the demands of a situation supersede
the perceived available resources (Lazarus, 1991). In the dissertation this definition is used to
describe the negative side of stress and is termed as pull stress.

Stress emerges when an individual interacts with the environment (Cooper, Dewe, &
O’Driscoll, 2001). When individuals interact with the environment it does not always result in
situations where demands supersede the perceived resources. There are instances when resources
may equal or supersede the demands of the situation. Such a positive experience is defined as
push stress in this dissertation.

According to cognitive activation theory of stress (Ursin & Eriksen, 2004) when an
individual come across a stressor repeatedly it allows an individual to adjust and organize that
stimulus. Such interactions develop an “arousal” in Individuals for the purpose of removing the
source of “alarm” and the alarm as well.

In instances when “arousal” is not able to eliminate the alarm or its source, it sustains the
activation necessary to manage the stimulus. The appraisal of managing the stressor based on
past experiences and current available resources play an important role in the development of
stimulus expectancy and the outcome is pull stress. Based on cognitive evaluation about
available resources and the stimuli, the individual may develop expectancies that regard to
coping, hopelessness and helplessness (Meurs & Perrewé, 2011).

Cognitive activation theory of stress (CATS)can also be used to explain those instances
when interaction with a stimulus evokes expectancies about the future and this process spawn
learning resource for the individual (Ursin & Eriksen, 2010). Because continuous interaction
with a stimulus enables an individual to learn something about it. (Ursin (1998). Based on
cognitive evaluation about available resources and the stimuli, the individual may develop
expectancies that regard to nurturing, hopefulness and helpfulness. This gives rise to such
instances when “arousal” is able to foster the alarm thus resulting in the development of positive

stimulus expectancy and the outcome is push stress.



In role combination contexts, CATS imply that work family interaction is a stimulus that

is repeatedly experienced. In cases when “arousal™

is not able to manage such work family
interactions, it results in work family conflict and the outcome is pull stress. These cases occur
when expectancy about the work family interaction is based on resource scarcity.

In cases when arousal is able to manage the work family interactions, it results in work
family facilitation and the outcome is push stress. These cases occur when expectancy about the
work family interaction is based on resource abundance. When an individual expects that he/she
possess the efficacy to fulfill the requirements of the situation, the cognitive presence of high
resource perception enable an individual to experience work family facilitation.

It is worth noting that changes regarding the stimulus (i.e. Work family interaction)
expectancies over time or across individuals are based upon psychological defense and distortion
phenomenon ( Ursin & Eriksen, 2004). In this dissertation, I have studied the “levels” of work
family conflict and facilitation holistically instead of identifying specific instances that may

result in work family conflict or facilitation.

1.3.6  Outcomes across Job and Family domains

Crossover process of work family interaction may also affect the attitudinal and behavioral
outcomes across job and home domains (Bellavia & Frone, 2005). Work family interaction can be a
positive sum game and job and family roles should be analyzed as “allies” not as “enemies”
(Friedman & Greenhaus, 2000; Shein, & Chen (2011). Greenhaus and Powell (2006) explained
the psychological mechanisms that can account for these beneficial outcomes. They suggested
that role combination can have addictive?, buffering and positive effects on the outcomes of
different roles. The experience of work family interaction and stress develops an expectancy of
individuals that drive outcomes across job and home domains (Ford, Heinen, & Langkamer, 2007).
Keeping in view the crossover prospective while employing antecedent-outcome approach,
motivation, performance and satisfaction across job and home domains has been studied. These
outcomes are conceptualized on the basis of existing research on work family interaction and

stress regarding these variables.

! Arousal here refers to any given incident of work family interaction
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1.3.7 Blue Light Muragaba Meditation and Theory of Color and Beyond

Muragaba is a distinct form of hybrid meditation. It means "to watch over", "to take care
of", or "to keep an eye". It is defined as a “process through which an individual gives the mind a
freedom to focus on a single point” (Azeemi , 2008). This type of meditation is a combination of
both concentrative and mindfulness aspects of different meditation practices. In spiritualism,
Theory of “color and beyond” (Rang-0-Noor), proposed by Muhammad Azeem Barkhaya
renowned as Qalander Baba Aulia (1969), explains the creation and working of this universe. He
suggested that the building blocks of any matter or even thoughts are based on certain colors of
light. Any human being is also a composition of certain colors of light arranged in a fixed
proportion. Any disturbance in human beings (physiological or psychological) is due to the
disturbance in an ever flowing color of light or its proportion. Major cause of the disturbance in
human beings is the bent of mind they possess. Blue light is a source of energy and it is the first
material projection of colorless light. Disproportion or deficiency of blue light or disturbance in
its flow is a major cause of various psychological problems. It is suggested that Blue Light
Muragaba meditation (BLMM) can help regulate the required proportions of blue light in human
body and thus ensue well being.
1.3.8 Scarcity Theory and Theory of Color & Beyond

Scarcity theory suggests that human energy is limited. One important assumption in
scarcity is the “entity” nature of this energy (Goode 1960). It means that human energy remains
scarce at least in the short run. In work family context, fulfilling work and family responsibilities
entail the consumption of available energy. Whenever one of the roles demands more energy, it
must be at the cost of forgoing energy required for fulfilling the responsibilities in the other role.

On the other hand, theory of color & beyond® (Azeemi,2007) suggests that human beings
are based on a continuous flow of colored energy rays. The recipient of these rays is a non-matter
called “Nasma ”. It is composed of astral body and the bent of mind an individual possesses. Any
psychological disturbance in human beings is due to an interruption in the flow of color energy
stream. There are different causes of this disruption specifically in work family interaction this

generally happens when an individual possesses a “biased®” bent of mind. The theory suggests

* The following narration is based on discussion with different Sufi saints.
* “Bjased” bent of mind means using resources to gain personal benefits. It involves putting the best of
one’s efforts and attaching one’s mind to the wishful outcome.
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that with an aid of light energy, the continuous flow of energy can be retrieved. Ideally, if we
need to avoid such disruptions in future, we need to change the bent of mind.

Simply, this theory suggests that work family conflict occurs not due to the scarcity of
energy but due to an interruption in its continuous flow. And if we need to manage WFC we
need to retrieve the continuous flow of energy. For this purpose BLMM is proposed.

1.3.9 Expansion Theory and Theory of Color & Beyond

Expansion theory is based on abundance perspective (Marks 1977). It implies that
involvement in different roles facilitate each other and does not deplete energy. It proposes that
human energy is expandable and involvement in the responsibilities of different roles create
energy (Siebar 1974).

