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ABSTRACT 

This study of work-family conflict among Chinese immigrants in New Zealand 

arose in response to the growing ethnic diversity in the labour force. The research 

investigated the work-family experiences among Chinese immigrants in New Zealand. 

Only sparse attention within the work-family literature has been given to immigrants’ 

work-family experiences. However, the Chinese ethnic group is fast growing and a 

critical part of the current and future labour market in New Zealand. Therefore, the 

antecedents, consequences, and coping strategies of work-family conflict among 

Chinese immigrants in New Zealand require attention. Furthermore, the majority of 

work-family studies assume that individuals function within a single culture, and 

overlook the impact of acculturation, which refers to the process of immigrants 

adapting to a new culture. The present research included acculturation as a major 

contributor to the work-family nexus.  

       This study makes an original contribution to the work-family literature by 

broadening our comprehension of work-family experiences among immigrant 

populations. First, the research investigated the antecedents and consequences of work-

family conflict experienced by Chinese immigrants. Second, the potential role of 

acculturation in work-family experience among Chinese immigrants in New Zealand 

was also explored. Third, this research also investigated strategies used by individuals 

for coping with work-family conflict.  

       The thesis was designed and conducted through four separate studies, which are 

presented in four research articles designed to examine the above issues, and aimed to 

describe work-family experiences among Chinese immigrants. Each is a peer reviewed 
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publication, and has been accepted, resubmitted, or under-review in peer reviewed 

journals or premium conferences.  

       Study 1 examined the antecedents of work-family conflict, and the mediation 

effects of work-family conflict on well-being among Chinese immigrants to New 

Zealand, along with the moderating role of acculturation (cross-sectional analysis, 

n=557), using structural equation modelling to test mediation and moderation effects. 

Overall, this study provided some evidence that both Chinese and New Zealand cultures 

could exert influences on the antecedents and consequences of work-family conflict 

among Chinese immigrants.  

Study 2 investigated the mechanisms linking acculturation, work-family conflict 

and subjective well-being (two-wave longitudinal analysis, n=264), using structural 

equation modelling to test two rival mediation models. The results suggested that 

subjective well-being mediated the effect of acculturation on work-family conflict, 

while acculturation did not directly influence work-family conflict.  

       Study 3 examined the mediation effects of work interference with family (one 

direction of work-family conflict) between interpersonal conflict at work and well-

being, as well as the moderation effects of acculturation (two-wave longitudinal 

analysis, n=264), using structural equation modelling to test both mediation and 

moderation effects. Overall, this study found that interpersonal conflict at work was a 

significant strain-based predictor of work interference with family, and strain-based 

work interference with family had more effects on well-being than did time-based work 

interference with family. In addition, visible artefact acculturation had little moderation 

effect on these relationships.  
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       Study 4 was a qualitative study exploring the antecedents and coping strategies of 

work-family conflict in the context of acculturation. Participants (33) were selected 

from the Study 2 and those who got the lowest 10% and the highest 10% of scores on 

the work-family Conflict Scales were selected for inclusion. The selection was designed 

in order to compare responses from the two extreme groups (high and low work-family 

conflict). This study found that most Chinese immigrants had a low level of value 

acculturation, and strongly held their traditional Chinese cultural values, which largely 

affected their coping strategies and the antecedents of work-family conflict.  

Overall, this thesis develops and extends previous research on work-family conflict 

by providing a broader understanding of complex work-family experiences among 

Chinese immigrants, such as the antecedents and coping strategies of work-family 

conflict in the context of acculturation. This broadened understanding paves the way 

for future work-family research among immigrant populations to continue to explore 

the role of value acculturation in their work-family experiences. The thesis also 

provides some practical recommendations for Chinese immigrants in aiming to balance 

their work and family demands, and for organizations to develop family-friendly 

policies to support immigrant workers, as well as for government to enact cultural 

awareness training to ensure their successful cultural adaptation. 
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CHAPTER 1 

INTRODUCTION AND OVERVIEW 

Statement of Problem  

New Zealand has always been a nation of immigrants (Ward & Masgoret, 2008). 

In the 2013 census, Chinese accounted for 4.3% of the total population, with 73.4% 

born overseas, the largest Asian ethnic group in New Zealand (New Zealand Census 

Statistics, 2013). The number of Chinese immigrants has shown a dramatic increase, 

especially from Mainland China. Chinese immigrants come to New Zealand to seek a 

better lifestyle, but the harsh reality for many is longer working hours to make ends 

meet and less time for leisure and family (Ho, Meares, Peace, & Spoonley, 2010). 

Accordingly, conflict between work and family may exist in Chinese immigrants, 

which can incur physical and psychological costs for them and their families (Brough, 

O’Driscoll, & Kalliath, 2005), and may further harm the productivity of organizations 

with Chinese immigrant workers. However, Chinese immigrants have been absent from 

the majority of work-family research (Wei, 2007). Therefore, it is necessary to extend 

our understanding of work-family experiences among non-immigrant populations to 

immigrant populations.  

Work-family conflict (WFC) is one of the most discussed work-family issues, and 

a common phenomenon in modern life in many countries and cultural contexts. 

Researchers have recognized that work-family issues are at least as important to 

organizational function as to family function (e.g., Barnett, 1998). However, work-

family issues have only been widely researched among individuals who live in their 

own cultures or countries. Immigrants, born as a citizen of one country and 

subsequently moved to another country at some point in their lifetime, are given little 

attention in research on work-family experiences. Immigrants are exposed to both local 
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and home cultures, and thus expectations of work and family roles are convoluted, 

which may exacerbate the complexity of antecedents and consequences of WFC they 

experience.  

Furthermore, while juggling two cultures, immigrants inevitably experience a 

process of adjustment into local society, which is called acculturation (Berry, 2002). 

Grzywacz et al. (2007) suggested that acculturation may play a critical role when work-

family models are applied to immigrant populations, since immigration has been 

regarded as a stressful event for both family and work (Suárez-Orozco & Suárez-

Orozco, 2010). However, only sparse research has investigated the role of acculturation 

in work-family experiences.  

In addition, overwhelming evidence demonstrates that work-family conflict exerts 

substantial and negative consequences on individuals’ work, family and organizations 

(e.g., Somech & Drach-Zahavy, 2012). Therefore, exploring coping strategies that can 

ease this conflict is imperative. Nevertheless, it is uncertain whether the coping methods 

found in previous research in Western contexts are efficacious for immigrants, since 

acculturation is a process of changing values and may affect immigrants’ coping 

behaviors (Lam & Zane, 2004).  

Overall, in response to the above research limitations and immigrant prevalence 

worldwide, this thesis research aims to expand our understanding of work-family 

experiences, including antecedents and consequences of WFC, the role of acculturation, 

and coping strategies among a unique population that has received limited attention 

within the work-family literature: Chinese immigrants in New Zealand. 
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Research Objectives and Questions 

       The objectives of this research are: (a) to identify the antecedents and consequences 

of work-family conflict among Chinese immigrants; (b) to examine the role of 

acculturation in work-family experiences, and (c) to explore possible coping strategies 

to reduce this conflict during their acculturation. Several linked research questions are 

explored.  

Question 1: What are the antecedents of work-family conflict among Chinese 

immigrants in New Zealand? 

Question 2: What are the consequences of work-family conflict among Chinese 

immigrants in New Zealand? 

Question 3: What is the role of acculturation in the work-family experiences 

among Chinese immigrants in New Zealand? 

Question 4: What kinds of coping strategies can help Chinese immigrants 

reduce work-family conflict? 

Rationale for the Research Questions 

Questions 1 and 2. Chinese immigrants in New Zealand exist within two different 

cultures. They were born in the Chinese culture, which is labelled as a collectivistic 

culture, but now live in New Zealand, which is predominantly an individualistic culture 

(Hofstede, Hofstede, & Minkov, 2010). Collectivism versus individualism, one of  the 

culture dimensions, has been regarded as an important factor which affects antecedents 

and consequences of WFC (e.g., Bhagat et al., 2010). That is, antecedents and 

consequences of WFC for individuals in collectivistic cultures may differ from those 

individuals in more individualistic cultures. However, the process of acculturation is 
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unavoidable for each Chinese immigrant, and their values are likely to incorporate both 

collectivism and individualism. Therefore, the antecedents and consequences of WFC 

among Chinese immigrants may be more complex, not similar to either Chinese in their 

home countries or New Zealanders. Hence, it is necessary to determine the antecedents 

and consequences of WFC experienced by Chinese immigrants. 

Question 3. Acculturation is an inevitable journey for immigrants, and can exert a 

considerable impact on their work and family (Suárez-Orozco & Suárez-Orozco, 2010), 

but little attention has been given to the role of acculturation in work-family 

experiences in previous work-family research. The relationship between acculturation 

and WFC is still obscure. A lack of understanding of the role of acculturation may 

constrain organizations from proactively facilitating immigrant employees’ subjective 

well-being in a diverse working environment, and from setting suitable policies to 

balance the relationship between work and family for immigrant workers. Therefore, 

investigating the role of acculturation in work-family experiences is warranted.  

Question 4. WFC as a source of stress may generate some harmful consequences 

for individuals, their families and their organizations (Bellavia & Frone, 2005). It is 

therefore necessary to explore effective methods to reduce the conflict and alleviate 

those harmful consequences. Furthermore, coping strategies have been recognized as 

cultural-related (Yeh & Wang, 2000). Given the complex values held by immigrants, 

the coping strategies among immigrant populations may be also more complex than 

those among non-immigrants, which requires further investigation of the coping 

mechanisms immigrants adopt.   
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Significance of the Topic 

This thesis research aims to advance knowledge of WFC among Chinese 

immigrants in New Zealand, including understanding the antecedents and 

consequences of WFC, the role of acculturation, and coping strategies, thereby 

encouraging future work-family research to better understand complex WFC 

experiences among them. Practically, this research can provide some beneficial 

prescriptions for organizations on how to manage WFC in a diverse workplace, 

including aiming to improve their family-friendly policies and practices. This may 

ensure the demands of immigrants in a diverse working environment can be fulfilled, 

and at the same time foster the organizational success (Grzywacz et al., 2007). 

Overview of Work-Family Conflict  

Work-family conflict (WFC) is increasingly recognized as consisting of two 

distinct, though related, concepts: work interference with family (WIF) and family 

interference with work (FIW) (e.g., Byron, 2005). The acronyms, WIF and FIW, refer 

to the specific direction of interference (e.g. work-to-family and family-to-work), 

whereas the term work-family conflict (WFC) reflects conflict in general between the 

two domains (O'Driscoll, Brough, & Kalliath, 2004). WIF is a form of inter-role 

conflict in which participation in the work role makes it more difficult to participate in 

the family role. On the other hand, FIW is a form of inter-role conflict in which 

participation in the work role is made more difficult by participation in the family role 

(Greenhaus & Beutell, 1985). 

Researchers also have considered three different types of work-family conflict: 

time-based conflict, strain-based conflict and behaviour-based conflict (Greenhaus & 

Beutell, 1985). Time-based conflict occurs when time devoted to one role makes it 

difficult to participate in another role. For example, if a person spends extra hours on 
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work, the time he/she stays at home will decrease. He/she has little time to spend with 

his/her children and spouse. Strain-based conflict suggests that psychological strain 

experienced in one role intrudes into and interferes with participation in another role. 

For instance, negative emotional reactions to workplace stressors can lead to 

expressions of irritability toward family members or withdrawal from family 

interaction in order to recuperate (O'Driscoll, 1996). Behaviour-based conflict occurs 

when specific behaviours required in one role are incompatible with behavioural 

expectations in another role (Greenhaus & Beutell, 1985). For instance, at work an 

individual may be expected to be aggressive, ambitious, hard-driving and task-oriented. 

Successful job performance may be contingent upon demonstration of these behaviours. 

In contrast, at home supportive and accommodating behaviours may be regarded as 

essential to developing and fostering a happy and healthy family life. Clearly these 

opposing expectations may create a tension between work and family behaviours 

(Brough & O'Driscoll, 2005).  

Time-based and strain-based conflict are concentrated on in this thesis, as they have 

received the most empirical attention of the three categories (Ford, Heinen, & 

Langkamer, 2007; O'Driscoll et al., 2004). In addition, behaviour-based conflict usually 

happens among people with very unique work demands, such as prison officers. For 

example, Triplett, Mullings, and Scarborough (1999) found that behaviour-based 

conflict is an important contributor to work stress among prison officers. At work, a 

prison officer may be required to behave in ways that are not necessarily appropriate in 

social and family life, such as questioning family members or barking orders (Lambert, 

Hogan, Camp, & Ventura, 2006). Except for these kinds of unique jobs, however, 

appropriate behaviours at work (home) may not greatly conflict with appropriate 

behaviours at home (work). Consequently, both directions of conflict (WIF and FIW) 
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and two forms of work-family conflict (time-based and strain-based conflict) are 

focused on in this thesis.  

In the context of migration, to stabilize their life in the new country, many Chinese 

immigrants would like to spend more time on work to earn sufficient money (Ho et al., 

2010). Regarding this, time-based conflict may always happen among them. 

Furthermore, frequently-occurring time-based conflict among Chinese immigrants can 

be a catalyst for increasing strain-based conflict. That is because too much time costed 

at work is bound to decrease individuals’ energy and attention which should be given 

to family (e.g., Frone, Yardley, & Markel, 1997). In addition, juggling two different 

cultures, Chinese immigrants need to spend additional personal resources, such as time, 

energy, or attention, to adjust themselves to fit into the local culture (Lazarova, 

Westman, & Shaffer, 2010), which may intensify the competition between work and 

family for sufficient personal resources. Therefore, the degree of both time-based and 

strain-based conflict among them may increase in the new country. 

Antecedents of Work-Family Conflict  

To date, researchers have found a number of possible antecedents of work 

interference with family (WIF) and family interference with work (FIW). According to 

Eby, Casper, Lockwood, Bordeaux, and Brinley (2005), those antecedents can be 

classified into three categories: work domain variables (e.g. workload), family domain 

variables (e.g. family responsibility), and individual and demographic variables (e.g. 

gender, age). This thesis focuses on work domain variables and family domain variables 

as predictors. Because personal variables tend to be weak predictors of WIF and FIW 

(Byron, 2005), they were treated as control variables in this research. Because of the 

complexity of integrating dual cultures, several antecedents were chosen, which 

allowed this research to effectively manage the development of theoretical models. The 
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antecedents identified in previous research and relevant to Chinese immigrants are 

discussed below.   

       Work domain variables. Work domain variables refer to job and workplace 

factors, including workload and interpersonal conflict at work. Past research has shown 

that domain-specific antecedents are related to different directions of WFC (Lu, Kao, 

Chang, Wu, & Cooper, 2011). That is, work-related antecedents tend to have a stronger 

influence on WIF than on FIW (Byron, 2005), since work demands require 

psychological and physical expenditure to meet the expectations of work, resulting in 

less time for family commitment (Michel, Kotrba, Mitchelson, Clark, & Baltes, 2011).  

Workload. One reason for the inclusion of workload in this research is that 

workload is a relatively strong and consistent predictor of WFC across cultures (Britt 

& Dawson, 2005). Therefore, it seems reasonable to assume that workload is likely to 

hold its predicting role in WFC among Chinese immigrants who live in dual cultures. 

The other reason is that workload can represent both a time-based and a strain-based 

antecedent of WIF. Workload represents a time-based predictor due to having not 

enough time to complete the work (Greenhaus & Beutell, 1985). Generally, the amount 

of time workers assign to work is an important time-based antecedent, and is more 

positively related to WIF rather than to FIW (e.g., Byron, 2005). However, the 

relationship between the number of working hours and WFC is different across cultures 

in previous research. For example, the number of working hours is significantly related 

to WFC in the individualistic culture, but not in the collectivistic culture (Spector et al., 

2004), since people in different cultures have different view on the amount of working 

hours (Yang, 2005). That is, individualists regard working more hours as taking away 

from their family, while collectivists see working long hours as a benefit for family. 

Therefore, the relationship between the number of working hours and WFC may be 
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more complex among Chinese immigrants juggling the two cultures. The investigation 

of the relationship would enrich our understanding of work-family experiences among 

them.  

Workload also represents a strain-based predictor due to having too much work to 

accomplish in a certain period, which is called work overload and likely to lead to the 

experience of emotional distress (Frone et al., 1997). Work overload is an obvious 

aspect of work stress, and refers to job demands exceeding human limits (Frone et al., 

1997). It is a common belief that heavy workload leads to elevated stress and reduced 

efficiency. High levels of workload in one role (e.g. work) can cause elevated levels of 

physical or psychological fatigue that may undermine an individual’s ability or 

motivation to meet the obligations of other roles (e.g. family) (Eby et al., 2005). In 

general, work overload is significantly positively related to WIF but not FIW (Byron, 

2005). In the context of migration, in order to stabilize their life in the new country, 

immigrants may not only sacrifice much family time, but also dedicate much attention 

and energy to work. Therefore, a high extent of work overload may exist among 

immigrants, which can further intensify the conflict between work and family. Overall, 

the relationship between work overload and WFC among immigrants requires an 

empirical investigation. 

Interpersonal conflict at work. Interpersonal conflict involves threats to one’s self-

image in situations where one’s authority and expertise are challenged and where 

negative evaluations regarding one’s behaviour and character are made explicit (De 

Dreu & Van Vianen, 2001). Interpersonal conflict in the workplace may range from 

minor disagreements to physical assaults among co-workers (Spector & Jex, 1998). 

Previous studies have shown that interpersonal conflict can make work more stressful, 

and high levels of interpersonal conflict are associated with exhaustion and job burnout 
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(e.g., Frone et al., 1997). These findings suggest that interpersonal conflict leads to 

exhaustion of one’s personal resources, such as time, energy and attention. For instance, 

an individual who is experiencing interpersonal conflict will not only suffer from it, but 

will also try to handle this conflict, which may take additional energy and time. As 

mentioned before, increased time and energy spent on work will reduce the time and 

energy spent on family. Therefore, work behaviours related to engaging or handling 

interpersonal conflict could reduce the time and energy the family role needs, which 

may lead to high WIF.  

Interpersonal relationships are an important and special phenomenon in Chinese 

society (Ling & Powell, 2001). In collectivistic cultures, maintaining harmonious 

relationships and avoiding interpersonal conflicts at work is a crucial work demand 

(Ling & Powell, 2001). For instance, employees need to build a good relationship with 

their supervisors to secure their benefits, since personal favours often play an important 

role in promotion, resource allocation and other reward decisions in Chinese culture 

(Lai, 1995). Ling and Powell (2001) compared the work contexts between China and 

the United States. They found that Chinese workers suffer greater negative effects of 

interpersonal conflict than American employees, since the Chinese culture attaches 

greater importance to interpersonal harmony. However, few studies have empirically 

examined interpersonal conflict in relation to WFC among Chinese, let alone among 

Chinese immigrants. Therefore, investigating the predicting role of interpersonal 

conflict at work in WFC can broaden our comprehension of work-family issues.  

The Chinese traditional value advocates people to be less competitive and 

confrontational when facing conflict with other people, while the Western value is 

generally in the other way round (Wang, 2015). In the context of migration, 

interpersonal conflict at work may be complex among Chinese immigrants with 
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integrated bicultural values. Furthermore, communication between people from 

different ethnic backgrounds is often a challenge and frequently ends up in conflict as 

a result of confusion and misunderstanding (Scollon & Scollon, 1990). Local residents 

may express avoidance, irritation, frustration, prejudice, or suspicion toward immigrant 

co-workers (Amason, Allen, & Holmes, 1999). For example, local people may avoid 

conversation with immigrant co-workers, because they may think immigrants always 

perform in the wrong way at work, or the immigrant co-workers do not understand them. 