1°” bent of mind, the continuous

In color and beyond terms, if individual possess a “neutra
energy flow does not disturb and one is able to attract more color energy and transpire it in the
execution of different human activities in work and family responsibilities. (See Azeemi,ppl-4

2007).
1.3.10 Cognitive Activation Theory and Theory of Color and Beyond

Pull and push stress occurs at the intersection of the demands of a situation and the perception of
available resources. According to cognitive activation theory, the appraisal of managing the stressor
based on past experiences and current available resources play an important role in the
development of stimulus expectancy and the resultant pull and push stress.

Theory of color & beyond signifies the importance of “bent of mind” in the continuous
flow of colored energy. It implies that when individuals employ “biased” bent of mind in the
appraisal of life endeavors it will result in pull stress. And the use of a “neutral” bent of mind in
the appraisal of a stimulus will reap push stress.

1.3.11 Outcomes and Theory of Color & Beyond

Motivation is the “willingness to exert energy” in a given social interaction while
satisfaction is referred to a pleasant emotional state that is based upon the appraisal of one’s
experience (Locke,1976). On the other hand performance is based on using these resources for

the fulfillment of different responsibilities. Work family interactions and the consequent stress

> “Neutral” bent of mind means using resources for collective benefits. It involves using of all mental,
physical and psychological resources and putting one’s best efforts to accomplish a task without attaching one’s
mind to the wishful outcome.
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are predictors of motivation, satisfaction and performance across job and home domains. The
commonality among these outcomes is energy. In work family contexts, these outcomes occur
due to the formation, presence and the employment of this energy in the fulfillment of different
roles (van Steenbergen et al. 2007).

In motivation context, this energy is formed due to positive work family interaction. In
satisfaction context, such interactions develop a pleasant emotional state where this energy is
felt. Similarly, in performance context, this energy is employed for the fulfillment of work and
family roles. In motivation contexts, this energy is formed due to the positive work family
interaction and consequent push stress. Similarly, satisfaction is a result of positive appraisal of
work family interaction and push stress.

1.4 Overview of the dissertation

This dissertation validates the use of a spirituality based Blue light Muragaba Meditation
(BLMM) intervention to positively affect work family interaction, stress and job & home
outcomes. The dissertation comprise of three related studies on the subject. In the first study,
interrelationship among study variables is examined for the purpose of substantiating the
reference points to explain the affect of meditation based intervention. The variables include two
dimensions of work family interaction i.e. work family conflict and work family facilitation.
Work family conflict has been studied across job and home domains i.e. work interference with
family (WIF) and family interference with work (FIW). Similarly work family facilitation
includes work facilitation with family (WFF) and family facilitation with work (FFW). Work
family interaction has been conceptualized as an antecedent variable to stress and employee
outcomes. Stress includes two types of negative and positive stress and termed as “push stress”
and “pull stress” respectively. Work outcomes studied in the dissertation include motivation,
performance and satisfaction across job and home domains. Work family interaction, both types
of stress, motivation, performance and satisfaction across job and home domains are collectively
termed as study variables. Based on literature review a holistic model for the study variables is
identified. This model is operationlized into six sub models for ease of understanding. Three
models regard to work family conflict, stress and outcomes while the other three models regard
to work family facilitation, stress and outcomes across job and home domains. Data is collected
from a sample of 291 employees of different organizations in service sector. The purpose of this

study was to establish an indigenous empirical evidence on the relationship among study
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variables. Structured equation modeling has been used to test six hypothesized models and
validate the relationships among study variables.

In the second study, a Blue Light Muragaba meditation (BLMM) intervention is
implemented in a service sector organization to gauge its effect on work family interaction,
stress and outcomes. This study integrates the conceptually rich theories of work family
interaction and spirituality to propose and empirically test the possible beneficial effects of
BLMM intervention on study variables. Data is collected from a sample of 60 employees
through a daily diary study, using pretest posttest control group design. Multivariate analysis of
variance and related procedures has been used to identify the effect of BLMM intervention on
work family interaction, stress and outcomes. Empirical evidence gathered through experiment is
explained in the light of first study’s results and the finding from the previous research on study

variables.

12



CHAPTER TWO
2 REVIEW OF LITERATURE

2.1 Work family Interaction

This part of literature review starts with a brief review of underlying theories of work
family interaction. Then, keeping in view the theories of work family interaction, an extant
review is given for work family conflict and work family facilitation. Key attributes regarding
various dimensions of work family are explored. Finally perspectives on work family interaction
are discussed in the light of conservation of resource (COR) and expansion theories.

Work-family interaction has two mutually exclusive dimensions i.e. work-family conflict
& work-family facilitation (Maetrz & Boyer, 2011). Many disciplines have contributed to our
current understanding of work family interactions. Research in management, psychology,
sociology, health, gender and family studies is shaping a new face of work family interaction
(Geurts & Demeroutin, 2003). Work and family interaction (WFI) has been a subject of interest
to large number of researchers in the domains of psychology and management. Increased interest
of researchers in the study of the work-family interface is due to the fact that change in social &
economic environment has been reshaping the structure of work and family roles. Various
demographical and organizational factors are reshaping the nature of individuals’ life roles
(Shein, & Chen, 2011). Rise in dual earner couples, dual jobs, de-jobbing, changing dynamics of
labor force participation, and changing traditional gender roles in family responsibilities have
attracted the researchers to study the dynamics of work family interaction.

Role , scarcity and expansion theories have been playing a key role in the development of
literature in work family interactions. “Role theory” of Kahn, Worlfe, Quinn, Snock, &
Rosenthal (1964) suggests that participation in job and family roles can result in conflict and
facilitation for organizational members. Multiple roles, due to conflicting or supplementing
demands can lead to inter-role conflict and facilitation respectively.

Similarly, scarcity theory assumes that individuals have limited resources and the
demands of multiple roles could deplete the individual’s resources. Goode (1960) suggested
that involvement in multiple roles is a cause of resource depletion. The depletion of these
resources can result in inter- role conflict. A basic assumption in this theory is that there is a
tradeoff in the use of resources between two role and expending resources on one role

cannibalize resources available for another resource.
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On the other hand, Siebar (1974) & Marks (1977) challenged the scarcity theory and
suggested that involvement in multiple roles present benefits that may offset its cost.
Furthermore, Marks’s expansion theory (1977) suggest that when individuals involve in
multiple roles, they can compensate their self for failure in one role by employing successes in
another role. He postulated that skill, knowledge and attitude earned in one role can be utilized in
the performance of another role. Similarly, positive affect earned in one role can lead to positive
affect in other life role (Greenhaus & Powell, 2006; Hanson, Hammer, & Colton, 2006).

2.1.1 Work family Conflict

Work-family conflict has been conceptualized as an inter-role experience where the
demands of/participation in one role impede the execution of another role (Greenhaus & Beutell,
1985). The nature of the construct is conceptualized as level or episode.

Scarcity theory on human energy posits that personal resources of time, energy, and
attention are limited. When individuals expend personal resources to one role necessarily implies
that fewer resources can be spent on another role (Greenhaus & Beutell, 1985; Marks, 1977). A
basic assumption in this theory is that there is a tradeoff in the use of resources between two
roles and expending resources on one role tends to have a negative effect on the other role. Role
theory and identity theory of conflict suggests that individuals possess certain life roles (i.e.,
work—family roles) that may conflict, thus creating a “spillover” effect (Thoits 1991).

Similarly, Edwards and Rothbard (2000) proposed the resource drain model to explain
conflict between two life roles. It posits that individuals have limited resources (e.g. time, and
energy) and when resources are expended on one role, it leaves less or no resources for
performing the other role. Resource drain thus becomes a key source of conflict between roles. It
is consistent with the earlier conceptualizations proposed by Greenhaus & Beutell, (1985, p. 77)
as they define inter-role conflict as a situation “in which role pressures from [two] domains are
mutually incompatible in some respect”. Past research has largely focused upon the role conflict
between work and family roles (Hecht & McCarthy, 2010). Greenhaus & Beutell, (1985) and
Kossek & Ozeki, (1998) have conceptualized that the level of family roles conflicting with job
(FIW) is different from the level of job conflicting with family (WIF) roles. Work family
conflict (WFC) has two directions i.e. WIF & FIW (Frone, Russell, & Cooper, 1992, Netemeyer
, McMurrian, & Boles 1996).
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Various researchers have identified different types of conflict as well. van Steenbergen,
Ellemers, Mooijaart, (2007) and Greenhaus, (1988) propose that Inter role conflict can be strain,
behavior, time, and/or psychologically based. Strain-based conflict refers to situations when
strain of one role (e.g. Job) impedes the execution of other role (e.g. family). When time
spending on one role spares limited or no time for the execution of the other role, such situations
cause time based conflict. Similarly, the behavioral conflict arises in situations where the
behavior exhibited for fulfilling the requirements of one role makes it hard to exhibit a different
behavior for satisfying the requirements of other role. Finally, psychological conflict happens
when one is psychologically occupied with the first role while carrying out the responsibilities of
second role. Casper, Lockwood, Bordeaux, and Brinley, (2005) suggest that the types of conflict
mentioned above have explicitly different relationships with predictor and outcome variables.
2.1.2  Work-family facilitation

Work-family facilitation, is an inter-role phenomenon where the demands of/participation
in one role facilitate the execution of other role (van Steenbergen, Ellemers, & Mooijaart, 2007,
Wayne, Musisca, & Fleeson, 2004).

The positive side of work family interaction is far less researched as compared to the
exploration of negative features (Hecht & McCarthy, 2010). Growing interest in the exploration
of positive organizational behavior (e.g. Luthans & Youssef, 2007; Seligman, 2002) has lead to
the study of positive interdependencies of work and family interactions (Hanson et al., 2006).

Marks’s (1977) idea of abundant expandable human energy that is transferable across
roles lead to the development of expansion theory. It suggests that role interactions provide an
opportunity to increase energy that is generated when individuals participate in fulfilling the
requirements of different roles. Simply, the participation in one role could also have a positive
effect on the performance of other role. Marks challenged the “depletion perspective as of
biological necessity” and argued that in certain social interactions, like work and family
interactions, energy is generated rather than depleted. He suggested that resources possessed by
individuals in a role interaction situation can produce increased energy and such energy may be
used for fulfilling the requirements of other roles. This is similar to recent conceptualizations of
enrichment (Greenhaus & Powell 2006) and facilitation (van Steenbergen et al. 2007).

Sieber (1974) identified that involvement in different roles does not always result in role
conflict and subsequent role strain. He emphasized that role accumulation, offset the possibility
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of stress related to the involvement in different roles. Super (1940; 1990), also suggest that it is
not always necessary that involvement in different roles result in role conflict. Though he
approved the possibility for conflict (1980), yet he also believed in the positive aspects of the
intermingling of different life role (e.g. work and family). About 70 years ago, she was probably
the first to theorize that different role interactions could also be supplementary.

The essence of role expansion theory lies in the fact that engagement in more than one
role is beneficial and not always results in detrimental outcomes. Positive side of role interaction
has been studied from different perspectives e.g. Role combination (Van Steenbergen et al. 2007,
Barnett & Hyde, 2001), role accumulation (Marks, 1977; Sieber, 1974), and role enrichment
(Rothbard, 2001; Greenhaus and Powell, 2006).

Role combination is strongly related with organizational commitment, satisfaction and
growth (Kirchmeyer, 1992), and health (Moen, Dempster-McClain, & Williams, 1992). Work
family interaction can be a positive sum game and job and family roles should be analyzed as
“allies” not as “enemies”(Friedman & Greenhaus, 2000; Shein, & Chen 2011). Greenhaus and
Powell (2006) explained the psychological mechanisms that can account for these beneficial
outcomes. They suggested that role combination can have addictive, buffering and positive
effects on the performance among different roles. The current study explores the positive effects
of role combination. Positive effects mechanism refers to concepts such as work-family
facilitation, enhancement, positive spillover, and enrichment.

Different definitions have been proposed to specify facilitation. Research into the
dynamics of work-family facilitation has attracted many researchers (e.g. Barnett & Gareis,
2006; Barnett & Hyde, 2001; Edwards & Rothbard (2000). It is defined as “the experience that
participation in one role is made easier or better by virtue of participation in another role” (van
Steenbergen, Ellemers, & Mooijaart, 2007; Wayne, Musisca, & Fleeson, 2004). It is also defined
as “a form of synergy in which resources associated with one role enhance or make easier
participation in the other role” (Voydanoff, 2004, p. 399) “the extent to which participation in
one role is made easier by virtue of the experiences, skills, and opportunities gained or developed
in another role” (Frone, 2003 p.118), and “the extent to which participation in one role is made
better or easier by virtue of participation in another role” (Wayne et al., 2004, p. 109). Role
expansion theory (Marks,1977) has remained a powerful explanation of facilitation across work

and family roles (van Steenbergen, Ellemers, & Mooijaart, 2007). As mentioned earlier, the basic
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notion of role expansion theory lies in the assumption that involvement in multiple roles provide
abundant and expandable energy that facilitate in the performance of multiple roles. The concept
is still in the development phase and more and more research on the topic is urged. The concept
is similar to the concept of positive spill over that evolved with the role theories of conflict
(Kahn et al., 1964; Katz & Kahn, 1978) and enrichment (Greenhaus & Powell, 2006). But is
conceptually and empirically different (Hanson et al., 2006) (See for a review; Grzywacz,
Carlson, Kacmar, & Wayne (2007); Wayne, Grzywacz, Carlson, & Kacmar (2007).