Feelings of irritation and frustration emerge among local residents (Amason et al., 

1999). These negative expressions may easily cause interpersonal conflict between 

immigrants and local co-workers in the workplace. As the immigrants are adapting to 

the host culture, they are improving their intercultural communication competence 

(Neuliep, 2014), which may help them to avoid interpersonal conflict at work. 

Therefore, the degree of interpersonal conflict at work may keep changing as 

immigrants live in the host country. Overall, it is necessary to investigate the 

relationship between interpersonal conflict at work and WFC to advance our 

understanding of work-family experiences of immigrants. 

Family domain variables. Family domain variables refer to factors related to 

family, including family responsibility, family support, and interpersonal conflict 

among family. Previous research suggests that family-related antecedents have a 

stronger influence on FIW than on WIF (Michel et al., 2011). According to Michel et 

al. (2011), family pressures require greater psychological and physical expenditure to 

meet the expectations of family role, resulting in a decrease in available resources for 

work role demands.  

Family responsibility. In the family domain, family responsibilities are identified 

as antecedents of WFC (Frone, Russell, & Cooper, 1992). Family responsibility is 
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selected as one of the research variables, because some aspects of family responsibility, 

such as caring for children and elderly parents, are value-related, which is discussed 

below.  

       Caring for children is one of the basic functions and main responsibilities of a 

family. In the family, the responsibility of childcare indicates stronger relations with 

well-being among Chinese than among Anglos and Latins (Spector et al., 2004). Aycan 

(2008) stated that, in collectivistic cultures, care and guidance of offspring is one of the 

most important family demands and is a life-long commitment for parents, who are 

involved in their children’s lives at every age and stage. As such, caring for children is 

a serious responsibility and a family demand.  Furthermore, taking care of elderly 

parents should also be considered, since many Chinese immigrants would like to assist 

their parents, who depend on their adult sons/daughters heavily to migrate to New 

Zealand (Ho et al., 2010). Responsibility for elderly parents is an obligation for adult 

children in Chinese culture. Ling and Powell (2001) stated that Chinese adult children 

are expected to be the major source of instrumental and psychological support to their 

elderly parents, since adult children have a great responsibility for providing economic 

and emotional support for their elderly parents. Overall, family responsibilities require 

people to spend more time and attention on these activities. These activities may create 

time-based and strain-based pressure from the family realm (Baltes & Heydens-Gahir, 

2003). In the context of migration, whether Chinese immigrants who may have 

influenced by the local culture still hold the same cultural perspective on family 

responsibility with people in their home culture need to be further investigated.  

Interpersonal conflict with family members. Similar to interpersonal conflict at 

work, keeping harmonious relationships with family members is also one of the most 

important family demands in collectivistic societies (Aycan, 2008). Interpersonal 
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relationships play a particularly important role in Chinese culture, since Chinese culture 

places great importance on interpersonal harmony (Ling & Powell, 2001). Therefore, 

interpersonal conflict with family members should be examined as a family-related 

antecedent of WFC. Conflict within family has been associated with high levels of FIW, 

and disagreements with family and tense relationships are characteristics of high-FIW 

people (Parasuraman & Simmers, 2001). For instance, Ling and Powell (2001) stated 

that a bad marital relationship, such as husband-wife disagreement about family roles, 

has a great negative effect on Chinese family life.  

       In the context of migration, interpersonal conflicts may happen more frequently 

among family members due to the acculturation dissonance among them. For instance, 

Cleland (2004) claimed that parent-adolescent conflict occurs in Chinese immigrant 

families in New Zealand, since adolescents tend to adopt the values and behaviours of 

the mainstream culture faster and more strongly than their parents (Cheung, Chudek, & 

Heine, 2010). In addition, husband-wife conflict may happen when expected roles 

change (Suárez-Orozco & Suárez-Orozco, 2010). For instance, when a wife becomes 

acculturated faster than her husband, she accepts more Western values and behaviours, 

like independence and assertiveness, which are regarded as contradictory to traditional 

Chinese culture. Her husband may have difficulty coping with changes in her expected 

roles as an obedient wife (Suárez-Orozco & Suárez-Orozco, 2010). Overall, 

interpersonal conflicts with family members may have a stronger relationship with 

WFC among Chinese immigrants than either Chinese in the home country or the locals. 

However, the relationship between interpersonal conflict with family members and 

WFC in immigrant populations has not been investigated in work-family research to 

date.  
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Support from family. Social support from other family members is also considered 

as another  family-related antecedent of WFC, as family cooperation and help is an 

important way to maintain the stability of the family structure in Chinese society (Law, 

2011). Although interpersonal conflict with family members can increase FIW, social 

support from family members may alleviate conflict. In Chinese culture, family 

closeness creates a strong bond, and Chinese place significant emphasis on cooperation 

and family cohesion (Law, 2011). It is the norm in Chinese society that mutual 

assistance exists between generations and family members. Therefore, it is necessary 

to examine social support as an antecedent of FIW. Support from the spouse, elderly 

parents and other extended family members is elaborated below.  

Firstly, in the family, spousal support is the most common support, and supportive 

spouses may protect each other from experiencing high levels of WFC (e.g., Holahan 

& Gilbert, 1979). Adams, King, and King (1996) claimed that spouse support could be 

classified into emotional support and instrumental support. Emotional support mainly 

consists of empathy, understanding and communication between husband and wife, 

such as sincere concern and advice. Emotional support from the spouse can improve an 

individual’s efficacy in both family and work domains. Furthermore, instrumental 

support mainly refers to practical help with housework and childcare. Instrumental 

support from one’s spouse can relieve the burden of family demand and grant the 

individual more time for working. Byron (2005) suggested that family support from the 

spouse has a significant negative relation with FIW.  

Secondly, in the Chinese family, although taking care of elderly parents is a family 

responsibility, elderly parents also can take over part of working parents’ childcare and 

household responsibilities (Ling & Powell, 2001). Tsui (1989) suggested that elderly 
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parents are important providers of childcare and household assistance to their adult 

children in China. Instrumental support from the elder parents alleviates the burdens of 

childcare and housework to some extent for Chinese workers (Ling & Powell, 2001). 

Thirdly, extended families usually form a close-knit protective social network that can 

be called upon to provide support and help in times of need and distress in Chinese 

societies (Lu, 2006). For Taiwanese young parents, the help from extended families in 

childcare and home maintenance has been found to alleviate individual stress and 

enhance well-being (Lu, 2006). Overall, social support from family may serve to 

alleviate work-family conflict among Chinese, since social support may directly reduce 

family role pressures, thereby producing fewer time demands and less strain. 

Within the context of migration, for many immigrants, migration causes loss of the 

familiar support network of family and friends (Yeh, Kim, Pituc, & Atkins, 2008). 

Accompanying family members may be more dependent on each other for support than 

when they were in their home country. Thus, family support, including spousal support 

and parental support, is likely to become a salient and precious personal resource for 

immigrants, which has not been inspected in work-family research on immigrant 

populations.  

Consequences of Work-Family Conflict  

Many previous studies have examined the relationships between work-family 

conflict and potential consequences. According to Bellavia and Frone (2005), the 

relevant consequences of WFC can be divided into three categories: work-related 

consequences which primarily concern work life, family-related consequences which 

primarily concern family life, and individual consequences which primarily concern 

personal well-being. Among the consequences, work satisfaction, family satisfaction 
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and psychological well-being (or, conversely, heightened psychological strain) are 

focused on in this thesis. The rationale for the inclusion of the three consequences is 

that none work-family research has been carried out to investigate the consequences 

among immigrant populations, and the three consequences are relatively strong and 

consistent outcomes of WFC (O'Driscoll et al., 2004), which may provide some insight 

into the consequences of WFC among immigrants. The three consequences are 

generally recognized as subjective well-being. As mentioned before, WFC has two 

directions: work interference with family (WIF) and family interference with work 

(FIW). This research examines the relationships of the consequences with the two 

directions. 

Job satisfaction and family satisfaction. Job satisfaction refers to the extent of an 

employee’s positive emotions/attitude towards his/her work (O'Driscoll et al., 2004). 

WFC is strongly negatively associated with job satisfaction, which is related to many 

indicators of mental health and physical health and can be considered as a central aspect 

of an individual’s well-being (Warr, 2011). Likewise, the family satisfaction can be 

regarded as the degree to which an individual is satisfied with his or her family life 

(Carlson, Kacmar, & Williams, 2000). Family satisfaction may be seen as the 

counterpart of job satisfaction (Amstad, Meier, Fasel, Elfering, & Semmer, 2011). If 

individuals spend too much attention or time on work, dissatisfaction among family 

members will be aroused.  

The relationships of the two directions of WFC (WIF and FIW) with job 

satisfaction and family satisfaction are mixed (e.g., Amstad et al., 2011). For instance, 

Brough and O'Driscoll (2005) found that WIF predicted reduced job satisfaction, but 

there were no significant relationships between WIF and family satisfaction. However, 

Ford et al. (2007) suggested that WIF was significantly negatively related with family 
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satisfaction. The different results may be explained by two different perspectives: the 

cross-domain perspective and the source attribution perspective (or same-domain 

perspective).  

Frone et al. (1992) assumed a cross-domain perspective. When one role (e.g. work) 

interferes with another role (e.g. family), it will be hard for individuals to meet demands 

in the receiving role (e.g. family). Satisfaction in the receiving role (e.g. family) may 

decrease. Therefore, WIF is negatively associated with job satisfaction, while FIW is 

negatively related to family satisfaction. The conservation of resources perspective  

views resources such as time, attention, and energy (physical and psychological) as 

finite (Hobfoll, 2011). An individual attributes the source of role conflict to the role 

that the individual believes caused the interference. When WFC occurs, individuals 

may experience decreased performance in the receiving domain (e.g. family), but they 

psychologically attribute blame to the domain (e.g. work) that is the source of the 

conflict (Amstad et al., 2011). For example, when experiencing WIF, individuals are 

likely to blame the work role and be dissatisfied with their work, since individuals 

consider their work is responsible for having too little time with their families (Amstad 

et al., 2011). In addition, when individuals experience FIW, they will blame family 

demands, which they think cause the conflict to occur, rather than the job demands. 

Therefore, WIF is negatively associated with job satisfaction, while FIW is negatively 

associated with family satisfaction. Overall, the debate about the direction of the 

relationships between WFC and the two types of satisfaction has not been settled yet.  

One possible reason for that debate is that those mentioned relationships are tested 

in different populations or in different circumstances. Therefore, in order to contribute 

to resolving the controversies, it is worth to extend the investigation of those 

relationships to an immigrant population.  



Chapter 1 Introduction and Overview 

	

	 18	

Psychological well-being. A substantial body of evidence has demonstrated that 

WFC contributes to individuals’ decreased psychological well-being (which is also 

inversely called psychological strain) (Amstad et al., 2011). That is, psychological 

strain is harmful and usually has an adverse effect on individuals. According to Lazarus 

and Folkman (1984), strain arises when individuals perceive themselves as being 

unable to meet environmental demands. Consistent with Frone et al. (1992), an 

individual is likely to experience a high level of psychological strain related to a given 

role (e.g. work) if the individual frequently struggles to meet the demands of the role 

(e.g. work demands) because of hindrance from another role (e.g. family). As 

mentioned previously, people experiencing WIF have difficulty satisfying their family 

demands, while people experiencing FIW have difficulty meeting their work demands. 

Therefore, psychological strain might occur from both WIF and FIW. In many studies, 

both WIF and FIW are positively associated with psychological strain (Amstad et al., 

2011; O'Driscoll et al., 2004). Increased levels of WIF or FIW will cause increased 

levels of anxiety, hostility, and feelings of discomfort (such as being upset, frustrated, 

or tense) (Parasuraman & Simmers, 2001). These emotions may be considered as 

indicators of psychological strain. Hence, both WIF and FIW are positively associated 

with psychological strain.  

Within the context of migration, this research will not expect a different 

relationship between WFC and psychological strain with the above mentioned findings. 

However, investigation of this relationship would provide some fresh insights into the 

immigrants’ psychological well-being, which is important in a diverse working 

environment. The rationale behind this investigation is that the link between WFC and 

psychological strain may be even severer. Hobfoll (1989) defined that psychological 

strain is caused by feeling the threat of personal resources or by knowing actual loss of 
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personal resources. Acculturation may be a life-long personal demand which requires 

sufficient resources to fulfil individuals’ adjustment of values, behaviours and attitudes 

(Lazarova et al., 2010). Therefore, the amount of personal resources available for 

dealing WFC may be even constrained, which can further aggravate the existing 

psychological strain.  

Acculturation  

       Immigrants moving to a new country will experience a complex process of 

adapting to a new culture and society (Berry, 2002). This process is called acculturation, 

which generally includes two distinct features: visible artefacts and cognitive 

orientations/values. Visible artefacts refer to the changes in immigrants’ customs, 

eating and dressing habits, language usages, social rituals, life styles, and so on, which 

are the surface level of acculturation. Cognitive/value orientations represent a set of 

collective mental programs including values, norms, attitudes, and cognitive maps by 

which a group of people react to their external environment (Abdullah, 1984). Taras, 

Rowney, and Steel (2013) found that visible artefact acculturation had a little positive 

relationship with value acculturation (the latter is only explained by 4% of variation in 

the former). For instance, it is quite possible that some immigrants speak, eat, play, or 

dress like the locals, and still remain committed to their original values and cognitive 

orientations (Abdullah, 1984). On the one hand, during the process of acculturation, 

immigrants deliberately or accidentally lose home cultural features (culture shedding); 

on the other hand, they deliberately or accidentally acquire host cultural features 

(culture learning) (Berry, 2002). As the extent of culture shedding and learning may be 

different across immigrants, the levels of acculturation may vary among them.  

Two groups of immigrants are regarded as having high levels of acculturation (Lu, 

Samaratunge, & Hartel, 2012). One group consists of individuals who do not want to 
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maintain their original culture and who aim at complete absorption into the host culture. 

The other group are individuals who frequently interact with the host cultural group, 

although they are interested in maintaining their original culture. However, immigrants 

who do not approach the host culture and who think the host culture is not important 

may have low levels of acculturation. Therefore, immigrants with high levels of 

acculturation adopt the values and behaviours of the host culture more than their 

counterparts with low levels of acculturation. Since values and beliefs of individuals 

may shape people’s work-family experiences (e.g. Joplin, Shaffer, Francesco, & Lau, 

2003), immigrants with different levels of acculturation can have different work-family 

experiences. Therefore, when work-family models are applied to immigrant 

populations, acculturation may play a central role (Grzywacz et al., 2007). However, 

work-family research has yet to pay in-depth attention to this construct.  

To comprehensively investigate the role of acculturation in work-family 

experiences among Chinese immigrants, this thesis research tested acculturation from 

different angles. First, the moderation role of acculturation - whether there are 

significant interactions between the antecedents of WFC and acculturation in predicting 

WFC, or whether there are significant interactions between WFC and acculturation in 

predicting consequences of WFC (details are presented in Chapter 3 and Chapter 4). 

Second, the predicting role of acculturation – whether acculturation will directly or 

indirectly predict WFC (details are displayed in Chapter 5). Third, value acculturation 

– does value acculturation matter in work-family experiences among Chinese 

immigrants (details are exhibited in Chapter 6).    

Coping with Work-family Conflict 

Managing competing demands from the work and family domains represents a 

source of formidable stress for many employees which, in turn, can lead to health risks 



Chapter 1 Introduction and Overview 

	

	 21	

and other adverse outcomes (Rotondo, Carlson, & Kincaid, 2003). Therefore, exploring 

individual coping strategies that can ease the conflict is crucial. Coping is defined as 

the cognitive and behavioural efforts individuals use to manage taxing demands 

appraised as exceeding their personal resources (Lazarus & Folkman, 1984). Some 

research on coping with work-family conflict has developed several theoretical models. 

However, no coping strategy is universally appropriate. That is, some might work better 

in one situation, but might be ineffective in another circumstance (Rotondo et al., 2003). 

Additionally, since the coping strategies may vary across cultures (Aycan, 2008), it is 

uncertain whether the coping strategies found in previous Western research is suitable 

to be applied to Chinese immigrants. Furthermore, most previous research has adopted 

general coping strategy typologies in the context of work-family conflict. Developing 

specific coping strategies might be better for people to mitigate work-family conflict. 

Importantly, acculturation is a variable which cannot be ignored in the immigrant 

research. As mentioned before, acculturation is a process of changing values and beliefs, 

which may also influence immigrants’ problem-solving and conflict resolution tools 

(Neuliep, 2014). The role of acculturation in coping with WFC has not yet been well 

understood. Finally, there are few comprehensive scales to measure coping strategies 

in the context of work-family conflict. Therefore, eliciting the work-family experiences 

directly is a better method to examine personal strategies for coping with work-family 

conflict than assessing the experiences objectively.  

Organization of the Thesis 

As discussed above, this thesis is dedicated to forging understanding of the 

complex work-family experiences among Chinese immigrants. To achieve the 

objectives, the experiences are investigated in different publication papers. Each of the 

research chapters that follow contains the research article, an outline of the article’s 
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publication status, and the role of collaborating researchers. Table 1 below outlines 

each chapter and the research articles. 

 

Table 1: Overview of chapters and research articles 

Chapter Title Content covered 

Chapter 1 

 

 

Introduction and Overview 

 

 

 

This chapter introduces the research 

problems, interprets the research 

questions, and reviews the relevant 

literature. 

Chapter 2 

 

 

 

Design of Studies and Methodology 

 

 

 

 

 

This chapter overviews the general 

procedure of data collection and the 

general methodology. It also provides 

an outline of four research articles 

with the particular study samples, 

measures and outcomes.  

Chapter 3 Moderating Role of Acculturation in a 

Mediation Model of Work-Family Conflict 

among Chinese Immigrants in New Zealand 

[Published in Stress and Health, 33, (1), 55 – 

68, 2017] 

This paper covers antecedents and 

consequences of WFC, along with the 

moderating role of acculturation in 

cross-sectional data. 

Chapter 4 Interpersonal Conflict, Acculturation, and 

Work-to-family Conflict among Chinese 

Immigrants 

This paper examined mediation 

effects of work-to-family conflict 

between interpersonal conflict at work 

and well-being, and the moderation 
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[Accepted by 31st Annual Conference of 
SIOP, 2016] 

effects of acculturation in two-wave 

longitudinal data.  

Chapter 5 

 

 

Mechanisms Linking Acculturation, Work-

family conflict, and Subjective Well-being 

among Chinese Immigrants in New Zealand 

[Revised and resubmitted in Human Resource 

Management] 

This paper investigates the predicting 

role of acculturation in two rival 

work-family models through two-

wave longitudinal data.  

Chapter 6 

 

When East Meets West: What are the 

Antecedents of Work-Family Conflict and 

Coping Strategies among Chinese Immigrants 

Juggling the Different Cultures?  

[Under review in Journal of Vocational 

Behavior] 

This paper qualitatively explores 

value acculturation, antecedents of 

WFC, and coping strategies.  