In conformance with earlier research, (Carlson, Kacmar, Wayne, & Grzywacz, 2006;
Grzywacz & Butler, 2005; Wayne et al., 2004), “facilitation” has been conceptualized as a
distinct and independent construct. It is not directly related with conflict and not a bipolar end of
conflict and can be experienced at the same time. | partially agree with van Steenbergen et al.
(2007), that facilitation should be regarded as the conceptual counterpart of conflict, but I do
imply that facilitation and conflict may have “similar” or “different” antecedents and outcomes.
Concepts like enhancement, positive spillover & enrichment also refer to the positive side of role
combination. Enhancement is a broad construct and focuses upon the resources and experiences
that transfer from one domain to another. Positive spillover is based on homogeneity of roles and
enrichment is largely based upon the judgment of role combination situations. Specifically,
facilitation is a narrower construct and is different from other positive constructs because it
emphasize on the experience of one role that enable an individual to positively contribute in the
performance of another role.

Different interactions have been studied in the domain of facilitation, like WFI (e.g.
Greenhaus & Powell, 2006), and life interactions (e.g., Kirchmeyer, 1992; Tompson & Werner,
1997). It has been identified that inter-role facilitation is a bidirectional construct (e.g., FFW &
WFF (e.g., Grzywacz & Marks, 2000; Kirchmeyer, 1992; Wayne, Grzywacz, Carlson, &
Kacmar, 2007). According to Van Steenburgen et. al. (2007) WFF has different dimensions (i.e.
energy, time, behavior, and psychological) and significant correlations exist between different
facets of facilitation, (e.g., Innstrand, Langballe, Espnes, Falkum, & Aasland, 2008; van
Steenbergen et al., 2007; Wayne, Musisca, & Fleeson, 2004). Facets of facilitation are related to
domain-specific antecedents and outcomes (e.g. Byron, 2005; Ford, Heinen, & Langkamer,
2007; Wayne et al., 2007). However recent meta analysis by Shockley, & Single (2011) support
the source attribution perspective instead of domain specificity. Facets of facilitation exhibit
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similar relations with some antecedents, including personality traits (Boyar & Mosley, 2007;
Hecht & McCarthy, 2010; Wayne et al., 2004) and coping (Byron, 2005). The facets also have
similar relations with some outcomes, including satisfaction (van Steenbergen et al., 2007) and
commitment (Wayne, Randel, & Stevens, 2006).
2.2 Dimensions of work family interaction

It has been emphasized by van Steenbergen et al. (2007) that four dimensions (i.e.
energy, time, behavior, & psychological state) of work family interaction should be studied
together for understanding the phenomenon through which role combination result in facilitation
or conflict. These dimensions exist in the both directions of positive and negative WFI. Energy
(strain) domain suggests that energy or relaxation obtained in one domain can positively serve in
the execution of another role. Time is not a scarce but a fixed resource (Marks, 1977) and
individuals by their own set of preferences can designate time to the execution of different roles.
Effective time management in one domain serves better to manage time in another domain. For
instance if one completes assignments in time at work, this habit serve better to complete home
responsibilities in time as well. Similarly if one use time more effectively at home one will also
use time more effectively at work. Previous research agrees with the explained phenomenon
(e.g., Ruderman, Ohlott, Panzer, & King, 2002; Hochschild, 1997). Van Steenbergen et al.
(2007, p.279 ) define time based facilitation as occurring “when the time devoted to one role
stimulates or makes it easier to effectively manage and use the time in another role”.

Previous research (e.g. Greenhaus & Powell, 2006; Hanson et al., 2006; Ruderman et al.,
2002) emphasize that skills and behaviors learned in one role may have supportive effects on the
performance of other role. Behavioral facilitation occurs when “behavior required or learned in
one role makes it easier to fulfill the requirements of another role” (Van Steenbergen et al. 2007).

Lastly, psychological facilitation occurs in circumstances when positive psychological
state earned due to one role is carried forward for the performance of another role. (Van
Steenbergen et al. 2007). The model of combined effects of conflict and facilitation suggests that
they are independent and additive (e.g., Frone, 2003; Grzywacz & Marks, 2000). Frone (2003)
argued that work—life balance is a result of lack of conflict in conjunction with the presence of
facilitation. According to this additive model, conflict and facilitation are orthogonal constructs

and they make separate contributions to the feelings of well-being. The contribution of conflict is
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negative, and the contribution of facilitation is positive. Available evidence also supports this
model (e.g., Butler, 2007; van Steenbergen et al., 2007; Voydanoff, 2005; Wayne et al., 2004).
2.3 Perspectives on work family interaction

2.3.1 Domain specificity versus Source attribution

Shockley and Singla (2011) cited the previous research and identified a popular notion of
domain specificity that suggests “predictors of WIF or WFF exist in the work domain, while the
predictors of FIW or FFW exist in the family domain. Similarly, consequences of WIF or WFF
transpire in the family domain, whereas consequences of FIW or FFW influence the work
domain”. In other words, predictors stem from the originating role domain, and consequences are
from the receiving role domain.

Based on Frone, Russell, and Cooper, (1992) model, work—family literature, often
assume that predictors and consequences of work family interaction are domain specific.
However, growing evidence indicates that it may not hold true in all situations. Shockley and
Singla (2011) meta analyzed the previous research and identified that with regard to WFC, WIF
was more strongly related to job satisfaction than family satisfaction, and FIW was more
strongly related to family satisfaction than job satisfaction. These results hold even when
including job and family stress in the model as controls. They identified that “despite the
dominance of the domain specificity perspective in the literature, the findings are collectively
consistent with the source attribution idea”. They concluded that for WFC, domain specific
effects do occur but source attribution effects are simply more pronounced. For FWF, the pattern
of relationships shows very little support for domain specificity for both directions (i.e. WFF and
FFW). Shockley and Singla (2011) identified that there is extensive evidence that affective
reactions to WFF occur mostly in the originating domain.

2.3.2 Levels versus Episodes

Casper et al. (2007) identified that majority of empirical studies in the area were survey
based (eighty five percent) and correlational (eighty nine percent), focusing on people’s “levels”
of WIF and FIW and relationships between these levels and other constructs. However, there is a
distinct “episodes approach” that defines WF conflict as an incident or occurrence (Maertz,
Boyar, 2011). Ease o sample design, data collection, analysis and generalization are the key
advantages of “level approach.”On the other hand “episode approach” facilitates in the

determination of causal relationship over time (Judge, llies, & Scott, 2006).
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2.4 Stress

This part of literature review starts with a review of different perspectives of research in
the domain of stress. Then different historical approaches to stress are discussed. The challenges
in the research on stress are explained in the light of cognitive activation theory (CAT). A new
concept of “push’ and “pull” stress is emphasized for the study of stress in the domain of work
family interaction. Finally based on “COR” “scarcity” and “expansion” perspective the
relationship between work family interaction and stress has been hypothesized.Since several
decades, the topic of stress has been of significant importance for academicians and practitioners
(Meurs &Perrewe, 2011). Work stress has been strongly related to various organizational
outcomes like absenteeism, performance, satisfaction and effectiveness. (Burnard, Edwards,
Fothergill, Hannigan, & Coyle, 2000).

The Research on stress has used varying perspectives i.e. Stress as positive or negative
construct depends upon the level and longevity of stressors (Cannon, 1932: Elliott & Eisdorfer,
1982; Selye, 1951-1956, 1974). Over the past three decades the definition of Lazarus &
Folkman, (1984) have influenced the research in the area. They define stress as an experienced
condition or feeling that result when requirements of a situation exceed the available resources
and thus defy the wellbeing of an individual. This definition of stress had provided an explicit
guideline to study the process of interaction of an individual with the environment (Cooper,
Dewe, & O’Driscoll, 2001). As a consequence of this widely accepted notion, previous research
has largely focused on studying the downside of stress, the positive or adaptive side of the
process is largely ignored (Meurs & Perrewé, 2011). It has been emphasized by various
researchers (e.g. Seligman & Csikszentmihalyi, 2000; Meurs & Perrewé, 2011) that the positive
side or adapted effects of stress should be studied. It has been called to study the different aspects
of stressful experiences that may lead to individual growth and make life worth living (Meurs &
Perrewe, 2011; Macik-Frey, Quick, & Nelson, 2007; Macik-Frey et al., 2009; Avey, Luthans,
Smith, & Palmer, 2010).

2.4.1 Approaches to stress

Approaches to the study of stress used by various organizational researchers include:
Systematic Stress (Selye 1976), based on physiology and psychobiology; Cognitive stress
(Lazarus 1991; 2000), transactional model of psychological stress based on cognitive
psychology; resource theories of stress (Hobfoll’s 1989; Hobfoll & Freedy, 1993), conservation
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of resources (COR) theory, the model of effort-reward imbalance (ERI) Siegrist (2001), the
demands—control model of job stress by Karasek (1979) and Cognitive Activation Theory (Ursin
& Eriksen, 2004; Meurs & Perrewé, 2011). Historically the research on stress has been focused
on evaluating the negatives and adaptive or positive outcome of stress are largely ignored. This
demands that stress should be studied in entirety to better understand the experience of stress.(
Meurs &Perrewé,2011).

This research uses a theoretical lens of cognitive activation theory (CAT) to study
positive and negative stress and its relationship with work-family interactions and job and home
attitudes and behaviors. Balance models of resources have been unable to identify and explain
the impact of past experiences of a present stressful situation and the duration of stress
encounters. However the importance of past experience with regard to present stressful situation
has been emphasized by various researchers ( e.g. Meurs &Perrewé,2011; Daniels, Harris, &
Briner, 2004; Warr, 2006). Duration of stress recovery is also gaining attention in recent
literature (e.g. Sonnentag, Perrewé, & Ganster, 2009). Anticipation and expectation of future in a
present stressful situation plays a vital role in predicting the possible future outcome. CAT
provides a possible explanation of the existence of positive and negative stress keeping in view
the expectancy theory of motivation.

At individual level, the outlay of continued stress has increased the probability of
morbidity and mortality (Siegrist, 1998). Due to increased awareness about the negative
consequences of stress, employees have become more interested in stress management training
and even have started avoiding stress oriented occupations (Salazar & Beaton, 2000).
Employees also perceive occupational stress as a risk to good quality of life (Danna & Griffin,
1999; Dyck, 2001). Furthermore, occupational stress also represents a possible loss of human
capital for organizations as best performers withdraw their selves from working in highly
stressful occupational domains.(Cartwright & Boyes, 2000).

Selye’s (1956) landmark “Stress of Life” and “Yerkes Dodson Law”, have gained
overwhelming followership (Benson & Allen, 1980; Certo, 2003). However it is interesting to
note that in most cases these ideas are blindly followed and it is assumed without significant
empirical support that low and high levels of stress do not lead to high performance and
organizations should look for reasonable levels of stress to improve performance. Inverted-U

relationship between stress and performance is prone to certain weaknesses. Past research did not
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support the inverted u-shape relationship and little empirical evidence is available to validate the
relationship (Beehr,1985; Teigen, 1994; Benson and Allen, 1980; Certo, 2003).

Selye (1964) conceived the idea of stress to explain the physical and psychological
reaction of individuals to undesirable situations. Physics (Engineering) is the originating domain
of the word “stress” that is used to explain a force which causes deformation in matter. The
engineering term “strain” describes the actual deformation of a body under a given stress. The
term “strain” should be ideally used as a resulting response to stress. But clear distinction has not
been made between stress and strain in psychological and management literature. The
nomenclature in the field of stress is still inconclusive (Levi, 1998).

Based on Selye (1974), the term “stressor” is usually used to describe the external
pressure acting on the individual. The term “stress” is usually used to describe the resulting
reaction to external pressure. This conceptual background is approved by various researchers
(e.g. Code & Langan-Fox, 2001; Maslach & Goldberg, 1998; Maslach, 1998). However, few
researchers have used “stress” to describe external influence and “strain” to represent the
resulting reaction (e.g. Edwards, 1998). Interestingly, others have used the term “stress” as an
umbrella to explain the holistic process of stressor, stress and outcomes. (e.g. Deary, Egan,
Gibson, Austin, Brand, & Kellaghan,(1996). All this has caused a confusion to distinguish
between predictors and outcomes.(Cooper, 1998).

Different domains of knowledge have contributed to the current understanding of
psychological and physiological stress. Each domain uses a different approach towards studying
stress and this has also added to current complications regarding the construct. (Cummings &
Cooper 1998).More interdisciplinary research endeavors are required to fulfill this gap in the
development of a coherent theory of stress. I, for the purpose of current thesis use the term
“stressor” for predictor variables (i.e. Work family Interaction WFI) and “stress” as a reaction to
stressors.

2.4.2 Push & Pull Stress

Stress, in this dissertation, is being categorized as “push stress” to describe the negative
side of stress (i.e. distress) and another engineering term “pull stress” is used to explain the
previously known positive side of stress i.e. “eustress”. Earlier conceptualizations have used the
terms distress or eustress, some researchers have used other terms like challenge & hindrance

stress (i.e. Lepine, Podsakoff, & Lepine, 2005). The proposed Push and pull stress
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conceptualization have some similarities and differences with earlier conceptualizations. First the
similarity among the three( i.e. distress & eustress, challenge & hindrance, push & pull), all three
conceptualizations regard to negative & positive sides of stress respectively. The second
similarity lies in the fact that all three constructs explain two distinct types of stress. But the
rationale of using the term “pull” and “push” stress is based on following operationalization.