Chapter 7 

 

 

General Discussion  This chapter provides an in-depth 

reflection on each research question, 

along with theoretical and practical 

implications, research limitations, and 

recommendations for future research.   
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CHAPTER 2 

DESIGN OF STUDIES AND METHODOLOGY  

       The previous chapter outlined the research questions, and previous literature 

related to antecedents and consequences of work-family conflict (WFC), acculturation, 

and coping strategies. This chapter begins by overviewing the general procedure of data 

collection and the general methodology. It then provides an outline of four research 

articles and also overviews each of the study samples, measures and outcomes.  

General Procedure of Data Collection 

To achieve the research objectives, three phrases of data collection were 

implemented:  

• First, the Time-1 survey was conducted;  

• Second, the participants in the Time-1 survey were invited to take part in 

the Time-2 survey after approximately six months (the two surveys were 

identical); and  

• Third, face-to-face interviews were conducted among the Time-2 

participants who got the lowest 10% and the highest 10% of scores on 

work-family conflict.  

       The two-wave longitudinal survey aimed to measure work-family conflict, and its 

antecedents and consequences, along with Chinese immigrants’ acculturation. 

Furthermore, the use of face-to-face interviews can provide a rich understanding of 

Chinese immigrants’ work-family experiences, including the antecedents and coping 

strategies in the context of acculturation. The detailed procedure of data collection is 

presented below.  

       Targeted participants. This research focuses on Chinese immigrants who were 

born outside of New Zealand, including Mainland China, Hong Kong, Taiwan, 
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Singapore or Malaysia. Chinese immigrants from those places were the targets of this 

research, because they account for more than 99% of the Chinese immigrants in New 

Zealand (New Zealand Census Statistics, 2013) , and Chinese culture is preserved 

relatively well in those places. In addition, among Chinese immigrants, individuals who 

work at least 15 hours per week and live with their family in New Zealand are the 

eligible participants. 

Measures. For the survey, three versions of the questionnaire were developed: 

English, simplified Chinese, and traditional Chinese. Since all original measures are 

English, a back-translation technique was employed to establish semantic equivalence 

between English and Chinese versions (Schaffer & Riordan, 2003). That is, all items in 

the questionnaire were translated into Chinese by three linguistics Ph.D students, and 

then the questionnaire was translated back into English by three teachers with English 

qualifications. After that, another three university lecturers whose native language is 

English examined the equivalence of wording in the original and back-translated 

versions. If there was any disagreement among three lecturers about the wording of an 

item, the item was translated again. The three versions of a coping of the questionnaire 

used in this research are attached (see Appendices 8, 9 and 10). The questionnaire 

contained measures of: (1) work-family conflict; (2) four work domain antecedents: 

number of working hours, work overload, interpersonal conflict at work, and perceived 

organizational work-family support; (3) three family domain antecedents: family 

responsibility, social support from family, and interpersonal conflict with family 

members; (4) four consequences: job satisfaction, family satisfaction, psychological 

health, and physical health; (5) acculturation; (6) demographic profile, including gender, 

age, educational level, number of dependants, length of residency, job tenure, and type 

of job.  
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A pilot study of the questionnaire was conducted before the distribution of the 

questionnaire to the targeted participants. The purpose of the pilot test was to evaluate 

the clarity and appropriateness of the items contained in the questionnaire. The pilot 

study was conducted among 10 Chinese immigrants. They were invited to complete the 

questionnaire, and to comment on item clarity and understanding. In general, all of 

them felt that the questionnaire was clear and easy to understand. Based on their 

comments, no changes were made to the questionnaire. The description of each measure 

is presented in the research papers in Chapters 3, 4, 5, and 6.  

For the interview, the questions were derived from relevant literature on WFC, 

coping strategies, and acculturation. The initial pilot interview questions were 

conducted among two participants from the Time-2 survey. The purpose of the pilot 

test in a qualitative study is to ensure that the participants not only well understand the 

questions, but also comprehend them in the same way. After the pilot test, three main 

interview questions were generated (the full interview protocol is presented in 

Appendix 11):   

(1) Since you came to New Zealand, do you notice that any of your values related 

to work and family have changed? Please explain. 

(2) What are the causes of your work-family conflict? Please give some examples. 

(3) How do you cope with the work-family conflict you experience? 

Time-1 survey. Initially, in the Time-1 survey, a snowball sampling technique was 

employed, whereby the participants were asked to introduce some of their Chinese 

friends or colleagues. The online version of survey on Qualtrics was the preferred 

option, and an email containing a survey link was sent to potential participants. But if 

participants preferred a paper version, a hard copy was sent to them with a return 
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envelope. By this approach, 600 copies of questionnaires were collected.  

All data were loaded into Statistical Package for Social Science (SPSS) 23.0 for 

analysis. Firstly, the scores of all negatively worded items were reversed. Secondly, 

frequencies of all items were examined to detect missing responses. Nineteen cases 

with over 50% missing values were found and deleted. Thirdly, the Mahalanobis 

distance test (D2) was performed to check for potential outliers. The criterion for 

multivariate outliers in the present research was Mahalanobis distance at p<.001 (Hair, 

Black, Babin, Anderson, & Tatham, 2011). Four multivariate outlying cases were 

obtained and deleted. Fourthly, the normality of the data was tested by using the 

Kolmogorov-Smirnov skewness and kurtosis statistics. Absolute values of skewness 

for variables more than 3.0 and of kurtosis more than 10.0 were regarded as problems 

(Kline, 2011). The absolute values of skewness for the variables in the Time-1 survey 

range from .06 to 1.40, and the absolute values of kurtosis range from .05 to 3.52. 

Therefore, the normality of the Time-1 data was acceptable for further data analysis.    

Finally, 577 valid responses were obtained. Participants were employed from a 

variety of organizations, including universities, Chinese companies, Chinese 

associations and Chinese churches in New Zealand. 82.1% completed the hard copy 

questionnaire, while 17.9% did the survey online. Participants represented an array of 

industries, including agriculture, education, and financial. The sample was 49.7% male 

(n = 287) and 49.3% female (n = 284), with an average age of 38.42 (SD = 10.18, 

ranging from 19 to 65 years), an average resident length of 133.15 months (SD = 75.46) 

and an average job tenure in New Zealand of 64.55 months (SD = 58.50). Most 

respondents (73.3%) had dependents. 76.6% of the participants had a university 

Bachelor degree, with a further 32.4% also having a higher tertiary qualification. The 

full demographic information is presented in Appendix 1.  
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Time-2 survey. Approximately six months later, the 577 participants in the Time-

1 survey were invited to participate in the Time-2 survey via mail or email, according 

to the contact information they left in the Time-1 survey. A total of 272 responses were 

obtained in the Time-2 survey (response rate = 47.1%). Similar to the statistical analysis 

for the Time-1 data, reversing negative items, checking missing values, detecting 

outliers, and testing normality were applied to the Time-2 data. Seven cases with over 

50% missing values and one outlier were found and deleted. The absolute values of 

skewness and kurtosis for the variables in the Time-2 survey range from .14 to 1.25, 

and from .01 to 2.16 respectively, both of which are within an acceptable range.  

Finally, 264 valid responses remained. 87.1% did the survey online, while 12.9% 

completed the hard copy questionnaire. 51.9% were male, 71.6% had dependents at 

home, and 78.4% held a Bachelor’s degree, with 34.1% also having a higher tertiary 

qualification. The average age of the sample was 39.77 years (SD = 10.50). The average 

time of residence in New Zealand was 140.23 months, ranging from 9 to 720 months 

(SD = 82.16), and average job tenure was 66.67 months, ranging from 1 to 324 months 

(SD = 58.05). The full demographic information is presented in Appendix 2.  

Interview. After the Time-2 data had been collected, face-to-face interviews were 

conducted among the Time-2 participants who got the lowest 10% and the highest 10% 

of scores on work-family conflict, in order to compare their responses from the two 

extreme groups (high WFC and low WFC). Among the 20% targeted participants at 

Time-2 (approximate 53), a total of 33 participants (response rate = 62.3%) volunteered 

to take part in our interviews. Twenty-nine were from mainland China (interview in 

Chinese), two from Malaysia (interview in English), one from Singapore (interview in 

English), and one from Hong Kong (interview in English). Of the interviewees, 49.0% 

were male, 75.8% had dependents at home, and 87.9% held a Bachelors’ degree or a 
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higher tertiary qualification. The average age was 40.60 years (SD = 9.23). The average 

time of residence in New Zealand was 12.43 years, ranging from 2.92 to 22.50 years 

(SD = 5.10), and the average job tenure was 6.02 years, ranging from .75 to 15.50 years 

(SD = 3.99). The full demographic information is presented in Appendix 3.  

General Methodology 

In general, the thesis takes both quantitative and qualitative approaches. The first 

three articles employed a quantitative data analysis approach. Firstly, means, standard 

deviations (SD’s) and alpha coefficients for all the variables both at Time-1 and Time-

2 were examined through SPSS 23.0. Secondly, Confirmatory factory analysis (CFA) 

was performed to validate the structure of each research measure by using AMOS 20.0. 

Thirdly, Pearson correlation analyses were conducted among all research variables in 

Time-1 data (cross-sectional data) and in two-wave longitudinal data. Fourthly, 

Structural Equation Modelling (SEM) using AMOS 20.0 was performed to validate the 

proposed relationships. All the data analysis results are presented in the relevant 

research papers (Chapters 3, 4, and 5). 

The fourth article used a qualitative approach with thematic analysis to investigate 

the antecedents of WFC and coping strategies. Thematic analysis is a method for 

identifying, analysing and reporting patterns or themes within data (Braun & Clarke, 

2006). The detailed procedure and results of thematic analysis for this study are 

presented in the fourth paper (Chapter 7).  

Overview of Research Articles and Study Explanations  

       The following section is a brief overview of four research articles produced to test 

the work-family experiences among immigrants from different angles. 

 



                                                                Chapter 2 Design of Studies and Methodology 

	

	 30	

       Study One (Chapter 3) - Moderating role of acculturation in a mediation 

model of work-family conflict among Chinese immigrants in New Zealand. Study 

One specifically investigated the antecedents and consequences of work-family conflict 

(WFC), and the moderation role of acculturation in those relationships. The following 

section overviews the study’s rationale, design and sample. It summarises the 

contribution to literature, overviews the hypothesised model and concludes with the 

study’s current publication status. 

       Rationale. As described in the previous chapter, WFC has been widely researched 

over the past three decades, however, it has been conducted largely among individuals 

who function in their own cultures, and immigrants who perform in dual cultures has 

been insufficiently researched. In addition, acculturation is an inevitable process for 

immigrants and can exert significant influences on both work and family domains. 

Accordingly, this study aims to establish a WFC model for immigrant populations, and 

to broadening our understanding of WFC experienced by immigrants.  

       Design and sample. The date from 577 participants in the Time-1 survey were used 

to test the hypothesised model (Figure 1). Confirmatory factor analyses (CFA) were 

performed using AMOS 10.0 to validate the structure of each measure, and all measures 

achieved an acceptable model fit. Descriptive statistics using SPSS 23.0 were 

calculated to provide means, standard deviations (SD) and correlations. After that, 

Structural Equation Modelling (SEM) was used for examining the hypothesised direct, 

and mediation effects. Moderation tests were conducted for all the significant paths, 

with hierarchical regression via SPSS. Significant moderation effects were plotted.  

       Contribution to literature. This study had two major contributions to WFC 

literature. First, it is the first time, to my best knowledge, that the antecedents and well-
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being consequences of WFC were investigated among an immigrant population. 

Second, the potential moderation role of acculturation was first to be examined in a 

WFC model. A fruitful avenue for future research is to further explore the roles of 

acculturation in work-family models. 

       Publication status. Shang, S., O'Driscoll, M. P., & Roche, M. (2017). Moderating 

role of acculturation in a mediation model of work–family conflict among Chinese 

immigrants in New Zealand. Stress and Health, 33 (1), 55 – 68. DOI: 

10.1002/SMI.2674. [Impact Factor: 2.114; ABDC List Ranked A].  

       An earlier version of this paper (extended abstract and peer reviewed) was 

presented at the following conference:  

Shang, S., O'Driscoll, M. P., & Roche, M. (2014, December). Work-family 

conflict: A study of Chinese immigrants in New Zealand. 3rd New Zealand 

Industrial/Organisational Psychology Conference, Albany, New Zealand.  
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       Study Two (Chapter 4) - Interpersonal conflict, acculturation, and work-to-

family conflict among Chinese immigrants. Study Two specifically investigated the 

mediation effects of work-to-family conflict between interpersonal conflict at work and 

well-being, and the moderation effects of acculturation. The following sections 

overview the study’s rationale, design and sample, summarise the contribution to 

literature, overview the hypothesised model and concluded with the study’s current 

publication status. 

       Rationale. Acculturation may play a critical role in immigrants’ work-family 

experiences (Grzywacz et al., 2007), and interpersonal conflict at work (ICW) may also 

exert influence on those experiences due to the importance of maintaining harmonious 

relationships among Chinese (Ling & Powell, 2001). However, the potential roles of 

acculturation and ICW have not been explored by work-family studies. Lacking of 

understanding of acculturation and ICW may bring challenges and adverse impacts to 

organizations (Olson, Huffman, Leiva, & Culbertson, 2013). Hence, the purpose of this 

study was to shed light upon the relationships of acculturation and ICW with work-to-

family conflict, as depicted in Figure 2. 

       Design and sample. The two-wave longitudinal date from 264 participants who 

took part in both Time-1 and Time-2 survey were used to test the hypothesised model 

(Figure 2). Confirmatory factor analyses (CFA) were conducted using AMOS to 

validate the structure of each measure, and all measures at Time-1 and Time-2 achieved 

an acceptable model fit. Descriptive statistics using SPSS were calculated to provide 

means, standard deviations (SD) and correlations. Structural Equation Modelling (SEM) 

was then used for investigating the hypothesised direct, mediation, and moderation 

effects.  
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       Contribution to literature. The current longitudinal study represents an initial 

attempt to test the work-family model with acculturation and interpersonal conflict at 

work (ICW). There are two main contributions to work-family literature. First, ICW 

should be included in future work-family research using Chinese samples. Second, the 

non-significant moderation effects of visible artefact acculturation suggest that value 

acculturation may play a moderating role. In the future research, measuring both visible 

artefacts and values would provide richer information for researchers to understand 

work-family experiences among immigrant populations. 

       Publication status. This paper (full paper and peer reviewed) was presented at the 

following conference:  

Shang, S., O'Driscoll, M., & Roche, M. (2016, April). Interpersonal conflict, 

acculturation, and work-to-family conflict among Chinese immigrants. The 

31st Annual Conference of the Society for Industrial and Organizational 

Psychology, Anaheim, the United States. 
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Figure 2. Conceptual model of Study Two. Hypothesised moderated mediated model 
with interpersonal conflict at work at Time 1 predicting well-being at Time 2 via work-
to-family conflict (WFC) at Time 2, moderated by acculturation at Time 1.  

Note. WFC = work-to-family conflict; Social dysfunction and anxiety/depression are 
the two factors of psychological strain after conducting CFA.  

*When tested the moderation effects of acculturation between WFC and well-being, 
time- and strain-based WFC at Time 1 were used.  
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       Study Three (Chapter 5) - Mechanisms linking acculturation, work-family 

conflict, and subjective well-being among Chinese immigrants in New Zealand. 

Study Three specifically investigated the mechanisms linking acculturation, WFC, and 

subjective well-being. The following sections overview the study’s rationale, design 

and sample, summarise the contribution to literature, overview the hypothesised model 

and concluded with the study’s current publication status. 

       Rationale. Although the unavoidable acculturation of immigrants can exert a 

considerable impact on their work, family and even subjective well-being (Suárez-

Orozco & Suárez-Orozco, 2010), the relationships among acculturation, work-family 

conflict (WFC) and subjective well-being are still under-researched. A lack of 

understanding of those relationships may constrain organizations with a diverse 

workforce from fostering immigrant employees’ subjective well-being. To address this 

issue, this study aims to shed light upon how immigrants’ acculturation, work-family 

conflict experiences and subjective well-being interact with each other. In order to do 

this, two competing theory-based mediation models (Model A and Model B) were 

developed (Figures 3 and 4). 

Design and sample. The data collected from the participants who took part in both 

Time-1 and Time-2 survey were used to test the two rival hypothesised models (Figures 

3 and 4). Confirmatory factor analyses (CFA) were conducted using AMOS to validate 

the structure of each measure, and all measures at Time-1 and Time-2 achieved an 

acceptable model fit. Descriptive statistics using SPSS were calculated to provide 

means, standard deviations (SD) and correlations. Structural Equation Modelling (SEM) 

was then used for investigating the hypothesised direct and mediation effects in both 

Model A and Model B. After testing the two models, results were compared and 

concluded.  
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Contribution to literature. Generally, this study broadens our understanding of 

work-family experiences among immigrant populations by longitudinally investigating 

the interactions among acculturation, WFC, and subjective well-being. The findings 

can provide an appropriate framework for future work-family research on immigrant 

populations.  

Publication status. Shang, S., O'Driscoll, M. P., & Roche, M. (revised and 

resubmitted in December 2016). Mechanisms linking acculturation, work-family 

conflict, and subjective well-being among Chinese immigrants in New 

Zealand. Human Resource Management. [Impact Factor: 1.817; ABDC List Ranked 

A*].  
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Figure 3. Model A of Study Three: work-family conflict mediating the relationship between 
acculturation and subjective well-being. T1 = Time 1; T2 = Time 2; WIF = Work interference 
with family; FIW = Family interference with work.  

 

 

 

 

 

 

 

 

 

 

Figure 4. Model B of Study Three: subjective well-being mediating the relationship between 
acculturation and work-family conflict. T1 = Time 1; T2 = Time 2; WIF = Work interference with 
family; FIW = Family interference with work. 
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       Study Four (Chapter 6) – When East meets West: What are the antecedents of work-

family conflict and coping strategies among Chinese immigrants juggling the different 

cultures? Study Four qualitatively investigated value acculturation, the antecedents of work-

family conflict (WFC), and coping strategies. The following sections overview the study’s 

rationale, design and sample, summarise the contribution to literature, and concluded with the 

study’s current publication status. 

       Rationale. First, studies 1 and 2 suggested that value acculturation may influence the 

work-family experiences of immigrants. However, value acculturation has not been 

investigated in previous work-family research. Second, the values of Chinese immigrants may 

be a hybrid of the home culture and the local culture. The antecedents of WFC influenced by 

cultural values may be more complex than for non-immigrants in either an individualistic 

culture or a collectivistic culture, and have not yet been well understood. Third, previous 

research has demonstrated that exploring strategies to cope with WFC is important for 

individuals. However, coping strategies identified in previous Western research may not be 

effective for Chinese immigrants, since acculturation is a process of changing values which 

may impact their coping strategies (Lam & Zane, 2004). Overall, to address the above research 

limitations, this study aims to examine the value acculturation, the antecedents of WFC, and 

coping strategies among Chinese immigrants by using a qualitative approach.  

Design and sample. Among the targeted participants from the Time-2 survey 

(approximately 53), a total of 33 participants (response rate = 62.3%) volunteered to take part 

in an interview. To analyse the data, this research followed the procedure of thematic analysis 

to code the patterns or themes within the data.  

Contribution to literature. This study serves as an initial step in exploring value 

acculturation, antecedents of WFC, coping strategies among an immigrant population via a 
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qualitative method. This study demonstrates that WFC among immigrant populations is a 

complex and culture-related research domain, which needs additional research consideration 

in the future. 

Publication status. Shang, S., O'Driscoll, M. P., Roche, M, & Wang, M. (submitted in 

January 2017 and under review). When East meets West: What are antecedents of work-family 

conflict and coping strategies among Chinese immigrants juggling the different 

cultures? Journal of Vocational Behavior. [Impact Factor: 2.764; ABDC List Ranked A*].  
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CHAPTER 3 

STUDY ONE 

Paper Title 

Moderating role of acculturation in a mediation model of work-family conflict among Chinese 

immigrants in New Zealand  

Declaration 

I developed the theoretical model for the paper. I took the whole responsibility for launching 

and completing the data collection. I was also responsible for data entry and screening, and the 

initial statistical analysis for the paper which was done in SPSS and then in structural equation 

modelling (SEM) via AMOS. I wrote the first full draft of the paper. The theoretical 

contributions are my own. My two supervisors (co-authors) checked the statistical analysis, 

and provided feedback on the paper and editing. In general, I contributed 80% to this paper, 

and my two supervisors equally contributed 20% to it.  

Publication Status  

Shang, S., O'Driscoll, M. P., & Roche, M. (2017). Moderating Role of Acculturation in a 

Mediation Model of Work–Family Conflict among Chinese Immigrants in New 

Zealand. Stress and Health, 33 (1), 55 - 68. DOI: 10.1002/SMI.2674. [Impact Factor: 2.114; 

ABDC List Ranked A].  

       An earlier version of this paper (extended abstract and peer reviewed) was presented at the 

following conference:  

Shang, S., O'Driscoll, M. P., & Roche, M. (2014, December). Work-family conflict: A 

study of Chinese immigrants in New Zealand. 3rd New Zealand 

Industrial/Organisational Psychology Conference, Albany, New Zealand.  
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The following paper follows the layout, referencing and language required by the journal 

editors. 

ABSTRACT 

This study examined the antecedents of work-family conflict (WFC), and the mediation effects 

of WFC on well-being consequences among Chinese immigrants to New Zealand, along with 

the moderating role of acculturation. Four types of WFC were explored: time-based and strain-

based work interference with family, and time-based and strain-based family interference with 

work. Data were collected from 577 Chinese immigrants in New Zealand, who had full-time 

or part-time work and lived with family members in New Zealand. The four types of WFC 

were differentially related to the antecedents and well-being consequences, providing some 

evidence that both Chinese and New Zealand cultures may exert influences on Chinese 

immigrants’ experiences of work-family conflict. Both directions of WFC (work interference 

with family, and family interference with work) were related to job satisfaction and family 

satisfaction, and strain-based WFC influenced their well-being more than time-based WFC. 

Most importantly, we found immigrants who were proficient in English perceived greater WFC 

and psychological strain.  

 

Keywords: Work-family conflict, Chinese immigrants in New Zealand, Acculturation, 

Mediation, Moderation 
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Moderating Role of Acculturation in a Mediation Model of Work-Family Conflict 

among Chinese Immigrants in New Zealand 

INTRODUCTION 

       Global mobility is promoting the ethnic diversity of the workforce worldwide (Grzywacz 

et al., 2007), and is becoming increasingly frequent (United Nations, 2013). Furthermore, 

immigrants who were born in one country and subsequently moved to another country are 

influenced by both home and host cultures. Immigrants will experience a complex process of 

adapting to a new culture and society, which is called acculturation (Berry, 2002). However, 

the effects of acculturation have not been addressed by work-family researchers. While work-

family conflict (WFC) has been widely researched over the past three decades, it has been 

conducted largely among individuals who function in their own cultures. Grzywacz et al. (2007) 

suggested that acculturation may play a central role in the work-family experiences of 

immigrants, since acculturation may directly affect immigrants’ work, family life and mental 

health (Suárez-Orozco & Suárez-Orozco, 2010). Nevertheless, few studies have explored the 

potential role of acculturation and none have examined its relevance for WFC. Attention to this 

construct would broaden perspectives on WFC among immigrants (Grzywacz et al., 2007). 

       The Chinese workforce is becoming a critical part of the current and future labour market 

in New Zealand (Badkar & Tuya, 2010), where the present study was conducted. In 2013, 

Chinese accounted for 4.3% of the total population of New Zealand, with 73.4% of these born 

overseas (New Zealand Census Statistics, 2013). While Chinese immigrants seek a better 

lifestyle in New Zealand, the harsh reality for many is that they end up working extremely hard 

to make ends meet, and, therefore, have less time for leisure and family (Ho, Meares, Peace, & 

Spoonley, 2010). A consequence is that work for many immigrants may conflict with family 

life. 
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This study had two aims. First, we explored whether previous findings on the antecedents, 

well-being consequences, and mediation effects of WFC could be generalized to Chinese 

immigrants in New Zealand. The second objective was to provide an initial test of the potential 

moderating (buffering) effects of acculturation between antecedents and WFC, and between 

WFC and well-being. The rationale behind this is that low acculturated individuals may be 

unable to interact effectively with the new culture, which will generate considerable pressure 

on their work, family and well-being, while this will be less likely for highly acculturated 

individuals (Neuliep, 2014). Thus, given the growing volume of Chinese immigrants and the 

crucial role of acculturation, the current study represents an important contribution to 

establishing a WFC model for immigrant populations, and to broadening our understanding of 

work-family conflict experienced by immigrants. Our theoretical model is depicted in Figure 

1.  

INSERT FIGURE 1 ABOUT HERE 

Work-Family Conflict 

       Greenhaus and Beutell (1985) defined work-family conflict as “a form of inter-role conflict 

in which the role pressures from the work and family domains are mutually incompatible in 

some respect. That is, participation in the family (work) role is made more difficult by virtue 

of participation in the work (family) role” (p.77). WFC is recognized as consisting of two 

distinct concepts: work interference with family (WIF) and family interference with work (FIW; 

O’Driscoll, Brough, & Kalliath, 2004).  

       WFC has been classified into three forms: time-based, strain-based, and behaviour-based 

conflict (Greenhaus & Beutell, 1985). However, only time-based and strain-based conflict were 

included in the present study, as behaviour-based conflict usually happens among people with 
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very unique work demands (Lambert, Hogan, Camp, & Ventura, 2006). For example, a prison 

officer at work may be required to behave in ways that are not necessarily appropriate in social 

and family life, such as questioning family members or barking orders (Lambert et al., 2006). 

Except for these unique occupations, appropriate behaviours at work (home) may not greatly 

conflict with appropriate behaviours at home (work). Hence, four types of WFC were included 

in the present study: time-based and strain-based work interference with family (TWIF and 

SWIF), and time-based and strain-based family interference with work (TFIW and SFIW). 

Antecedents and Consequences of WFC 

       When immigrants move to a new country, they deliberately or accidentally lose some of 

their home cultural features, and simultaneously acquire some host cultural features (Berry, 

2002). Therefore, cultural norms and expectations prescribed by both Chinese and New 

Zealand cultures may exert an influence on Chinese immigrants. For instance, Chinese 

immigrants usually maintain their Chinese culture in family life (Li, Hodgetts, & Sonn, 2014), 

while at work they may conform to the norms and values of the host culture (Berry, 2002). 

Previous cross-cultural research suggested that different values and beliefs result in differences 

in the relationships among antecedents, consequences and WFC (Korabik, Lero, & Ayman, 

2003). Hence, the antecedents and consequences of WFC for Chinese immigrants may be more 

complex, and be different to those for non-immigrants. Since we know very little about the 

experiences of WFC among immigrants, some potential antecedents and consequences of WFC 

are outlined from previous research findings below.  

       Antecedents of WFC. One of the major causes of WFC is that work and family are 

competing for an individual’s finite resources, such as time, attention, and energy (physical 

and psychological) (Michel, Kotrba, Mitchelson, Clark, & Baltes, 2011). Work-related 
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antecedents tend to have an influence on WIF rather than on FIW, whereas family-related 

antecedents normally have an effect on FIW rather than on WIF (Michel et al., 2011). 

       In the work domain, the number of working hours and workload are positively related to 

WIF (Michel et al., 2011). The more hours spent at the workplace or the greater workload; the 

less resourced individuals are for their family life, which could lead to WIF. In addition, 

interpersonal conflict at work (ICW) has been regarded as negative interpersonal encounters 

ranging from minor disagreements to physical assaults among co-workers (Spector & Jex, 

1998). ICW is a common phenomenon in workplaces, and can have a negative effect on 

employees’ organizational life (e.g., Spector & Jex, 1998). Although ICW has been widely 

investigated, little attention has been paid to the predictor role of ICW in work-family conflict. 

Ling and Powell (2001) noted that interpersonal harmony is highly salient in Chinese culture, 

since maintaining harmonious interpersonal relationships at work is as important as other work 

demands. That may be because workplace interpersonal conflict can lead to exhaustion of one’s 

personal resources (Dierdorff & Ellington, 2008). For instance, an individual who is 

experiencing interpersonal conflict will not only suffer from it, but will also try to handle this 

conflict, which may cost additional energy and time. Hence, interpersonal conflict at work is 

expected to be positively associated with WIF. 

        Hypothesis 1: (a) Number of working hours, (b) workload and (c) interpersonal conflict 

at work will be positively related to work interference with family (WIF). 

       In the family domain, family responsibilities and family conflict are associated with high 

levels of FIW (Michel et al., 2011). Fulfilling family responsibilities (e.g., caring for 

dependants) and keeping harmonious relationships among family members requires more time, 

and greater psychological and physical expenditure, resulting in fewer personal resources for 

work commitment (Michel et al., 2011). In addition, family support is negatively related to 
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FIW (Ling & Powell, 2001), because social support may directly reduce family role pressure 

(Greenhaus & Beutell, 1985).  

Hypothesis 2: (a) Family responsibility and (b) family conflict will be positively related to 

family interference with work (FIW), but (c) family support will be negatively related to 

FIW. 

       Consequences of WFC. Research evidence consistently shows that WFC is negatively 

associated with job satisfaction, family satisfaction and psychological health (O'Driscoll et al., 

2004). However, inconsistent relationships have been found between the two directions of 

WFC (WIF and FIW) and job satisfaction and family satisfaction (Amstad, Meier, Fasel, 

Elfering, & Semmer, 2011).  Frone, Russell, and Cooper (1992) suggested that WIF and FIW 

were negatively related with family satisfaction and job satisfaction, respectively. They 

explained those results from a cross-domain perspective. When one role (e.g., work) interferes 

with another role (e.g., family), it will be hard for individuals to meet demands in the receiving 

role (e.g., family). In contrast, Amstad et al. (2011) argued that WIF is negatively related to 

job satisfaction, and FIW is negatively related to family satisfaction. They interpreted those 

results from a source attribution perspective. That is, when WFC occurs, individuals may 

experience decreased performance in the receiving domain (e.g., family), but they attribute 

blame to the domain (e.g., work) which is the source of the conflict. Both perspectives were 

examined in the current research. In addition, both WIF and FIW are also positively associated 

with psychological strain (or, conversely, psychological health) (O'Driscoll et al., 2004).  

Hypothesis 3: Work interference with family (WIF) will be negatively associated with (a) 

job satisfaction and (b) family satisfaction, and positively associated with (c) 

psychological strain.  
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Hypothesis 4: Family interference with work (FIW) will be negatively associated with (a) 

job satisfaction and (b) family satisfaction, and positively associated with (c) 

psychological strain.  

Mediation Role of WFC 

       Previous research suggests that WFC may mediate the relationships between antecedents 

and consequences of the conflict, but almost all of the research on the mediation role of WFC 

has been conducted in Western countries (Blanch & Aluja, 2012). The present research extends 

the understanding of the role of WFC as a mediator in an immigrant population. Assessing 

whether the mediation role of WFC exists for immigrants is important, as this allows for greater 

generalization of the mediation effects of this variable. 

Hypothesis 5: Work interference with family (WIF) will mediate the relationships of (a) 

working hours, (b) workload and (c) interpersonal conflict at work with (i) job satisfaction, 

(ii) family satisfaction, and (iii) psychological strain. 

Hypothesis 6: Family interference with work (FIW) will mediate the relationships of (a) 

family responsibility, (b) family conflict and (c) family support with (i) job satisfaction, 

(ii) family satisfaction, and (iii) psychological strain. 

Moderation Role of Acculturation 

       Acculturation is a complex process of adapting to a new culture (Berry, 2002), with three 

main factors: language proficiency, cultural identity and cultural knowledge (Gim Chung, Kim, 

& Abreu, 2004). While it can play an important role in the workplace and family life of 

immigrants (Suárez-Orozco & Suárez-Orozco, 2010), work-family research has yet to pay in-

depth attention to this construct. Indeed, it is not clear whether there are significant interactions 

between the antecedents of WFC and the three factors of acculturation in predicting WFC, nor 

whether there are significant interactions between WFC and the three factors of acculturation 
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in predicting well-being outcomes. In some cross-cultural research on WFC, cultural 

dimensions (e.g., individualism/collectivism) were examined as moderators of relationships 

between WFC and its antecedents and consequences (Spector et al., 2004). However, cultural 

dimensions are not the same as acculturation. Cultural dimensions do not recognise that 

immigrants are influenced by both their home and host cultures. Therefore, cultural dimensions 

per se are insufficient to explain the levels of WFC experienced by immigrants.  

       During the process of acculturation, individuals may experience acculturative stress, such 

as confusion, frustration, or anxiety, when they are unable to fit into their new cultural 

environment (Suárez-Orozco & Suárez-Orozco, 2010). New immigrants cannot avoid a certain 

degree of such stress, which will be intensified when there is a large cultural distance, that is, 

when the two cultures are dissimilar in language, norms, and values (Taras, Rowney, & Steel, 

2013), which is the case for China and New Zealand. In order to adapt to the new cultural 

environment, individuals must learn the host language to communicate with the host people 

effectively, adjust their identities (e.g., Am I Chinese or New Zealander?), and understand the 

host cultural knowledge to gain an insight into the new culture and avoid cultural taboos 

(Suárez-Orozco & Suárez-Orozco, 2010). This adaptation process may require greater 

psychological and physical resources, which will limit the resources available for the work and 

family roles. Therefore, the immigration experience may have an adverse effect on both their 

family and work, as well as on their well-being (Berry, 2002).  

       In the workplace, immigrants have to conform to the work roles and norms of the host 

society, which may be different from their home society (Hofstede, Hofstede, & Minkov, 2010). 

Highly acculturated immigrants can more quickly process their work with improved language 

proficiency, and better understand and manage the role demands in the host culture with 

sufficient host cultural knowledge than less acculturated immigrants (Pooyan, 1984). Therefore, 
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facing the same amount of workload and working hours, less acculturated immigrants may feel 

more strain and time pressure than highly acculturated immigrants. In addition, improved 

language proficiency, adjusted identity and cultural knowledge may help them avoid 

interpersonal conflict and sort out the conflict effectively. In sum, working hours, workload 

and interpersonal conflict at work may require a greater psychological and physical expenditure 

of resources to meet the expectations of the new work role for less acculturated immigrants 

than highly acculturated immigrants. As a result, the available resources for family are likely 

to be threatened. Thus, less acculturated immigrants may perceive greater WIF from work 

demands than highly acculturated immigrants.   

Hypothesis 7: Acculturation will moderate the positive relationships of (a) working hours, 

(b) workload and (c) interpersonal conflict at work with work interference with family 

(WIF), with the relationships being weaker for highly acculturated immigrants than for 

less acculturated immigrants.  

       In family life, Chinese immigrants often maintain their Chinese culture, such as speaking 

in Chinese, and accessing Chinese news and knowledge (Li, 2011). Therefore, they do not 

usually follow the family roles prescribed by the host culture. Chinese immigrants tend to 

continue to engage with traditional values and behaviours, and perform family responsibilities 

as required by their home culture. They may also get family support from elderly parents, 

partner or extended family members, following these Chinese cultural expectations. Hence, 

acculturation may not impact on the relationships of family responsibilities and family support 

with family interference with work (FIW). 

       However, acculturation may moderate the relationship between interpersonal conflict 

within the family and FIW, since cultural conflict often happens in immigrant families in the 

process of acculturation (Suárez-Orozco & Suárez-Orozco, 2010). For example, Cleland (2004) 
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noted that parent-adolescent conflict is a normal phenomenon in Chinese immigrant families 

in New Zealand. Adolescents tend to fit into the host culture quicker and more strongly than 

their parents (Cheung, Chudek, & Heine, 2010). Therefore, a mismatch in language, identities 

and cultural knowledge between children and parents can generate great parent-adolescent 

conflict. However, as people become more acculturated, parents may understand the change in 

their children, which may result in lower family conflict.  

       Therefore, to resolve family conflicts, less acculturated immigrants may expend more 

personal resources than highly acculturated immigrants, which will possibly result in a decrease 

in available resources for their work. Consequently, we predict that highly acculturated 

immigrants will suffer less FIW from family conflict than will less acculturated immigrants.  

Hypothesis 8: Acculturation will moderate the positive relationships of family conflict with 

family interference with work (FIW), with the relationships being weaker for highly 

acculturated immigrants than for less acculturated immigrants. 

       Through a person’s life, stressful events such as family changes or a job transfer to an 

unfamiliar environment might affect the person psychologically, and influence the person’s 

family and job satisfaction (Bellavia & Frone, 2005; Leong, 2001). As immigrants interact with 

their new cultural environment, the host culture begins to make more sense, such as 

communicating with the host people confidently and fluently, understanding the host cultural 

knowledge, and getting used to their new cultural identity, which will help them build up new 

social networks and developing new problem-solving tools. These could assist their work and 

family life, and enable them to invest more available personal resources into their work and 

family roles, which in turn may increase satisfaction with their work and family, and may even 

be beneficial to immigrants’ mental health. Given the above, acculturation may attenuate the 

impact of work-family conflict on job satisfaction, family satisfaction and psychological health.   
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Hypothesis 9: Acculturation will moderate the negative relationships of work-family 

conflict (WIF and FIW) with (a) job satisfaction and (b) family satisfaction, with the 

relationships being stronger for highly acculturated immigrants than for less acculturated 

immigrants.  

Hypothesis 9(c): Acculturation will moderate the positive relationships of work-family 

conflict (WIF and FIW) with psychological strain, with the relationships being weaker for 

highly acculturated immigrants than for less acculturated immigrants.  

       In sum, our study makes several important contributions to the work-family literature. First, 

if our results support the model proposed, this research would give greater confidence in 

extending the generalizability of existing WFC theories to immigrant populations. However, if 

our results fail to support this model, our research would help future research further explore 

the experiences of WFC among immigrants. Second, to the best of our knowledge, this study 

was the first to empirically test the predictor role of interpersonal conflict at work. Third, we 

investigated the relationships of WIF and FIW with job satisfaction and family satisfaction, to 

examine the debate over the cross-domain perspective versus the resource attribution 

perspective. Fourth, the most unique contribution of our study was to explore the moderation 

role of acculturation in relation to work-family conflict.    

METHOD 

Sample and Procedures 

       A sample of 577 Chinese immigrants, who had full-time or part-time work and lived with 

family members in New Zealand, completed a survey assessing the variables listed in Figure 1. 

Participants were born in Mainland China, Hong Kong, Taiwan, Singapore or Malaysia. The 

sample was obtained from universities, Chinese companies, Chinese associations and Chinese 

churches around New Zealand. 82.1% completed the hard copy questionnaire, while 17.9% did 



                                                                                                                                Chapter 3 Study One 

	

52	
This article is exclusively licensed to John Wiley & Sons, Inc. and permission has been granted for this version 
to appear here. John Wiley & Sons does not grant permission for this article to be further copied/distributed or 
hosted elsewhere without the express permission from to John Wiley & Sons, Inc.  