First difference of current and previous conceptualizations lies in the way stress is
defined. When stress is defined as “distress” or ‘“eustress” it regards to a function and an
experienced condition. Push & pull conceptualization of stress is defined as a “perception and as
a process not necessarily as a felt condition or function”. Secondly, the focus of challenge &
hindrance studies is wide & broad to identify that how people interpret different stressor. The
focus of push & pull stress is specific and is to identify how people interpret different role
interactions. Thirdly, this conceptualization is not based on gradual levels of stress, rather it is
postulated that push stress is one of the antecedents of pull stress. Push stress is an energy that
when perceived as depleting result in pull stress and when perceived as ever flowing, it results in
positive consequences. Finally, these terms are originated from the core domain (physics) of the
word “stress”.

Current stress conceptualization is based on the view that Push stress should be explained
in the light of motivation theories while pull stress should be explained on the basis of general
stress theories especially cognitive activation theory. | hope that future researchers should
investigate the construct on these lines to further refine the proposed construct.

In summary, push and pull stress are conceptualized as different and distinct from each
other and does not lie on the same continuum. Each has a unique relationship with the stressor.
Push stress is primarily an outcome of positive perception about role interactions and pull stress
is primarily a consequence of negative perception about role interactions. Both can coexist at the
same time due to the varying stressors affecting simultaneously. How individuals react to a
stressor depends upon their evaluation of stressor. Different theoretical approaches have been
used to explain the phenomenon like P-E fit theory (Edwards et al., 1998), Cybernetic theory
(Cummings and Cooper, 1998), Control theory (Spector, 1998) and conservation of resource
theory (Hofball, 1989) and more recently cognitive activation theory (Meurs & Perrewé, 2011).

P-E fit theory explains that the incongruence between a person and their environment, becomes a
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cause of stress. P-E fit theory suggests that the degree of incongruence is the defining ground for
stressor and stress is the outcome of it.

Hobfoll (1989, 2001) suggests that interaction with a stressful situation depletes the
available resources for an individual. The COR model describes what people do when they
confront with a stressful situation. The explanation of the COR model as cited by Lieke,
Brummelhuis, Claartje, Hoeven, Bakker & Peper (2011 p.2) is . . . that people strive to retain,
protect and build resources and that what is threatening to them is the potential or actual loss of
these valued resources”. Resources include objects, personal characteristics, conditions, or
energies that are valued by the individual .

Stress occurs when people engage in a situation that requires many such resources and
return on resources invested is negative or when many resources must be invested to prevent
resource loss. The negative relationship between stress and loss of resources is explained as a
loss cycle (Lieke et al. 2011; Demerouti, Bakker, & Bulters, 2004).

2.4.3 COR perspective, stress and work family interaction

Innstrand et al. (2008) explain that COR perspective encompasses several theories of
stress. COR theory explains that individuals try hard to acquire, preserve, guard, and nurture
valuable resources. Hobfoll (2001) explored seventy four work and non-work resources and
categorized them into 4 groups. These resources include objects, conditions, personal
characteristics, & energy. He concluded that stress occurs in instances where these resources
are threatened, lost or do not provide the expected result.

Work family conflict (WFC) is strongly related with occupational stress (Bruck & Allen
2003). Kossek and Ozeki (1999) meta analysis results confirm high correlations between WFC
and stress. Kinnunen, Feldt, Geurts, & Pulkkinen, (2006) suggest that WFC and FWF are related
to stress. The COR theory also explains the phenomenon that in situations when people are not
exposed to stress they tend to accumulate the inventory of resources to tackle the anticipated or
unanticipated stressful situations (Hobfoll, 2001). In the present study, I regard FWF as a source
of building surplus resources that pushes the individual for resource accumulation. The existence
of FWEF results in a unique kind of stress named in the current thesis as “push stress”.

In most of the previous studies stress is considered as an antecedent variable predicting
WFC and FWF. In contrast, the current study uses a stressor — stress- outcome path to explain

the relationship among study variables. Stress is conceptualized as a “state” variable resulting
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from role interaction between family and work. Work family conflict is a known stressor and
past research has been consistent about the negative relationship between both directions of
WEFC and negative stress (e.g. Bacharach, Bamberger, & Conley, 1991; Bolino, Turnley, Gilstrap
& Suazo, 2010; Bruck & Allen, 2003; Doby & Caplan, 1995; Fritz & Sonnentag, 2007; Lourel,

Ford, Gueguen, Hartmann & Gamassou, 2009). Based on these researches it is inferred that

Hla: Work family conflict (WIF) and family work conflict (FIW) will be negatively
related to push stress and positively related to pull stress.
H2a: Work family facilitation (WFF) and Family facilitation with work (FFW) will be

positively related to push stress and negatively related to pull stress.

2.5 Outcomes of work family interaction and stress
This part of literature review briefly explains the nature of outcome variables. Relevant

past research on motivation, performance and satisfaction is identified to establish the
relationship among work family interaction, stress and outcomes.
2.5.1 Motivation

Motivation is a multidimensional construct and has been used in different contexts. In the
study of stress, it has been used as an antecedent variable (e.g. Lieke et. al.2011; Ryan & Deci
2000b; Ryan & Deci, 2001; Sheldon & Kasser, 1995), and also as an outcome variable (e.g.
Jamal & Badawi 1995; Lepine et al. 2004; Fritz & Sonnentag, 2007 ). In this study motivation at
job or at home is conceptualized as an outcome of work family interaction and related stress. No
specific research has been conducted through which the interrelationships among work family
interaction (stressor), push and pull stress and motivation to work at job and at home can be
explained. Theories of stress and motivation are unable to develop a clear distinction between
the two constructs and should be integrated (Perrewe” & Zellars, 1999). Lepine et al. (2004)
suggests that future research on the interaction of stress and motivation is highly desirable.

Crossover process of work family interaction affect the attitudinal and behavioral outcomes across job
and home domains (Bellavia & Frone, 2005). Based on previous research specifically Fritz &
Sonnentag, 2007; Lepine et al. 2004; Jamal and Badawi, 1993, where they took motivation as an
outcome variable of stressor and stress, it is inferred that

% Work family interaction and stress are significantly related to motivation.