	

the survey online. Participants represented an array of industries, including agriculture, 

education, and financial. The sample was 49.7% male (n = 287) and 49.3% female (n = 284), 

with an average age of 38.42 (SD = 10.18, ranging from 19 to 65 years), an average resident 

length of 133.15 months (SD = 75.46) and an average job tenure in New Zealand of 64.55 

months (SD = 58.50). Most respondents (73.3%) had dependents. 76.6% of the participants had 

a university Bachelor degree, with a further 32.4% also having a higher tertiary qualification.  

Measures 

       Following Brislin (1970), all survey items were translated into Chinese and back translated 

into English to verify semantic equivalence. Initially, linguistics Ph.D. students helped to 

translate an English version of the questionnaire into Chinese, and then the questionnaire was 

translated back into English by three teachers with English qualifications. Another three 

university level lecturers whose native language is English checked the equivalence of wording 

in the original and back-translated versions.  

       Work-family conflict (WFC). Each type of WFC (time-based WIF, strain-based WIF, 

time-based FIW and strain-based FIW) was measured by three items from the Work-Family 

Conflict Scale (Carlson, Kacmar, & Williams, 2000). A sample item is “My work keeps me 

from my family activities more than I would like (TWIF).” Respondents indicated how strongly 

they agreed with each item, on a 5-point scale from 1 (Strongly disagree) to 5 (Strongly agree), 

with a higher score representing more conflict. The Cronbach’s alpha coefficients 

were .84, .83, .74 and .89 for TWIF, SWIF, TFIW and SFIW respectively.  

       Working hours. Respondents were asked how many hours in total they usually worked 

per week. 

       Workload. Workload was assessed using the five-item scale designed by Spector and Jex 

(1998). A sample item is “My job requires me to work very fast.” Respondents were asked to 



                                                                                                                                Chapter 3 Study One 

	

53	
This article is exclusively licensed to John Wiley & Sons, Inc. and permission has been granted for this version 
to appear here. John Wiley & Sons does not grant permission for this article to be further copied/distributed or 
hosted elsewhere without the express permission from to John Wiley & Sons, Inc.  

	

indicate how often each sample item occurred, on a 5-point scale from 1 (Less than once per 

month or never) to 5 (Several times per day), with a higher score representing a higher level of 

workload. The Cronbach’s alpha was .88. 

       Interpersonal conflict at work. Interpersonal conflict at work was measured by Cox’s 

(1998) five-item Organizational Conflict Scale. A sample item is “The atmosphere here is often 

charged with hostility.” Respondents indicated how much they agreed with each item, on a 6-

point scale ranging from 1 (Strongly disagree) to 6 (Strongly agree), with higher scores 

indicating more conflict. The Cronbach’s alpha was .90.  

       Family responsibility. Three items adapted by  L. Lu, Kao, Chang, Wu, and Cooper (2011) 

were used to assess family responsibility. A sample item is “I feel that our family makes too 

many demands on me.” Respondents indicated how often each experience happened to them, 

on a 5-point scale from 1 (Never) to 5 (Very often), with higher scores representing more family 

responsibility. The Cronbach’s alpha was .84.  

       Family support. Four items developed by Zimet, Dahlem, Zimet, and Farley (1988) were 

used to measure family support. A sample item is “My family really tries to help me.” 

Respondents indicated how much they agree with each item, on a 7-point scale from 1 (Very 

strongly disagree) to 7 (Very strongly agree), with higher scores representing greater support. 

The Cronbach’s alpha was .90. 

       Family conflict. Five items revised by Jaycox and Repetti (1993) were employed to assess 

family conflict. A sample item is “We fight a lot in our family.” Respondents indicated to what 

extent they thought each item was true, on a 4-point scale from 1 (Mostly true) to 4 (False). A 

higher score indicates more perceived conflict among family members. The Cronbach’s alpha 

was .72.  
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       Job satisfaction. Global job satisfaction was assessed by three items from Seashore, 

Lawler, Mirvis, and Cammann (1982). A sample item is “All in all, I am satisfied with my job.” 

Respondents indicated how much they agreed with each item, on a 7-point scale from 1 (Very 

strongly disagree) to 7 (Very strongly agree). A higher score indicates greater job satisfaction. 

The Cronbach’s alpha was .81. 

       Family satisfaction. Family satisfaction was measured with three items from Edwards and 

Rothbard (1999). A sample item is “All in all, the family life I have is great.” Respondents 

indicated how much they agreed with each item, on a 7-point response scale from 1 (Strongly 

disagree) to 7 (Strongly agree), with a higher score indicating family satisfaction. The 

Cronbach’s alpha was .95. 

       Psychological strain. Two types of psychological strain (social dysfunction and 

anxiety/depression) were measured by eight items from the General Health Questionnaire 

revised by Kalliath, O'Driscoll, and Brough (2004). Sample items are “Been able to face up to 

my problems” for social dysfunction; “Been feeling unhappy or depressed” for 

anxiety/depression. Respondents were asked to reflect their psychological well-being over the 

previous three months on a 5-point response scale from 1 (Never) to 5 (All the time). Higher 

scores indicate higher levels of psychological strain. The Cronbach’s alphas were .80 and .81 

for social dysfunction and anxiety/depression respectively.  

       Acculturation. Three dimensions of acculturation (language proficiency, cultural 

knowledge and cultural identity) were assessed using twelve revised items from Gim Chung et 

al. (2004) (e.g., “How well do I speak the language of English?” for language proficiency; 

“How knowledgeable am I about the history of mainstream New Zealanders?” for cultural 

knowledge; “How proud am I to be part of mainstream New Zealanders?” for cultural identity). 

Respondents were asked to respond on a 5-point scale, from 1 (Not very much) to 5 (Very 
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much), with higher scores representing higher acculturation. The Cronbach’s alphas 

were .95, .82 and .88 for language proficiency, cultural knowledge and cultural identity 

respectively. 

       Demographic variables. Demographic information included gender (dummy coded male 

= 1, female = 2), age (measured in years), educational level (less than high school = 1, high 

school graduate = 2, diploma = 3, Bachelor’s degree = 4, postgraduate degree = 5), number of 

dependents (self-reported), residency in New Zealand (measured in months), type of job (self-

reported), job tenure in New Zealand (measured in months).  

Analysis  

Confirmatory factor analyses (CFA) were performed using AMOS 21.0 to validate the 

structure of measures (Byrne, 2010). Descriptive statistics using SPSS 21.0 were calculated to 

provide means, standard deviations (SD) and correlations. Mediation analyses were conducted 

with AMOS 21.0. As the structural model became overly complicated when we included 

Hypotheses 1-6, we ran two sets of mediation models: Model A with SWIF and TWIF as 

mediators, and Model B with SFIW and TFIW as mediators. The only requirement for a 

significant mediation effect is that the indirect effect (a × b) is significant (Zhao, Lynch, & 

Chen, 2010). Moderation tests were conducted for all the significant paths, with hierarchical 

regression via SPSS 21.0. Following Dawson (2014), the requirement for significant 

moderation effect is that the predictor × moderator interaction is significant. Additionally, in 

the present study, three indices were used to evaluate the overall model fit: the standardised 

root mean residual (SRMR ≤ 0.10), comparative fit index (CFI ≥ 0.95), and root mean square 

error of approximation (RMSEA ≤ 0.08) (Williams, Vandenberg, & Edwards, 2009). 
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RESULTS 

Scale Validation 

       All the variables (except working hours) in Figure 1 were assessed by confirmatory factor 

analysis (CFA) to confirm the factorial structures of the measures. A four-factor structure of 

WFC fit our data (time-based WIF, strain-based WIF, time-based FIW, and strain-based FIW). 

A two-factor structure of psychological strain (social dysfunction and anxiety/depression) fit 

the current data well. In addition, a three-factor structure of acculturation (language proficiency, 

cultural knowledge and cultural identity) was supported. The inter-factor correlations in the 

three structures were less than .80, suggesting that the factors were distinct (Kline, 2011). The 

fit indices of each construct achieved acceptable levels, and all factor loadings (> 0.3) achieved 

the minimum requirements (Furr & Bacharach, 2013) (see Table 1). After conducting CFA, all 

measures had appropriate construct validity.  

INSERT TABLE 1 ABOUT HERE 

Descriptive Statistics 

       Table 2 presents the means, standard deviations (SDs), reliability coefficients, and 

bivariate correlations. All variables demonstrated high levels of internal consistency (bold 

numbers on the diagonal), ranging from .74 to .95. As can be seen in Table 1, all correlations 

were in the expected direction.   

INSERT TABLE 2 ABOUT HERE 
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Control Variables  

       The demographic variables had weak and inconsistent correlations with the study variables 

in the mediation testing (rs ranged from .00 to .15). Theoretically, some researchers suggested 

that demographic characteristics have little impact on the magnitude of the parameter estimates 

in WFC models (e.g., Byron, 2005; Frone et al., 1992). If demographic variables are 

theoretically unimportant and have little relationship with key variables, they do not need to be 

controlled (Spector & Brannick, 2011). Hence, the demographic variables were not controlled 

in the mediation testing. However, some demographic variables showed moderate correlations 

with acculturation. For instance, the correlation between education and language proficiency 

was r = .54 (p < .01). Regression analyses were conducted with and without demographic 

variables, but the interaction effects did not change significantly. Therefore, demographic 

variables were also not controlled in moderation testing.  

Hypothesis Testing 

       Direct effects. To test Hypotheses 1 and 3, Model A was assessed by SEM. Model A had 

an acceptable fit after model respecification, which included the covariance between errors 

with high modification indices and trimming the non-significant paths. The fit indices were: 

χ2/df = 1.34; CFI = .99; SRMR = .02; RMSEA = .02. As shown in Table 3, workload (β = .22, 

p < .001) and interpersonal conflict at work (ICW) (β = .17, p < .001) were positively related 

to strain-based WIF, while working hours did not show a significant relationship with strain-

based WIF. However, all three predictors were positively related to time-based WIF (workload, 

β = .28, p < .001; ICW, β = .08, p < .05; working hours, β = .12, p < .001). Therefore, Hypothesis 

1 was partially supported.  

       With regard to Hypothesis 3, strain-based WIF was significantly related to all four well-

being consequences: job satisfaction (β = -.23, p < .001), family satisfaction (β = -.33, p < .001), 
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social dysfunction (β = .38, p < .001), and anxiety/depression (β = .37, p < .001). However, 

time-based WIF had no significant relationship with each outcome.      

       To test Hypotheses 2 and 4, Model B was investigated using SEM. Model B achieved an 

acceptable level of fit after model respecification: χ2/df = 2.37; CFI = .99; SRMR = .02; 

RMSEA = .05. As shown in Table 3, family responsibility (β = .14, p < .001) and family 

conflict (β = .14, p < .001) were positively related to strain-based FIW, while family support   

(β = -.09, p < .05) was negatively related to strain-based FIW. In addition, family responsibility 

(β = .29, p < .001) was positively associated with time-based FIW, and family support (β = -.09, 

p < .05) was negatively associated with time-based FIW, but family conflict showed a non-

significant relationship with time-based FIW. Therefore, Hypothesis 2 was partially supported.      

       With regard to Hypothesis 4, strain-based FIW was significantly related to all four well-

being consequences: job satisfaction (β = -.11, p < .05), family satisfaction (β = -.14, p < .001), 

social dysfunction (β = .30, p < .001), and anxiety/depression (β = .22, p < .001). However, 

time-based FIW had no significant relationship with each outcome.  

Mediation effects. In respect of Hypothesis 5, as shown in Table 3, strain-based WIF 

mediated the relationships of workload and interpersonal conflict at work with job satisfaction, 

family satisfaction, social dysfunction and anxiety/depression. However, time-based WIF did 

not function as a mediator between the work domain predictors and the well-being 

consequences. Similarly, in respect of Hypothesis 6, strain-based FIW mediated the 

relationships of family responsibility, family conflict and family support with job satisfaction, 

family satisfaction, social dysfunction and anxiety/depression. However, time-based FIW did 

not function as a mediator between the family domain predictors and well-being consequences.  

INSERT TABLE 3 ABOUT HERE 
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       Moderation effects. As depicted in Figure 1, hypotheses 7, 8 and 9 predicted that 

acculturation (language proficiency, cultural knowledge and cultural identity) would perform 

as a moderator. As depicted in Table 4, there were two significant interaction effects. 

Specifically, SWIF was predicted by the interaction of workload with language proficiency (β 

= .13, p < .01), and anxiety/depression was predicted by the interaction of SWIF with language 

proficiency (β = -.07, p < .05). Based on procedures described by Aiken, West, and Reno (1991), 

values one standard deviation above and below the mean of the moderator were used to plot 

the interactions to provide a better understanding of the interaction effects (Figure 2 and 3).  

The interaction between workload and language proficiency on SWIF is depicted in Figure 

2. Contrary to Hypothesis 7(b), when immigrants experienced high workload, respondents with 

low language proficiency tended to have lower SWIF than respondents with high language 

proficiency.  

INSERT FIGURE 2 ABOUT HERE 

The interaction between SWIF and language proficiency on anxiety/depression is depicted 

in Figure 3. When immigrants experienced high SWIF, language proficiency had little or no 

buffering influence. However, when immigrants experienced low SWIF, individuals with low 

language proficiency tended to have lower anxiety/depression than people with high language 

proficiency, which is contrary to Hypothesis 9(c).  

INSERT FIGURE 3 ABOUT HERE 
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DISCUSSION 

       The impact of acculturation is a complex issue, and has not been addressed in previous 

WFC research. This study explored: (a) the direct relationships of WFC with several 

antecedents and well-being consequences; (b) the mediation effects of WFC; and (c) the 

moderating role of acculturation. In general, we found that: (1) Chinese immigrants may be in 

a state of “in-betweenness” (Li et al., 2014, p.33); (2) WIF and FIW are related to both job 

satisfaction and family satisfaction; and time-based WFC has less effects on individuals’ well-

being than strain-based WFC; (3) immigrants with high levels of language proficiency 

perceived more SWIF and strain, and unchanged value acculturation may account for the non-

significant moderation effects in our study. These findings are discussed in more detail below.  

In-betweenness  

       Li et al. (2014) described the state of Chinese immigrants as in-betweenness, since they 

are living between languages, between lifestyles, and between cultures. In other words, Chinese 

immigrants may still maintain their traditional Chinese values, but simultaneously attempt to 

follow and learn the attitudes and behaviours of host people. It seems our results are consistent 

with Li et al. (2014).  

       Interpersonal conflict at work (ICW)  and family conflict are not unique to Chinese. 

However they play a particularly critical role as sources of WFC for Chinese (Ling & Powell, 

2001). This is supported by our findings. ICW was positively related to strain-based and time-

based WIF, and family conflict was positively related to strain-based FIW. These results 

suggest that Chinese immigrants emphasize maintenance of interpersonal harmony both in the 

workplace and at home. 

       In this research, the number of working hours was significantly related to time-based WIF, 

and the sample had a mean number of working hours of 38.75 per week, which fell in the range 
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of normal working hours (37-40) in New Zealand (Immigration New Zealand, n.d.). The results 

are contrary to previous Chinese findings. Previous studies have found that working hours were 

not a strong predictor of WFC, because Chinese usually commit more hours to work than 

Western people for the welfare of their family (Khairullah & Khairullah, 2013). However, our 

results appear to be more consistent with Western research, which suggests that the number of 

working hours is positively related to WFC (Aycan, 2008). Therefore, our findings imply that 

Chinese immigrants, unlike Chinese living in their homeland, may try to accept and follow the 

host attitudes of giving priority to family rather than work. 

Permeable work and family role boundaries 

       Following the cross-domain and source attribution perspectives, we hypothesized that WIF 

and FIW are related to both job satisfaction and family satisfaction. Although the two 

perspectives seem to be mutually exclusive, our results support both perspectives, but suggest 

that by themselves they may not be sufficient to interpret the current results. Rothbard and 

Ramarajan (2009) drew attention to the notion of role boundary permeability, which refers to 

family and work roles of individuals being integrated rather than segmented. Permeable work 

and family role boundaries enable individuals to merge various aspects of work and family 

domains (Powell & Greenhaus, 2012). From this perspective, WIF can influence not only job 

satisfaction but also family satisfaction. In a similar vein, FIW can also influence both job and 

family satisfaction. 

Interestingly, only strain-based WFC (SWIF and SFIW) but not time-based WFC (TWIF 

and TFIW) was related to well-being. The results show that strain-based WFC is a consistent 

mediator between work demands and well-being, and time-based WFC has fewer effects on 

well-being than strain-based WFC. A possible explanation is that people have opportunities to 

manage their time-based WFC, which then will not influence their well-being substantially. 
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Modern technologies conveniently help them participate in one role (e.g., family), and 

simultaneously do not rule out their participation in the other role (e.g., work) (Bagger, Reb, & 

Li, 2014). For example, in recent years, the popularity of the home-office provides an 

opportunity to fulfil work demands, but simultaneously not sacrifice time with family members 

(Brough & O'Driscoll, 2005). Furthermore, flexible work time may help people manage their 

own time reasonably. People are increasingly willing to work for organizations that offer them 

the flexibility to create a balance between work and family commitments (Ministry of Business, 

Innovation & Employment, 2015). Hence, strain-based WFC has more impact on individuals’ 

well-being than does time-based WFC.  

Moderation Effects of Acculturation  

       Interestingly, the only two significant moderation effects were counter to our expectations. 

Specifically, when experiencing high workload, Chinese immigrants with language proficiency 

perceived more SWIF than those less fluent in English. Additionally, we found that the 

detrimental effect of SWIF on anxiety/depression was more salient for immigrants with high 

levels of language proficiency. These results are important as this is the first study that reports 

moderation effects of acculturation, in particular language proficiency, among the relationships 

in work-family models. 

       A possible explanation for the results is that the types of job which immigrants can obtain 

may play a role in those (reverse) moderation effects. Language proficiency is positively 

associated with work performance, which is likely to result in different types of occupations 

across people with different levels of language proficiency (Dustmann & Fabbri, 2003). We 

ran a post hoc analysis of our data, and we found that participates who undertook professional 

work (e.g., academics and lawyers) had significantly higher levels of language proficiency (N 

= 330, M = 3.83, SD = .77) than their counterparts who engaged in physical occupations (e.g., 
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restaurant waiters and cleaners; N = 188, M = 2.88, SD = .95; t = 11.84, df = 325.76, p < .001). 

Professional immigrant workers are required to frequently communicate complex issues with 

host workers or clients, for instance, academics need to discuss research issues with their 

colleagues, and lawyers need to frequently handle cases with clients. During communication, 

cultural conflicts would easily occur if parties cannot understand each other’s attitudes and 

opinions based on their own cultural values (Wang, 2015). However, those complex and 

frequent communications may happen less frequently for immigrants engaging in physical 

occupations, who may avoid the cultural conflicts experienced by the professional workers. 

Therefore, the more immigrants integrate into the host society, the more cultural conflict they 

may encounter, which will require them to utilize more personal resources. In line with Michel 

et al. (2011), who suggest that strain and conflict may occur when work and family compete 

for an individual’s finite resources, immigrant workers may feel more SWIF when facing a 

high workload, and more anxiety/depression when experiencing SWIF, even though they are 

proficient in English. Furthermore, the positive correlations of language proficiency with SWIF 

and anxiety/depression also lend some support to our argument that immigrants proficient in 

English may perceive greater SWIF and anxiety/depression (see Table 1).  