H1lb: WIF and FIW will be negatively related to motivation at job.
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Hilc: Push stress will be positively related to motivation at home and at job.
H1d: Pull stress will be negatively related to motivation at home and at job.
Work family interaction can be a positive sum game and job and family roles should be
analyzed as “allies” not as “enemies” (Friedman & Greenhaus, 2000; Shein, & Chen (2011).
Greenhaus & Powell (2006) explained the psychological mechanisms that can account for these
beneficial outcomes. They suggested that role combination can have positive effects on the
outcomes of different roles. | expect that when work facilitate in the fulfililment of family
responsibilities, or family facilitate in the execution of work responsibilities, it may develop a
positive drive towards work and an individual is motivated to fulfill the job responsibilities. So it
is expected that
H2b: WFF and FFW will be positively related to motivation at job.
2.5.2 Performance

Little past research has identified the interrelationships among work family interaction
(stressor), push and pull stress and role performance at job and home. Based on published
research on work family interaction (e.g. Gilboa, Shirom, Fried, & Cooper (2008); and research
on stress (e.g. Jamal, 2007; Lepine et al. 2004; Beehr, 1985; Jex, 1998; Sullivan & Bhagat, 1992;
Beehr, Jex, Stacy, & Murray, 2000; Fox, Spector, & Miles, 2001; Jex, 1998; Villanova, 1996;
Stamper & Johlke, 2003; Halkos & Bousinakis, 2009; Hunter & Thatcher, 2007), it is
hypothesized that

“+ Work family interaction and stress are significantly related to performance.

H3b: WIF and FIW will be negatively related to performance at home and at job. Such
as WIF will be significantly related to home performance and FIW will be
significantly related to job performance.

H4b: WFF and FFW will be positively related to performance at home and at job.
Such as WFF will be significantly related to work performance and FFW will be
strongly related to home performance.

H3c: Push stress will be positively related to performance at home and at job.

H3d: Pull stress will be negatively related to performance at home and at job.
2.5.3 Satisfaction

Satisfaction is referred to a pleasant emotional state that is based upon the appraisal of

one’s experience (Locke ,1976) . It is generally understood as a multidimensional construct and
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may regard to job, home, life, supervisor, peers & compensation (Kinicki, McKee-Ryan,
Schriesheim, & Carson,2002). It is mapped onto a continuum ranging from highly unsatisfied to
highly satisfied and have cognitive, affective and behavioral components (Hulin & Judge 2003).

Social Exchange Theory (Thibaut & Kelley, 1959), Theory of Psychological Contracts
(Rousseau, 1989), and the Norm of Reciprocity (Gouldner, 1960), explain the individual’s
attitude towards the work in organizations or at home. Perception regarding work (job or home )
being conducive or disadvantageous in creating positive work environment determine the
subsequent attitudes like satisfaction. Conducive interaction with the job and family environment
would thus be reciprocated by positive attitudes like satisfaction.

Various studies have identified a positive relationship between FWF and satisfaction at
job and at home. Previous studies also confirm negative relationship of satisfaction with WIF
and FIW components of WFC (e.g. Boyar & Mosley, 2007; Wayne, Musisca, & Fleeson, 2004;
Gordon, Whelan-Berry, & Hamilton 2007; Van Steenbergen et, al. 2007). Significant cross-
domain effects between the directions of WFC& FWF have been found with job and home
satisfaction (Carlson & Kacmar, 2000; Carlson, Kacmar, Wayne, & Grzywacz, 2006; Michel,
Mitchelson, Kotrba, LeBreton, & Baltes, 2009; Ng & Feldman, 2008; Wayne, Musisca, &
Fleeson, 2004). Carlson, Kacmar, Wayne, and Grzywacz (2006) suggest that when resources
acquired in the family domain enhance an individual’s functioning in the work domain, the
individual acknowledges the source of the benefit or loss and thus experiences greater/lesser
satisfaction with the domain seen as providing the benefit/loss. Shockley and Singla (2011)
identified that there is extensive evidence that affective reactions to WFF and WFC occur mostly
in the originating domain. Consistent with these studies it is hypothesized that

%+ Work family interaction and stress are significantly related to satisfaction

H5b: WIF and FIW will be negatively related to satisfaction at home and at job. Such
as WIF will be significantly related to home satisfaction and FIW will be
significantly related to job satisfaction.

H6b: WFF and FWF will be positively related to satisfaction at home and at job. Such
as WFF will be significantly related to work satisfaction and FFW will be
strongly related to home satisfaction.

Based on previous research (e.g. Lourel, Ford, Gueguen, Hartmann & Gamassou, 2009;

Stamper & Johlke, 2003; Halkos & Bousinakis, 2009) it is projected that

27



H5c: Push stress will be positively related to satisfaction at home and at job.

H5d: Pull stress will be negatively related to satisfaction at home and at job.

2.6 Meditation

First, definition, types and components of meditation practice are described. Next, the
empirical literature on the effects of meditation training is reviewed. Second, the possible effects
of meditation are integrated with theories of work family interaction, stress and outcomes to
establish experimental hypothesis.

Meditation is of great interest to academicians and researchers across different domains
of knowledge particularly psychology, neurology and medicine; However research on meditation
based interventions in the organizational domain is in infancy. Meditation includes a family of
practices geared to the development of spiritual well being but the effects of meditation cannot
be restricted to spiritual well being. It is believed to be helpful in nurturing psychological and
physical well being as well.

The definition of meditation is type and context specific like Transcendental Meditation
(TM) is explained as a mental procedure through which cognition is organized with close eyes
while being awake (Schmidt-Wilk, 2000). On the other hand mindfulness meditation includes
“samatha” (concentrative) and “vipasayana” (insight) meditation (Van den Hurk et al (2009).
From a psychological perspective, mindfulness meditation is the lucid observation of the
continuing stream of thoughts without judgment (Baer, 2003; Falkenstrom, 2010; Thompson &
Waltz, 2010). Brown and Ryan (2003) state mindlessness meditation as “rushing through an
experience without noting sensory information as it arises”. Generally mindfulness meditation
include two activities i.e. attention and awareness. To, many researchers, as cited by Brown,
Ryan, and Cresswell (2007) these activities mean ‘“bare” attention (Gunaratana, 2002;
Nyanikonika, 1973) and “lucid” awareness (Das, 1997; Gunaratana, 2002; Sogyal, 1992 ).

Zen Meditation is another type of meditation that is influenced by Buddist and Touist
preaching, it develops a state of mindfulness (Brenner, 2009; Grepmair, Mitterlehner, Loew,
Nickel , 2007). It is explained as a “purposeful” and “non-judgmental” attention while using a
particular approach (Kabat-Zinn, 1994, p.4). Core components of Zen meditation include

attention and awareness (Austin, 1999).
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Vipassana meditation is an ancient technique rediscovered by Siddharta Gautama, the
Buddha 2500 years ago is termed as a “mental exercise”(Marques, Dhiman & King,2009). It is
not a practice but a way of life as tagged by Adhia, Nagendra and Mahadevan (2010), as they
conceptualize Yoga philosophy as parenthood of TM and Vapassana. Other techniques like
laughing meditation (Sutoris, 1995) are considered as an exercise that is “very therapeutic”
(Sutoris, 1995).

Muragaba meditation is sourced from Islamic Sufism literature and can be defined as
concentrative mindfulness meditation. It is largely perceived as a practice to enlighten soul and
practiced to gain spiritual well being.