       While this study failed to confirm most of the moderation hypotheses, an explanation could 

be that Chinese immigrants prefer to maintain traditional Chinese cultural values (Lu, 

Samaratunge, & Härtel, 2012). Pooyan (1984) suggested that acculturation generally includes 

two distinct features: visible artefacts (e.g., customs, eating habits, language usage) and values 

(beliefs, norms, attitudes). Taras et al. (2013) found that visible artefact acculturation had a 

small positive relationship with value acculturation (explaining only 4% of the variation in 

value acculturation). It is quite possible that some immigrants take on visible artefacts, such as 
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speak, eat, play, or dress like hosts, but still remain committed to their original values (Pooyan, 

1984). 

       Chinese immigrants collectively tend to retain their traditional cultural values, which may 

be because of their strong sense of community (Li et al., 2014). Most Chinese immigrants 

attach themselves closely to Chinese communities in New Zealand, such as attending Chinese 

churches and joining Chinese associations. A large immigrant network might delay their 

process of value acculturation, as the network could remind them of the home culture through 

language, cultural festivals or even food (Taras et al., 2013). Value acculturation may not be 

required for most immigrants, since not everyone seeks to change their cultural values to be 

more like the other (often dominant) group (Berry, 2002).  

Visible artefact acculturation, like language proficiency, can be convenient for immigrants’ 

daily life. Attempts to fit into the host culture will absorb some of the individual’s resources or 

energy, which could be traded off against the convenience of visible artefact acculturation. 

Therefore, the relationships between WFC and antecedents and well-being consequences are 

not necessarily influenced by different levels of visible artefact acculturation, which was 

measured in our research. Further research is needed to explore acculturation processes in more 

depth, especially value acculturation.  

Implications 

       Although the current study represents an initial attempt to test the WFC model in an 

immigrant population, our findings have implications for both theory and practice.  

       Implications for theory and research. We find that Chinese immigrants may, on the one 

hand, maintain their traditional Chinese values, but on the other hand, attempt to follow and 

learn the attitudes and behaviours of host people. Therefore, future work-family research on 

immigrant populations should consider the influences from both home and host cultures.        
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       Interpersonal conflict at work has been rarely discussed in previous work-family research. 

However, given the present results, interpersonal conflict at work should be included in future 

WFC research as a predictor of WFC, especially when using Chinese and other collectivistic 

samples. Furthermore, work and family have long been regarded as separate domains. However, 

promoted by modern technologies and flexible work policies, the integration of work and 

family is more likely to occur (Brough & O'Driscoll, 2005). The perspective of role boundary 

permeability may provide another approach to interpreting the relationships between WFC and 

well-being of immigrants in the contemporary era.  

       The two significant moderation results provide some evidence for future research that 

acculturation has a potential moderating role in work-family models. The non-significant 

moderation effects suggest that value acculturation, not artefact acculturation, may play a 

salient role in buffering the impacts of antecedents on WFC, and the influence of WFC on well-

being. Therefore, a fruitful avenue for future research is to further explore the roles of both 

value and artefact acculturation in work-family models. 

       Implications for practice. Measures like flexible time schedule may limit the adverse 

effects of time-based WFC on well-being. In order to continue to improve levels of well-being, 

organizations should adopt further measures to alleviate strain-based WFC. For instance, an 

organization should manage interpersonal conflict in the work environment, as we found that 

interpersonal conflict with other employees has a significant effect on the lives of Chinese 

immigrants.  

       Our moderation findings suggest that organizations should be aware of the well-being and 

work-family balance of immigrant employees with high levels of language proficiency. High 

levels of language proficiency would help immigrant employees succeed in their job positions, 

however they may experience high levels of work-family conflict and psychological strain as 
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indicated in our findings. We also suggest that immigration services should include programs 

not only focusing on the surface levels of acculturation, such as English learning programs, but 

also comparing the values between the host culture and the Chinese culture. These programs 

could help Chinese immigrants to understand host values and engage in the society actively.  

 Limitations 

This study has some limitations. First, our cross-sectional design makes it impossible to 

infer causal effects. Longitudinal data are needed to track changes in WFC and acculturation 

over time to better understand the experience of WFC among immigrants. Second, our research 

relied on self-report measures. Future studies could consider multiple sources of data to 

minimize concerns over common method variance (Anderson, Coffey, & Byerly, 2002). Third, 

this study only measured the visible artefacts of acculturation (language, cultural knowledge, 

and cultural identity). However, as acculturation is a complex dynamic process of people’s 

behavioural and cognitive orientations (Pooyan, 1984), both visible artefacts and values should 

be included in future work-family research on immigrants. Fourth, this research focused only 

on Chinese immigrants in New Zealand, and cultural variations may exist among mainland 

Chinese, Hong Kong, Taiwan, Malaysia and Singapore. Therefore, the present findings may 

not explain the work-family experiences of immigrants from other ethnic groups, or of Chinese 

immigrants in countries other than New Zealand. 

CONCLUSION 

       It is imperative to expand our understanding of WFC among Chinese immigrants, because 

the Chinese workforce is becoming a critical part of the current and future labour market in 

New Zealand (Badkar & Tuya, 2010), and worldwide (Varian et al., 2009). This study applied 

a Western WFC model to Chinese immigrants in New Zealand. We found that it is possible 

that Chinese immigrants are living in a state of in-betweenness. That is, they may still retain 
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their Chinese cultural values, and at the same time, attempt to follow the attitudes and 

behaviours of host people. Their work and family appear to be integrated rather than segmented, 

and strain-based work-family conflict especially exerts adverse impact on their well-being 

rather than time-based work-family conflict. During the process of acculturation, immigrants 

who are proficient in the host language experience more SWIF and psychological strain, and 

value acculturation may play a more salient role to buffer the relationships in work-family 

models. Therefore, our research findings have significant implications for immigrants in both 

New Zealand and other countries.  
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TABLES AND FIGURES 

Table 1. CFA results of measures   

Studied variables  (N=577) χ2/df SRMR CFI RMSEA Range of  
factor loadings 

Range of 
R2 

Work-family conflict 4.88 .04 .96 .08       .69 - .92 .47 - .85 

Workload 4.69 .02 .99 .08       .72 - .85 .51 - .73 
Interpersonal conflict at 
work 3.80 .02 .99 .07       .67 - .94  .45 - .88 

Family responsibility* .61 .01 1.00 .00        .72 - .90 .51 - .81 

Family support 2.72 .01 1.00 .06        .67 - .96 .45 - .92 

Family conflict 4.89 .03 .98 .80        .53 - .68 .28 - .46 

Job satisfaction* .63 .01 1.00 .00        .71 - .84 .50 - .71 

Family satisfaction* .02 .00 1.00 .00        .90 - .96 .81 - .92 

Psychological strain 3.71 .04 .97 .07        .63 - .83  .39 - .69 

Acculturation 4.84 .07 .96 .80        .32 - .97 .10 - .95 

*Those measures had only three items. When conducting CFA, we added one more constraint to the 
models.  

R2 = Squared multiple correlation.  
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Table 2. Descriptive statistics and correlations for major variables (N=577) 
 

Note. TWIF = Time-based work interference with family; TFIW = Time-based family interference with work; SWIF = Strain-based work interference with 
family; SFIW = Strain-based family interference with work; Hours = Number of working hours per week; WL = Workload; ICW = Interpersonal conflict at 
work; FR = Family responsibility; FC = Family conflict; FSup = Family support; JS = Job satisfaction; FSat = Family satisfaction; SD = Social dysfunction; 
A/D = Anxiety/depression; LP = Language proficiency; CI = Cultural identity; CK = Cultural knowledge. 
The bold number on the diagonal is Cronbach’s alpha estimate.  
a One self-report item.   
P<.01* (One-tailed). 

Variable Mean SD Correlation 
1  2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 

  1. TWIF   2.36 1.00  .84                 
  2. TFIW   2.41   .85   .42*   .74                
  3. SWIF   2.44   .90   .59*   .46*   .83               
  4. SFIW   2.17   .89   .35*   .48*  .57*   .89              
  5. Hours  38.75 10.64   .20*   .07  .12*   .09    -a             
  6. WL   2.60   .99   .32*   .26*  .38*   .21*   .18*   .88            
  7. ICW   2.32 1.07   .14*   .11*  .22*  .15* -.02   .23*    .90           
  8. FR   2.56   .94   .13*   .31*  .27*   .32*   .09   .18*  .13*   .84          
  9. FC   1.68   .58   .10*   .16*   .25*   .30*  .04  .06   .15*   .22*  .72         
10. FSup   5.90 1.14 -.14* -.18* -.17* -.25* -.01 -.10* -.09  -.25*  -.35*   .90        
11. JS   5.32 1.20 -.16* -.13* -.27* -.20* -.02 -.10*  -.27*  -.16*  -.23*  .21*   .81       
12. FSat   5.65 1.23 -.23* -.21* -.34* -.33* -.10 -.10*  -.12*  -.29*  -.44*  .45*  .42*   .95      
13. SD   2.07   .68   .24*   .20*   .37*   .37*   .04  .08   .15*   .11*   .31* -.25* -.45* -.54* .80     
14. A/D   1.94   .66   .31*   .19*   .42*   .33*   .02   .23*    .20*   .23*   .31* -.21* -.31* -.32*  .53*   .81    
15. LP   3.44   .97 -.01 -.14*  .01 -.16* -.07  .05  -.03 -.08  -.11*  .09  .21*  .15* -.12* .02 .95   
16. CK   2.93   .78 -.06 -.11* -.05 -.15*  -.10*  .03 -.04 -.03  -.10*   .16*  .20*  .19* -.19* -.02 .50*  .82  
17. CI   2.85     .87 -.04 -.13* -.02 -.15*  -.06  .03    -.03 -.09  -.12*  .07  .23*  .16* -.18* -.01 .52* .68*  .88 
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Table 3. Mediation results in Model A and Model B1 

 

Note. a = the standardized path coefficients of path from predictor to mediator; b = the standardized 
path coefficients of path from mediator to outcome;  

TWIF = Time-based work interference with family; TFIW = Time-based family interference with 
work; SWIF = Strain-based work interference with family; SFIW = Strain-based family interference 
with work; Hours = Number of working hours per week; WL = Workload; ICW = Interpersonal 
conflict at work; FR = Family responsibility; FC = Family conflict; FSup = Family support; JS = Job 
satisfaction; FSat = Family satisfaction; SD = Social dysfunction; A/D = Anxiety/depression.  
1 = Only the significant SEM results are presented, due to the complexity of results and for parsimony 
(for a copy of the full results, please contact the corresponding author). 

p<.05*, p<.01**, p<.001***. 

 Significant mediated 
Path  Indirect effect (a×b) Significant 

unmediated Path 
Standardised 
path coefficients 

Model    
A 

WL→SWIF→JS -.05**  ( .22***× -.23***)  Hours→TWIF    .12*** 
WL→SWIF→FSat -.07**  ( .22***× -.33***)  WL→TWIF    .28*** 
WL→SWIF→SD  .08**  ( .22***×   .38***)  ICW→TWIF    .08* 
WL→SWIF→A/D  .08**  ( .22***×   .37***)   
ICW→SWIF→JS -.04**  (.17*** × -.23***)   
ICW→SWIF→FSat -.06**  (.17*** × -.33***)   
ICW→SWIF→SD  .07**  (.17*** ×   .38***)   
ICW→SWIF→A/D  .06**  (.17*** ×   .37***)   

Model 
B 

FR→SFIW→JS -.01*    ( .14***× -.11*    )  FR→TFIW    .29***  
FR→SFIW→FSat -.02**  ( .14***× -.14***)  FSup→TFIW   -.10*     
FR→SFIW→SD  .04**  ( .14***×   .30***)   
FR→SFIW→A/D  .03**  ( .14***×   .22***)   
FC→SFIW→JS -.02*    ( .18***× -.11*    )   
FC→SFIW→FSat -.03**  ( .18***× -.14***)   
FC→SFIW→SD  .05**  ( .18***×  .30***)   
FC→SFIW→A/D  .04**  ( .18***×  .22***)   
FSup→SFIW→JS  .01*     (-.09*   × -.11*    )   
FSup→SFIW→FSat  .01*     (-.09*   × -.14***)   
FSup→SFIW→SD -.03*     (-.09*   ×  .30***)   
FSup→SFIW→A/D -.02*     (-.09*   ×  .22***)   
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Table 4. Moderation results in Model A and Model B* 

 

Note. All the figures in the table are unstandardized regression coefficients. 

TWIF = Time-based work interference with family; TFIW = Time-based family interference with 
work; SWIF = Strain-based work interference with family; SFIW = Strain-based family interference 
with work; Hours = Number of working hours per week; WL = Workload; ICW = Interpersonal 
conflict at work; FC = Family conflict; JS = Job satisfaction; FSat = Family satisfaction; SD = Social 
dysfunction; A/D = Anxiety/depression, LP=Language proficiency; CK=Cultural knowledge; 
CI=Cultural identity. H = Hypothesis; p<.05*, p<.01**. 

Model A          
Path 

                Moderators H Model B        Moderators           H                                                               
      LP  CK  CI  Path   LP   CK  CI  

WL→SWIF      .13**  .01 -.08 H7 FC→SFIW  .04  -.04 -.05 H8 
ICW→SWIF     -.01 -.01  .01 H7 SFIW→JS -.01  -.06 -.01 H9 
Hours→TWIF     -.02 -.04  .04 H7 SFIW→FSat  .02    .06 -.09 H9 
WL→TWIF      .09  .00 -.03 H7 SFIW→SD -.05    .01  .06 H9 
ICW→TWIF      .06 -.02 -.02 H7 SFIW→A/D -.04    .04  .00 H9 
SWIF→JS      .05 -.08 -.04 H9      
SWIF→FSat      .05  .04 -.08 H9      
SWIF→SD     -.04  .07  .01 H9      
SWIF→A/D     -.07*  .00  .06 H9      

 

 

 

 

 

 

 

 



                                                                                                                                Chapter 3 Study One 

	

	
This article is exclusively licensed to John Wiley & Sons, Inc. and permission has been granted for this 
version to appear here. John Wiley & Sons does not grant permission for this article to be further copied/distributed 
or hosted elsewhere without the express permission from to John Wiley & Sons, Inc.  
	

80	

 

 

	

	

	

	

	

	

	

	

	

 



                                                                                                                                Chapter 3 Study One 

	

	
This article is exclusively licensed to John Wiley & Sons, Inc. and permission has been granted for this 
version to appear here. John Wiley & Sons does not grant permission for this article to be further copied/distributed 
or hosted elsewhere without the express permission from to John Wiley & Sons, Inc.  
	

81	

              	

Figure 2: Interaction effects of workload (WL) and language proficiency (LP) on strain-based work 
interference with family (SWIF). 

  

 

Figure 3: Interaction effects of strain-based work interference with family (SWIF) and language 
proficiency (LP) on anxiety/depression (A/D). 
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CHAPTER 4 

STUDY TWO 

Paper Title 

Interpersonal conflict, acculturation, and work-to-family conflict among Chinese immigrants 
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and provided feedback on the paper and editing. In general, I contributed 80% to this paper, 

and my two supervisors equally contributed 20% to it.  

Publication Status  
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Society for Industrial and Organizational Psychology, Anaheim, the United States.  
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The following paper follows the layout, referencing and language required by the conference. 

 

ABSTRACT 

We examined the mediation effects of work-to-family conflict between interpersonal conflict 

at work and well-being, and the moderation effects of acculturation, among 264 Chinese 

immigrants in New Zealand, over two time periods. Strain-based work-to-family conflict had 

significantly mediating effects, suggesting that conflict has detrimental outcomes. 

Acculturation showed no moderating effects.  

 

PRESS PARAGRAPH 

Work-family issues are important for organizations. However work-family researchers have 

not studied Chinese immigrants, despite the growing volume of them influenced by both home 

and host cultures. Therefore the understanding of work-to-family conflict (WFC) needs to be 

expanded. The purpose of this paper is to investigate the relationships of WFC with 

interpersonal conflict and empoyees’ well-being, and examine how immigrants’ acculturation 

impacts their WFC and well-being. The paper provides theoretical advice for researchers to 

improve future work-family research in immigrant populations, and practical advice for 

managers to reduce employees’ WFC and for immigration services to improve programs for 

immigrants. 
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Interpersonal Conflict, Acculturation, and Work-to-Family Conflict among Chinese 

Immigrants 

INTRODUCTION 

       Work and family are particularly important life domains for most people, and work-family 

issues have been researched over the past three decades. However, the understanding of work-

family conflict is subjected to a number of limitations (Grzywacz et al., 2007). Most work-

family researchers have focused on inidviduals who have work and family experiences in their 

own cultures, but few focus on immigrants exposed to both home and host cultures. Nowadays 

frequent immigration is promoting the ethnic diversity of the workforce worldwide (Grzywacz 

et al., 2007). In New Zealand, the Chinese workforce is becoming a critical part of the current 

and future labour market (Badkar & Tuya, 2010). The Chinese ethnic group accounts for 4.3% 

of the total population of New Zealand, with 73.4% born overseas (New Zealand Census 

Statistics, 2013). Therefore, issues related to Chinese immigrants should be included in work-

family studies.  

Grzywacz et al. (2007) suggested that acculturation may play a central role in work-family 

theories being applied to immigrant populations. Furthermore, Ling and Powell (2001) 

proposed that interpersonal conflict at work (ICW) may produce more stress than work role 

demands in the work domain for Chinese, as Chinese culture particularly emphasizes 

maintaining harmonious relationships. However, few work-family studies have explored the 

potential role of acculturation and ICW. Lacking of understanding of acculturation and ICW 

may bring challenges and adverse impacts to organizations (Olson, 2013). Hence, the purpose 

of this study was to shed light upon the relationships of acculturation and ICW with work-

family conflict, as depicted in Figure 1. Given the growing volume of Chinese immigrants in 

New Zealand, the current study represents an important contribution to the work-family 

literature.  
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INSERT FIGURE 1 ABOUT HERE 

Work-to-family Conflict, ICW and Well-being  

       Work-family conflict may occur when participating in the work (family) role makes it 

more difficult to participate in the family (work) role (Greenhaus & Beutell, 1985). The conflict 

consists of two directions: work-to-family conflict (WFC) and family-to-work conflict (FWC) 

(O'Driscoll, Brough, & Kalliath, 2004). In the present study, we focus on WFC, which has two 

different types. Time-based WFC (TWFC) occurs when time devoted to work makes it difficult 

to fulfil family responsibilities. Strain-based WFC (SWFC) suggests that psychological strain 

experienced at work spills over to family life.  

       To date, little is known about the relationships of WFC with ICW and well-being among 

Chinese immigrants, although there are some comparisons between Chinese and Western in 

cross-cultural work-family conflict research. In Chinese culture, maintaining harmonious 

relationships and avoiding interpersonal conflict at work is an important work demand (Ling 

Powell, 2001). Work behaviours related to engaging or handling ICW could reduce the time 

and energy the family role needs (Zedeck, 1992). We predicted that: 

       Hypothesis 1. ICW will be positively related to WFC. 

       Western research evidence consistently shows that WFC is negatively associated with job 

satisfaction, and positively with psychological strain (O'Driscoll et al., 2004). When 

experiencing WFC, individuals consider that their work is responsible for having too little time 

and energy with their families, and then they would feel anger and resentment towards their 

organization (Amstad, Meier, Fasel, Elfering, & Semmer, 2011). Furthermore, higher WFC 

will cause increased anxiety, hostility, and feelings of discomfort, which are the indicators of 

psychological strain (Beatty, 1996). We predicted that: 

       Hypothesis 2a. WFC will be negatively associated with job satisfaction.  
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       Hypothesis 2b. WFC will be positively associated with psychological strain.  