From a psychological perspective, meditation includes a set of self managed practices
that focus on attention and awareness processes through which mental control is achieved.
Behavioral perspective on meditation is centered around specific effects of meditation such as
“concentration”, “relaxation”, “awareness”, “suspension of logical thought processes”, and
“maintenance of self-observing attitude”( Carlson , Speca, & Patel, 2003) From a more general
perspective, meditation is a process of sustaining and nurturing alertness while reducing routine
mental activity. It is an experience of self discovery through self managed exercises (Chang &
Chiung, 2001).

2.6.1 Components of Meditation practice

Using a systematic approach, Cardoso et al. (1995; 2004) explain that any practice
regarding meditation must include (1) an objective technique (2) use of a relaxation exercise (3)
neutral observation (4) self induced state (5) the use of self focus skill or an anchor that supports
attention. Ospina et al. (2007) investigated a working definition of meditation by expert
surveying and propose that meditation is characterized as a practice that uses a defined
technique, involves logical relaxation, and engagement in a self induced state or mode. The
findings reveal that generally meditation practices have an embedded religious, spiritual, and
philosophical context. Furthermore it can involve a state of psychophysical relaxation, mental
silence, and altered state of consciousness.

Most general features of meditation include breathing, mantra, posture, relaxation, focus

of attention and its object, spiritual belief and time schedule.
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2.6.1.1 Breathing& Posture

Breathing exercise in meditation can be of two types i.e. active or passive. Meditators do
not exert conscious control over inhalation and exhalation in passive breathing. On the other
hand, active breathing involves controlling the way oxygen is inhaled through mouth or nostrils.
The time used in inhaling and exhaling is generally specified in descriptive terms (e.g. inhale
quickly and retain for some time and then exhale). Depth of breathing is also specified, generally
most of the meditation practices suggest deep breath. Majority of the meditation practices
suggest a certain physical stance (e.g., sitting, standing, dancing, or some time advised “keep
your back straight and sit in a relax posture without stretching your neck”.
2.6.1.2 Mantra or Verses

A key feature in meditation practice is the use of a mantra or verses. A mantra/verse can
be a sound, word, or phrase that may be chanted loud or recited silently. Repetition of
mantra/verse is of significant importance and the tone is also specified. It is also considered as
method of developing concentration. Usually these mantras and verses are attached with some
spiritual or religious belief or may not be related to any tradition.
2.6.1.3 Relaxation

Every meditation practice starts with a relaxation exercise and meditation itself is
generally considered to be a form of relaxation. But meditation practice cannot be restricted to
merely relaxation. Apparently, in most of the meditation practices it looks like that one is doing
nothing but in reality, meditation includes the use of attention for increasing awareness. Most
importantly, in spiritualism, meditation is the only source of divine information.
2.6.1.4 Attention and its object

The use of object can be external (e.g. mandala, candle, flame, sky, tip of the nose) or
internal like (word, phrase, internal sensations, image or some imagination process).
2.6.1.5 Spirituality and belief

Most of the Spirituality belief systems and related guidelines are based on metaphysical
and para-psychological concepts and are not scientifically validated. However, certain recent
theories of spirituality (e.g. theory of color and beyond) are paving their way to scientific
validity.
2.6.1.6 Training

Gaining mastery in meditation practice requires certain recommended frequency and time

duration. But in most of the meditation trainings, the time frame in which mastery is achieved is
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not specified. In some empirical tests a meditation of four weeks is generally found effective for
beginner meditators. However the time required to achieve mastery has been recommended in

9 ¢

descriptive phrases like “it takes years” “the more time you spend on meditation you will be
better off in comparison with those who spend less time”
2.6.1.7 Time schedule

Timings are not considered important in some of the meditation practices and meditation
can be exercised virtually any time. However in most of the meditation practices timings and
regularity is emphasized. Generally time before sun rise or dawn and time before going to sleep

IS suggested.
2.6.2 Conceptualization of meditation

Different typologies have been proposed to tap various forms of meditation practices.
Following is the review of such efforts and at the conclusion of review an appropriate
categorization of meditation practices is proposed.

Meditation practices can be classified in two broad groups, one range of practices regard
to concentrative meditation and the other range of practices regard to mindfulness meditation
(Birnbaum, 2008; 2010). Concentration meditation includes transcendental meditation while
mindfulness includes vipassana and mindfulness based stress reduction (Reavley &
Pallant,2009). Three key components common in most of the mindfulness meditation programs
as identified by Germer (2005 a;b) are “awareness, being in the present moment, and
acceptance”. Concentrative meditation is based on focusing attention on a given object like
breath, image, a verse/word or an emotion (Birnbaum & Birnbaum, 2004) while mindfulness
does not restrict the focus to a given point and allows awareness of flowing thoughts, imagery,
physical sensations, or feelings as they occur (Kabat,1996).

The Buddist Meditation practice has two facets i.e. focused attention and open
monitoring, where focused attention is nurtured for the development of open monitoring
capability. One is ‘effortful’ and the other is ‘effortless (Lutz, Slagter, Dunne & Davidson,
2009). Travis and Shear (2010) gave a comprehensive review of neuro-scientific studies on
Vedic, Buddhist and Chinese meditation practices. Augmenting the work of Lutz et al. (2008),
Travis and Shear (2010) came up with a three dimensional typology of meditation research and
added a new type named as “automatic self-transcending”. They urge that the third type is not

mutually exclusive but is build on the basis of focused attention and open monitoring.
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Different definitions of meditation generally discuss two types of meditation i.e.
concentrative and mindfulness. One may wonder, despite the fact that both are considered to
have a different methodology, yet at their base they are similar. In the first type individuals
concentrate on a single object while in mindfulness meditation the concentration is on “not
concentrating”. Though the matter of focus is different but both meditation types use a same
philosophy and “concentration of mind” is the focus of the both.

According to Margolin, Pierce and Wiley (2011), meditation is a blanket concept used to
explain a range of mind-body curative approaches. In a review of meditation practices, Ospina et
al. (2007) classified meditation into five broad categories that include Mantra meditation (e.g.
TM, Relaxation Response, & Clinically Standardized Meditation), Mindfulness Meditation (e.g.
Vipassana, Zen, MBSR, & Mindful-based cognitive Therapy), Qi Gong, Tai Chi & Yoga. May et
al. (2011) suggest that meditation practices can be classified into two broad categories i.e.
cognition oriented and emotion focused. Cognitive based like “mindfulness” (Wallace & Shapiro
2006). Emotion focused meditation include Loving-kindness meditation (Shapiro, Carlson,
Astin, & Freedman, 2006 ; May et al., 2011) and compassion meditation (Pace et al. 2009).

Reavley and Pallent (2009) propose that meditatio