       Previous research suggests that WFC can mediate relationships between work demands 

and well-being, since those relationships are not direct (Blanch & Aluja, 2012). However, most 

of the research on the mediation role of WFC has been conducted among individuals who 

function in their own cultures. As such, the previous findings may not generalize to an 

immigrant population. Furthermore, few studies have tested WFC as a mediator of the 

relationship between ICW and well-being. Therefore, this research extends the understanding 

of the mediating role of WFC in an immigrant population. We predicted that: 

       Hypothesis 3. WFC will mediate the relationships of ICW with (a) job satisfaction and (b) 

psychological strain. 

Moderation Role of Acculturation 

        Acculturation is a complex process of adapting to a new culture, and is unavoidable for 

immigrants (Berry, 2002). While acculturation plays an important role in the workplace and 

family life for immgirants (Suárez-Orozco & Suárez-Orozco, 2010), work-family research has 

yet to pay in-depth attention to acculturation.  

       Fitting into another culture is stressful for most immigrants because of the costs involved 

in the process of acculturation (Suárez-Orozco & Suárez-Orozco, 2010). Immigrants need to 

overcome the language barrier, because it is a critical factor for immigrants to succeed in the 

labour market (Mahmud, Alam, & Härtel, 2008). For many, migration causes loss of the 

support network of family friends (Yeh, Kim, Pituc, & Atkins, 2008). In the new culture, 

developing new social networks to replace those they have lost is a difficult and lengthy process 

(Moon, 2008; Thomas & Ganster, 1995). Besides, immigrants have to develop new problem-

solving tools, like communication skills, as the old ones might not be effective in the new 

environment (Suárez-Orozco & Suárez-Orozco, 2010).   
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       As they adapt to the host culture, high language proficiency, new social networks and new 

problem-solving tools provide help for their work and family life, and may even be beneficial 

to immigrants’ mental health (Suárez-Orozco & Suárez-Orozco, 2010). Thereafter, they invest 

less time or energy in acculturation, which will increase the available resources for work and 

family requirements. Furthermore, increased available personal resources will attenuate the 

adverse influences of WFC on job satisfaction, and psychological health (Amstad et al., 2011; 

Frone, Russell, & Cooper, 1992). We predicted that: 

Hypothesis 4. Acculturation will moderate the positive relationships of WFC with (a) ICW 

and (c) psychological strain, with the relationships being weaker for highly acculturated 

immigrants than for less acculturated immigrants.  

Hypothesis 4(b). Acculturation will moderate the negative relationships of WFC with job 

satisfaction, with the relationships being stronger for highly acculturated immigrants than 

for less acculturated immigrants.  

METHOD 

Sample and Procedures 

        Data were collected from universities, Chinese companies, Chinese associations and 

Chinese churches in New Zealand. Participants completed two confidential questionnaires, 

administered at a six-month interval. A total of 577 Chinese immigrants responded to the time 

1 questionnaire. The second questionnaire was emailed to the 577 time-1 respondents with a 

unique code for each person. Of these, 264 (45.8%) completed the second survey. Participants 

represented an array of industries, including agriculture, education, wholesale, financial, service 

industries. 51.9% were male (n = 137), the average age was 39.77 years (SD = 10.5, range from 

20 to 65 years), and 71.6% indicated that they had dependents at home. The average resident 

length was 140.23 months (SD = 82.16) and average job tenure was 66.67 months (SD = 58.05). 
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78.4% had a university Bachelor’s degree, with a further 34.1% also having a higher tertiary 

qualification.  

Measures 

       Using Brislin’s (1970) method, all survey items were translated into Chinese and back 

translated into English to verify semantic equivalence. The same measures were used at both 

Time 1 and 2.  

       WFC. Six items were used to assess WFC (Carlson, Kacmar, & Williams, 2000). Three 

items measured TWFC (α Time 1 = .84; α Time 2 = .87), and the other three measured SWFC (α 

Time 1 = .83; α Time 2 = .79). Sample items include “My work keeps me from my family activities 

more than I would like.” for TWFC. Response options ranged from 1 (Strongly disagree) to 5 

(Strongly agree).  

       ICW. ICW was measured using 5-item scale by Cox (1998) (α Time 1 = .90; α Time 2 = .94, 

e.g. “The atmosphere here is often charged with hostility.”). Response options ranged from 1 

(Strongly disagree) to 7 (Strongly agree).  

       Job satisfaction. Three items from Seashore, Lawler, Mirvis, and Cammann (1982) were 

used to assess job satisfaction (α Time 1 = .81; α Time 2 = .81, e.g. “All in all, I am satisfied with 

my job”). Response options ranged from 1 (Very strongly disagree) to 7 (Very strongly agree).  

       Psychological strain. Psychological strain was measured by eight items from the General 

Health Questionnaire revised by Kalliath, O'Driscoll, and Brough (2004). Four items were used 

to assess social dysfunction (α Time 1 = .82; α Time 2 = .78; e.g. “Felt capable of making decisions 

about things”). Four items were used to assess anxiety/depression (α Time 1 = .77; α Time 2 = .83; 

e.g. “Been feeling unhappy or depressed”). Response options ranged from 1 (Never) to 5 (All 

the time).  
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Acculturation. Twelve items developed by Gim Chung, Kim, and Abreu (2004) were used 

to assess acculturation (α Time 1 = .91; α Time 2 = .92; e.g. “How well do I speak the language of 

English?”). Response options ranged from 1 (Not very much) to 5 (Very much).  

Scale Validation 

       To validate the structure of measures, confirmatory factor analysis (CFA) was run using 

AMOS 21. We followed Williams, Vandenberg, and Edwards (2009) recommendations 

regarding the goodness-of-fit measures: the standardised root mean residual (SRMR ≤ 0.10), 

comparative fit index (CFI ≥ 0.95), and root mean square error of approximation (RMSEA ≤ 

0.08). If the fit indices were poor, model respecifications were applied, including trimming or 

correlating errors based on modification indices (Kline, 2011). WFC was split into two factors: 

SWFC and TWFC, each with 3 items. Psychological health was also split into two factors: 

social dysfunction and anxiety/depression, each with 4 items. All instruments achieved an 

acceptable level of fit (results available from authors). Overall, the hypothesized model 

included seven distinct factors: ICW, SWFC, TWFC, acculturation, job satisfaction, social 

dysfunction and anxiety/depression.  

Analysis 

       Hypotheses were tested using SEM in AMOS 21 to assess the direct effects (Hypotheses 

1-2), mediating effects (Hypotheses 3) and moderating effects (Hypotheses 4). Since the 

structural model became overly complex when we included all the hypothesis tests, we ran three 

sets of models - one mediation model and two moderation models (acculturation moderating 

the relationships of ICW with WFC, and of WFC with well-being). The only requirement for a 

significant mediation effect is that the indirect effect (a × b) is significant (Zhao, Lynch, & 

Chen, 2010). The requirement for a significant moderation effect is that an interaction term is 

significant (Dawson, 2014).  
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RESULTS 

Correlations 

Descriptive statistics and correlations for the study variables are shown in Table 1. In the 

mediation model, most of the study variables were significantly correlated to each other in the 

expected directions, except the correlation between ICWTime1 and TWFCTime2 (r = .07, ns). In 

the moderation models, AcculturationTime1 was only significantly correlated to job 

satisfactionTime2 (r = .29, p < .01), and social dysfunctionTime2 (r = -.20, p < .01). 

INSERT TABLE 1 ABOUT HERE 

Direct and Mediating Effect 

       To ensure demographic variables did not influence the study variables in the mediation 

test, we examined Pearson correlations in Table 1. The demographic variables had weak and 

inconsistent correlations with the study variables. If demographic variables are theoretically 

unimportant and have little relationship with key variables, they do not need to be controlled 

Spector and Brannick (2011). Hence, the demographic variables were not controlled in the 

mediation testing.  

The mediation model resulted in an acceptable fit: χ2 (23) = 47.6 (p = .002), CFI = 0.97, 

SRMR = 0.05, and RMSEA = 0.06. The mediation results were showed in Table 2. ICWTime1 

was significantly related to SWFCTime2, but not to TWFCTime2, partially supporting hypothesis 

1. SWFCTime2 but not TWFCTime2 was significantly related to job satisfactionTime2, social 

dysfunctionTime2, and anxiety/depressionTime2, also partially supporting hypothesis 2. 

Furthermore, SWFCTime2 was significantly mediated the relationships of ICWTime1 with job 

satisfactionTime2, social dysfunctionTime2, and anxiety/depressionTime2. However TWFCTime2 did 

not exhibit its mediating function in this study.  
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INSERT TABLE 2 ABOUT HERE 

Moderation effects 

       Table 1 shows that acculturation significantly correlated with resident length (r = .29, p 

< .01), education (r = .39, p < .01), and job tenure (r = .24, p < .01). Those three variables were 

controlled while conducting the moderation test. The two moderated SEM models also resulted 

in a good fit: χ2 (8) = 17.3 (p = .027), CFI = 0.97, SRMR = 0.05, and RMSEA = 0.07 for model 

of acculturation moderating the relationship between ICW and WFC; and χ2 (38) = 82.7 (p 

= .000), CFI = 0.96, SRMR = 0.07, and RMSEA = 0.07 for model of acculturation moderating 

the relationship between WFC and well-being. As depicted in Table 2, we did not get any 

significant interaction effects.  

DISCUSSION 

Work-to-family Conflict and Interpersonal Conflict at work  

       High ICW was related to high SWFC rather than TWFC, which empirically confirmed the 

proposition of Ling and Powell (2001) that ICW is a strain-based predictor of WFC for Chinese. 

That is because the Chinese culture places greater importance on interpersonal harmony than 

the Western culture, and ICW has greater negative effects for Chinese (Ling & Powell, 2001). 

This implies that Chinese immigrants might retain keep their traditional Chinese values to 

guide their behaviours, although they are exposed to a Western culture.  

Strain-based Work-to-family Conflict = Time-based Work-to-family Conflict?  

       Interestingly, only SWFC but not TWFC was related to well-being, which shares a similar 

pattern with our mediation results, that is, only SWFC rather than TWFC mediated the 

relationships between ICW and well-being. The results show that SWFC is a consistent 

mediator between work demands and well-being, and TWFC has fewer effects on well-being 

than SWFC. 
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       A possible explanation is that time is fluid, and people can engage in multiple activities at 

the same time (Kaufman, Lane, & Lindquist, 1991). Modern technologies conveniently help 

them participate in their work role, and at the same time do not rule out their participation in 

their family role (Bagger, Reb, & Li, 2014). In other words, work and family can be allies 

rather than competitors (Greenhaus & Powell, 2006). For example, in recent years, the 

popularity of the home-office provides an opportunity to fulfil the work demands, but 

simultaneously does not sacrifice time with family members (Brough & O'Driscoll, 2005). 

Furthermore, people may manage their own time reasonably with the flexible time policy. All 

employees have a right to request flexible work in New Zealand (Ministry of Business, 

Innovation & Empoyment, n.d.). Therefore, people have opportunities to reduce their TWFC, 

which then will not influence their well-being too much.   

Non-significant moderation effects of acculturation  

Surprisingly, acculturation did not significantly moderate all the examined relationships. 

A plausible explanation is that, in New Zealand, Chinese immigrants collectively choose to 

retain their traditional Chinese cultural values (Li, Hodgetts, & Sonn, 2014). Our measure of 

acculturation included English proficiency, cultural identity, cultural knowledge, and food 

consumption, which are defined as visible artefact acculturation (surface level of acculturation) 

by Pooyan (1984). Taras, Rowney, and Steel (2013) suggested that visible artefact 

acculturation has a small positive relationship with value acculturation (explaining only 4% of 

variation in value acculturation). It is quite possible that some immigrants speak, eat, interact, 

or dress similar to their host nations to appear to be more local, but still remain committed to 

their original values (Pooyan, 1984). Therefore, even though many Chinese immigrants may 

have developed a high level of visible artefact acculturation, the unchanged values may lead to 

the insignificant moderating effects. Our results indirectly support the view that it is the 
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different values shape different experiences of work-family conflict rather than the visible 

artefacts (Joplin, Shaffer, Francesco, & Lau, 2003).  

Implications 

       The current longitudinal study represents an initial attempt to test the work-family model 

with acculturation and ICW, and provides some theoretical and practical implementation. ICW 

have been rarely discussed in Western work-family research. However, given the present 

results, ICW should be included in future work-family research using Chinese samples. 

Interpersonal relationships play a particularly critical role for Chinese in the work place (Lai, 

1995; Ling & Powell, 2001). Furthermore, SWFC plays more important role in the work 

domain than TWFC, as SWFC has more effects on well-being than TWFC. Our findings also 

have practical implications for how to manage WFC among Chinese immigrants. Measures 

like flexible time schedule or using a home office may limit the adverse effects of TWFC on 

well-being. In order to continue to improve levels of well-being, organizations should adopt 

further measures to alleviate SWFC. For instance, an organization with Chinese immigrants 

should pay more attention to managing ICW.   

The non-significant moderation effects of acculturation suggest that visible artefact 

acculturation does not have buffering effects in our work-family model, while value 

acculturation may play a critical role in buffering those relationships. When measuring 

acculturation, including both visible artefacts and values would provide more information for 

researchers to explore immigrants’ work-family experiences. Practically, the research suggests 

that immigration services should include programs not only focusing on the surface levels of 

acculturation, such as language programs, but also comparing the values between the local 

culture and the Chinese culture. This should help Chinese immigrants to understand the locals 

better and engage in the society actively.  
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Limitation 

       This research focused only on Chinese immigrants in New Zealand. Therefore the present 

findings may lack the capacity to explain the work-family experiences of immigrants from 

other ethnic groups, or of Chinese immigrants in countries other than New Zealand.     

CONCLUSION 

       It is imperative to expand our understanding of WFC among Chinese immigrants, because 

the Chinese workforce is becoming a critical part of the current and future labour market in 

New Zealand (Badkar & Tuya, 2010), and worldwide (Varian et al., 2009). We found that ICW 

is a significant strain-based predictor of WFC, and SWFC has more effects on well-being than 

does TWFC. This would help organizations develop awareness of ICW among Chinese 

immigrant workers, and well manage ICW to reduce their WFC. Furthermore, visible artefact 

acculturation did not have moderation effects in our work-family model, which indirectly 

supports the notion that different values of individuals shape different work-family experiences, 

and further research in value acculturation is required. Overall, our research findings have 

significant implications for immigrants in both New Zealand and other countries.  
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FIGURE AND TABLES 

 

 

 

 

 

 

 

 

 

 

Figure 1. Hypothesised moderated mediated model with interpersonal conflict at work at 
Time 1 predicting well-being at Time 2 via WFC at Time 2, moderated by acculturation at 
Time 1.  

Note. WFC = work-to-family conflict; Social dysfunction and anxiety/depression are the two 
factors of psychological strain after conducting CFA.  

*When tested the moderation effects of acculturation between WFC and well-being, time- 
and strain-based WFC at Time 1 were used.  
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Table 1. Means, Standard Deviations, Internal Reliabilities, and Bivariate Correlations of Main Variables (N = 264) 

 

Note. TWIF = Time-based work-to-family conflict; SWIF = Strain-based work-to-family conflict; ICW = Interpersonal conflict at work; ACC = 
Acculturation; JS = Job satisfaction; SD = Social dysfunction; AD = Anxiety/depression. 

Internal reliabilities are reported along the diagonal in the brackets. * p < .01 (1-tailed).  

  

Variables M SD Gender Age 
No. of 
Depen
dents 

Resident 
Length  Education Job 

Tenure 1 2 3 4 5 6 7 8 9 

1.TWFCTime1 2.34 .97 .06 -.07 -.01 -.04 -.08 -.04 (.84)         

2.SWFCTime1 2.40 .91 .14 -.10 -.03 -.07 -.03 -.05 .58* (.83)        

3.TWFCTime2 2.62 .96 .07 -.16* .04 -.02 -.02 -.12 .41* .37* (.87)       

4.SWFCTime2 2.54 .81  .18* -.06 .07 -.01 .01 -.07 .28* .44* .55* (.79)      

5.ICWTime1 2.29 1.06    -.09 -.05 .02 -.02 -.12 -.05 .09 .12 .07 .19* (.90)     

6.ACCTime1 3.18 .65 .07 -.04 .07  .29*  .39*   .24* -.03 -.10 -.01 -.02 -.14 (.91)    

7.JSTime2 5.25 1.16 -.07 .04 .03 .00 .11 .10 -.06  -.19*  -.15* -.34* -.19*  .29* (.81)   

8.SDTime2 2.09 .61 .00 .03 .04 .03 -.10 -.05 .08  .18*  .27*  .41*  .07* -.20* -.47* (.78)  

9.ADTime2 2.05 .71 .16* -.17* -.05 -.02 .07 -.11 .15*  .32*  .27*  .46* .06   -.06 -.32* .48* (.83) 
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        Table 2. Mediation and Moderation Test Results 

Mediation test  Moderation test 

Mediated Path  Indirect effect (a×b)             Interaction Path Interaction effect 

ICWT1→SWFCT2→JST2 -.04**  ( .10**  × -.43***) ICWT1×Acculturation T1→SWFCT2          .02 

ICWT1→SWFCT2→SDT2  .04**  ( .10**  ×   .21***) ICWT1×Acculturation T1→TWFCT2         -.04 

ICWT1→SWFCT2→ADT2  .05**  ( .10** ×    .31***) SWFCT1×Acculturation T1→JST2         -.04 

ICWT1→TWFCT2→JST2 -.00      (  .03    ×  -.07) SWFCT1×Acculturation T1→SDT2          .02 

ICWT1→TWFCT2→SDT2  .00      (  .03    ×   .01) SWFCT1×Acculturation T1→ADT2          .02 

ICWT1→TWFCT2→ADT2  .00      (  .03    ×   .01) TWFCT1×Acculturation T1→JST2 

TWFCT1×Acculturation T1→SDT2 

TWFCT1×Acculturation T1→ADT2 

         .09 

         .01 

         .00 

	

       Note. Unstandardized regression weights, only main effects are shown. 

       TWFC = Time-based work-to-family conflict; SWFC = Strain-based work-to-family conflict; ICW = Interpersonal conflict 
       at work; JS = Job satisfaction; SD = Social dysfunction; AD = Anxiety/depression; T1 = Time 1; T2 = Time 2.  
 
       a = coefficients of path from predictor to mediator; b = coefficients of path from mediator to outcome. 

       p<.05*, p<.01**, p<.001***. 
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The following paper follows the layout, referencing and language required by the 

journal editors. 

ABSTRACT 

Work-family conflict (WFC) research has focused almost exclusively on non-

immigrant populations. To expand the understanding of WFC among immigrants, this 

longitudinal study (6-month time lag) aimed to investigate the mechanisms linking 

acculturation, WFC, and subjective well-being. In order to do this, two theory-based 

mediation models were developed. The models were tested on a sample of 264 Chinese 

immigrants working in New Zealand using structural equation modeling. Results show 

that subjective well-being mediated the effect of acculturation on WFC, and 

acculturation did not directly influence WFC. Furthermore, evidence was found for 

reciprocal relationships between WFC and subjective well-being, as well as for the 

same-domain perspective. Work interfering with family and family interfering with 

work (two directions of WFC) have significant effects on work-related and family-

related well-being respectively, and vice versa. In addition, we found that strain-based 

WFC, but not time-based WFC, exerted effects on subjective well-being. Overall, the 

present study provides an appropriate platform for future work-family research on 

immigrant populations, and offers practical prescriptions for human resource managers 

to operate successfully within a diverse workplace.  

Keywords: work-family conflict, Chinese immigrants in New Zealand, acculturation, 

mediation, subjective well-being 
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Mechanisms Linking Acculturation, Work-family conflict, and Subjective Well-

being among Chinese Immigrants in New Zealand 

INTRODUCTION 

The way we work “is not responding fast enough to the challenges presented by 

changes in the world around us” (Equal Opportunities Commission, 2007, p. 16). 

Although work-family issues have been widely researched in many countries over the 

past 30 years, organizations are still confronting the challenge of a changing global 

reality, including frequently increasing migration. Immigrants are exposed to a new 

culture that may be very different from their home cultures, and working environments 

are even more diverse. Most previous work-family studies assume that individuals 

function only within their own cultures, and overlook the impacts of acculturation, 

which refers to the process of immigrants adapting to a new culture (Berry, 2002). 

Individuals influenced by different cultures may have different work-family 

experiences (Aycan, 2008). Since immigrants are always juggling their home and host 

cultures (Li, 2011), their work-family experiences may be more complex than non-

immigrants. 

Acculturation is an inevitable journey for immigrants, and can exert a considerable 

impact on their work, family and even subjective well-being (Suárez-Orozco & Suárez-

Orozco, 2010). Acculturation might play a critical role when work-family theories are 

applied to immigrant populations (Grzywacz et al., 2007), but only recently has the role 

of acculturation received the attention of work-family researchers. Olson, Huffman, 

Leiva, and Culbertson (2013) found that social-based acculturation but not language-

based acculturation could directly contribute to WFC, which provided some insight into 

the role of acculturation in work-family experiences among immigrants. However, 

social-based acculturation may transfer its impact to WFC through subjective well-
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being, since the levels of acculturation could influence individuals’ subjective well-

being (Suárez-Orozco & Suárez-Orozco, 2010) and subjective well-being could 

directly affect their WFC (e.g., Nohe, Meier, Sonntag, & Michel, 2015). The 

relationship between subjective well-being and work-family conflict in the context of 

acculturation has not been discussed by Olson et al. (2013). Furthermore, besides 

language- and social-based acculturation, acculturation includes more components, 

such as food consumption and identity (Gim Chung, Kim, & Abreu, 2004). Therefore, 

the mechanisms that link acculturation with WFC and subjective well-being are still 

obscure. A lack of understanding of work-family conflict (WFC) among immigrants 

may constrain organizations from proactively facilitating employees’ subjective well-

being in a diverse working environment.  

To address this issue, the main aim of the current research is to shed light upon 

how immigrants’ acculturation, work-family conflict experiences and subjective well-

being interact with each other. In particular, this study utilized a longitudinal design 

(two waves) which aids in addressing possible causal connections, as this longitudinal 

design could reflect the dynamic process of acculturation (Olson et al., 2013) and of 

work-family conflict (Odle-Dusseau et al., 2013). This research focused on Chinese 

immigrants in New Zealand, who are becoming a crucial segment of the current and 

future workforce (Badkar & Tuya, 2010). 

 The present research examines work-family experiences among immigrant 

populations, thereby encouraging future work-family research to better understand 

complex WFC experiences among them. Practically this work offers some beneficial 

prescriptions for organizations on how to manage work-family conflict in a diverse 

working environment, including aiming to improve their work-family policies and 

practices. This may ensure the needs of immigrants in a diverse working environment 
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can be met, and at the same time foster the organizational success (Grzywacz et al., 

2007). 

Work-Family Conflict, Acculturation and Subjective Well-being 

Work-family conflict (WFC) is “a form of inter-role conflict in which the role 

pressures from the work and family domains are mutually incompatible in some respect. 

That is, participation in the family (work) role is made more difficult by virtue of 

participation in the work (family) role” (Greenhaus & Beutell, 1985, p. 77). According 

to the definition, WFC is a bidirectional concept: work interference with family (WIF) 

and family interference with work (FIW) (e.g., Byron, 2005). Based on the sources of 

inter-role conflict, WFC has two major forms1: time-based conflict and strain-based 

conflict (Geenhaus & Beutell, 1985). Time-based conflict occurs when time devoted to 

one role makes it difficult to participate in another role. Strain-based conflict suggests 

that psychological strain experienced in one role intrudes into and interferes with 

participation in another role (Geenhaus & Beutell, 1985). Therefore, four types of WFC 

are focused on in this paper: time-based WIF, strain-based WIF, time-based FIW and 

strain-based FIW.  

Acculturation is a complex process where immigrants adjust and adapt to a new 

culture and society, when they have moved to a new country (Sonderegger & Barrett, 

2004). During this process, immigrants deliberately or accidentally learn host cultural 

features, including language, clothing, food consumption, cultural knowledge, and 

values, and then adjust their behaviours, identity and values to align with the host 

cultures (Berry, 2002). However, this process is not easy. The larger the cultural 

distance (the degree of dissimilarity between two cultures), the more difficult it is for 

immigrants to adapt (Hofstede, Hofstede, & Minkov, 2010). This is the case of Chinese 
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immigrants who were born in a collectivistic culture, but now are living in a 

predominantly individualistic culture of New Zealand (Hofstede et al., 2010).  

Subjective well-being is defined as “a person’s cognitive and affective evaluations 

of his or her life” (Diener, Lucas, & Oishi, 2002, p. 63). It is a very broad concept, and 

can be indicated by positive emotion, psychological strain, depression, family 

satisfaction, job satisfaction, and life satisfaction (e.g., Ford, Heinen, & Langkamer, 

2007). Bellavia and Frone (2005) suggested that subjective well-being related to WFC 

can be divided into three categories: work-related well-being which primarily concerns 

the work, family-related well-being which primarily concerns the family, and 

individual well-being which primarily concerns the individual. Therefore, this research 

focuses on the following three indicators to represent the three categories. Job 

satisfaction refers to the degree to which an individual is satisfied or happy with his/her 

job (e.g., Carlson, Kacmar, & Williams, 2000). Family satisfaction refers to the degree 

to which an individual is satisfied or happy with his/her family (e.g., Carlson et al., 

2000). Psychological health (the reverse is psychological strain) describes an 

individual’s general feeling of emotional satisfaction (Kalliath, O'Driscoll, & Brough, 

2004).  

Mechanisms Linking WFC, Acculturation and Subjective Well-being 

As mentioned before, the relationships among WFC, acculturation and subjective well-

being remain unclear. Two prominent theoretical paradigms, role theory (Kahn, Wolfe, 

Quinn, Snoek, & Rosenthal, 1964) and conservation of resources theory (Hobfoll, 

1989), give some insight into these mechanisms. Role theory implies that individuals 

attempt to meet multiple work and family role expectations, and they may suffer some 

degree of role pressure, when their work and family roles are ambiguous (Kahn et al., 
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1964). Conservation of resources theory suggests that individuals may experience stress 

or strain when their personal resources (anything valued by a person, such as energies, 

time, and personal characteristics) are threatened or actually lost, which will motivate 

them to seek more resources in order to protect their personal resource pool (Hobfoll, 

2011). Accordingly, we proposed two alternative models: Model A, WFC mediating 

the relationship between acculturation and well-being (see Figure 1); and Model B, 

subjective well-being mediating the relationship between acculturation and WFC (see 

Figure 2). Both models have not been discussed in work-family literature, therefore the 

current research would enrich the literature by presenting the two competing models. 

INSERT FIGURE 1 AND FIGURE 2 ABOUT HERE 

WFC mediating the effect of acculturation on subjective well-being (Model A). 

In the work-family literature, a dominant “full-range” construct contains three main 

components: antecedents, a mediating WFC construct, and consequences (Michel, 

Mitchelson, Kotrba, LeBreton, & Baltes, 2009, p. 201).  

Expectations from work and family are one main category of the antecedents of 

WFC (Judge & Colquitt, 2004). During the process of acculturation, to fit into the new 

culture, immigrants have to come to terms with the work-role and family-role 

expectations which may be very different from their home culture (Lazarova, Westman, 

& Shaffer, 2010; Olson et al., 2013). However, the expectations are always implicit, 

unlike regulations which are clearly written down. Immigrants have to learn 

expectations from their own experiences and by observing members of the host culture 

speaking and behaving. Therefore, the information they obtain may lack clarity (Kahn 

et al., 1964). For example, at the workplace, when a Chinese immigrant encounters 



                                                                                              Chapter 5 Study Three 

	

	 110	

interpersonal conflict, some people may advise him/her to keep silent, while some 

others may suggest him/her to express him/herself (Wang, 2015). In the family life, 

Chinese immigrant parents may hesitate as to whether they should educate their kids in 

a normal Chinese way to be “tiger parents” (strict and demanding parents who always 

push their children to high achievement), or in a general Western way learning freely 

or through play. The process of weighing the advantages and disadvantages of either 

way could threaten or deplete immigrants’ personal finite resources (e.g., time and 

energy), which will increase the incompatibility between work and family domains 

(Michel, et al., 2011).  

Furthermore, acculturation could happen at the value level (Pooyan, 1984). That 

means that values of immigrants learned from their home countries may gradually 

change to be similar to values of locals in the host countries. In the current study, 

Chinese immigrants moved from a collectivistic culture to a predominantly 

individualistic culture of New Zealand (Hofstede et al., 2010). The values of Chinese 

immigrants may be progressively turning from collectivism to individualism through 

their frequent interaction with locals during their living in New Zealand. In contrast to 

collectivists generally regarding work and family domains as integrated, individualists 

are prone to see the two domains as distinct (Spector et al., 2004). The more work and 

family are mingled, the more liable people experience WFC. Therefore, Spector et al. 

(2004) reported that individualists (e.g., Anglos) had a lower level of WFC than 

collectivists (e.g., Chinese) through comparison between the two groups. Accordingly, 

the higher levels of acculturation Chinese immigrants obtain, the more likely they 

undergo lower levels of WFC.  
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Hypothesis 1. Acculturation will be negatively related to ( ) work interfering 

with family (WIF) and ( ) family interfering with work (FIW). 

A substantial body of evidence has demonstrated that when work-family conflict 

happens, there are adverse consequences to individuals’ subjective well-being, such as 

job satisfaction, family satisfaction, and psychological health (e.g., O'Driscoll, Brough, 

& Kalliath, 2004). Conservation of resources theory suggests that high levels of work-

family conflict will result in personal resource losses (time and energy), which will lead 

to decreased subjective well-being (e.g., Hobfoll, 1989). Specifically, both WIF and 

FIW are positively related to psychological strain, as increased levels will cause 

increased levels of anxiety, depression, social dysfunction, and feelings of discomfort, 

which are the indicators of psychological strain (Amstad, Meier, Fasel, Elfering, & 

Semmer, 2011).  

However, the relationships of WIF/FIW with job/family satisfaction are still 

debated. The segmentation theory suggests that there are firm boundaries between work 

and family, which gives rise to two contradictory perspectives: cross-domain 

perspective and same-domain perspective (which also refers to matching or resource 

attribution perspective; Amstad et al., 2011). The cross-domain perspective suggests 

that WIF negatively impacts on individuals’ family satisfaction, whereas FIW 

negatively influences their job satisfaction. When WIF (FIW) occurs, it will be difficult 

for the person to meet demands which family (work) requires, such as investment of 

time and energy (Ford et al., 2007). On the other hand, the same-domain perspective 

suggests that WIF is negatively related to job satisfaction, while FIW is negatively 

associated with family satisfaction (Amstad et al., 2011). The rationale behind this 

perspective is that when experiencing work-family conflict, individuals are likely to 
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blame the domain where the conflict arises rather than the receiving domain (Amstad 

et al., 2011; Nohe & Sonntag, 2014).  

In addition, boundary-permeability perspective suggests that the boundaries 

between work and family may be permeable, and work and family domains are more 

likely to be integrated (Rothbard & Ramarajan, 2009). As such, WIF and FIW may be 

related to both job and family satisfaction. Shang, O'Driscoll, and Roche (2017) found 

that WIF and FIW were negatively associated with both job and family satisfaction 

among Chinese immigrants in New Zealand. The reason is that immigrant family 

members are highly dependent on each other for support and companionship, as they 

are isolated from their relatives and friends in their home countries, which enhances the 

integration of work and family domains (Lazarova et al., 2010). Overall, three 

perspectives (cross-domain, same-domain, and boundary-permeability perspectives) 

currently provide insight into the relationships between WIF/FIW and job/family 

satisfaction. The present study compared the three perspectives to determine which 

perspective is more applicable in a sample of Chinese immigrants.  

       Hypothesis 2. ( ) Work interfering with family (WIF) and ( ) family interfering 

with work (FIW) will be negatively related to ( ) job satisfaction and (b) family 

satisfaction.  

       Hypothesis 2 (c). ( ) Work interfering with family (WIF) and ( ) family 

interfering with work (FIW) will be positively related to psychological strain.	

The work-family literature suggests that WFC can mediate the relationship of 

either family or work stressors and commitment with subjective well-being, since those 

relationships are not direct. During the process of acculturation, many immigrants will 
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have to endure the stress and pressure generated from their cultural shock, which may 

further exert detrimental influence to their work and family (Suárez-Orozco & Suárez-

Orozco, 2010). Therefore, acculturation could be regarded as one type of their family 

and work stressors. Furthermore, drawing on conservation of resources theory, high 

extent of WFC is bound to impair the sense of their subjective well-being (Michel et 

al., 2011). In support of our argument, research has reported social-based acculturation 

to be negatively related to WFC (Olson et al., 2013), and WFC to be negatively 

associated with family satisfaction, job satisfaction, and psychological health 

(O'Driscoll et al., 2004). In addition, most research on the mediation role of WFC was 

conducted among individuals who function solely in their own cultures. What remains 

unclear and untested is whether WFC acts as a mediator in an immigrant population. 

Therefore, assessing the mediation role of WFC among immigrants may broaden our 

understanding of the application of work-family theories in diverse ethnic groups. 

Given that, we predicted that acculturation will mediate the influence of WFC on 

subjective well-being.  

       Hypothesis 3. ( ) Work interfering with family (WIF) and ( ) family interfering 

with work (FIW) will mediate the relationships of acculturation with ( )  job 

satisfaction, ( ) family satisfaction, and ( ) psychological strain. 

       Subjective well-being mediating the effect of acculturation on WFC (Model 

B). A number of acculturation studies have demonstrated that acculturation has a direct 

effect on subjective well-being (Yoon, Lee, & Goh, 2008). Furthermore, a small 

number of work-family researchers have argued that a reverse relationship (as opposed 

to what is proposed in Hypothesis 2) may exist between subjective well-being and WFC 

(e.g., Nohe et al., 2015). Therefore, we also tested an alternative (Model B), which 
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posits that subjective well-being will mediate the relationship between acculturation 

and WFC, to compare with Model A. 

Through a person’s life, stressful events such as moving to an unfamiliar 

environment might impair his/her psychological health, job satisfaction, and family 

satisfaction (Leong, 2001). For example, at the early stage of migration, immigrants 

cannot avoid being subjected to some degree of acculturative stress, feelings of 

confusion, frustration, and anxiety due to experiences in their new environment 

(Neuliep, 2014). In the workplace, a lack of intercultural communication skills may 

lead to interpersonal conflict between immigrant workers and local workers (Amason, 

Allen, & Holmes, 1999). In family life, when parent/adolescent or husband/wife fit into 

the new country at difference paces, conflict between family members may occur 

(Suárez-Orozco & Suárez-Orozco, 2010). As such, personal resources could be 

threatened or actually lost in the process of juggling two cultures if the immigrants are 

unable to interact effectively with their new environment. Regarding the conservation 

of resources theory, losing resources is bound to undermine immigrants’ subjective 

well-being. Thus, we proposed:  

Hypothesis 4. Acculturation will be positively related to (a) job satisfaction, and 

(b) family satisfaction. 

Hypothesis 4 (c). Acculturation will be negatively related to (c) psychological 

strain.  

There are arguments suggesting that subjective well-being is likely to influence the 

experience of work-family conflict (Nohe et al., 2015). Matthews, Wayne, and Ford 

(2014) suggested that subjective well-being can serve as a personal resource. For 

example, individuals who experience high levels of job/family satisfaction might 
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perceive that they have a high level of self-efficacy for managing their work/family 

roles. In the same vein, people who have a high level of psychological health may 

perceive that they have sufficient energy to enrich their lives. Since the gain or loss of 

personal resources would result in the decreased or increased levels of work-family 

conflict (Hobfoll, 2011), subjective well-being is likely to have a negative relationship 

with WFC.  

As mentioned earlier, three perspectives (cross-domain, same-domain, and 

boundary-permeability perspectives) were examined by testing the relationships 

between WIF/FIW and job/family satisfaction. Furthermore, Nohe et al. (2015) 

suggested that those perspectives could also be applied to the reverse relationships of 

job/family satisfaction with WIF/FIW. Specifically, if family satisfaction (job 

satisfaction) exerts a significant effect only on FIW (WIF), the same-domain 

perspective will be supported. The rationale is that when suffering low levels of job 

(family) satisfaction, individuals are likely to blame work (family) for creating pressure 

which causes WIF (FIW). However, if family satisfaction (job satisfaction) only 

significantly impacts WIF (FIW), then the cross-domain perspective will be supported. 

That is, when individuals suffer low levels of job (family) satisfaction, they may utilize 

more resources to try to increase their job (family) satisfaction, which leads to fewer 

resources available for family (work), and then FIW (WIF) is likely to happen. Finally, 

if family/job satisfaction significantly influence both WIF and FIW, the boundary-

permeability perspective will be evidenced, as permeable work and family role 

boundaries enable individuals to integrate the domains of work and family (Powell & 

Greenhaus, 2012). Taken together, we proposed:  
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       Hypothesis 5. (a) Job satisfaction and (b) family satisfaction will be negatively 

related to (�) work interfering with family (WIF) and ( ) family interfering with work 

(FIW).  

       Hypothesis 5 (c). Psychological strain will be positively related to  (�) work 

interfering with family (WIF) and ( ) family interfering with work (FIW). 

       Regarding social identity theory, failure to fit into the host culture could minimize 

immigrants’ success at the workplace and their sense of family satisfaction, and 

simultaneously escalate their psychological strain (Lazarova et al., 2010). Furthermore, 

as mentioned earlier, drawing on conservation of resources theory, lower levels of 

subjective well-being are likely to intensify people’s WFC (Nohe et al., 2015). In 

support of our argument, research has reported that acculturation is positively related 

to subjective well-being (Yoon et al., 2008), and subjective well-being is negatively 

associated with WFC (Nohe et al., 2015). Therefore, we predicted that subjective well-

being will mediate the influence of acculturation on WFC.   

 
       Hypothesis 6. (a) Job satisfaction, (b) family satisfaction, and (c) psychological 

strain will mediate the relationships of acculturation with (�) work interfering with 

family (WIF) and ( ) family interfering with work (FIW). 

Comparison between Model A and Model B 

The purpose of this longitudinal study was to compare the two competing models 

to better understand the interplay among acculturation, WFC and subjective well-being 

in an immigrant population. In order to better capture the work-family experiences 

among Chinese immigrants, we addressed the following four questions: (1) does 
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acculturation directly or indirectly predict subjective well-being (Hypothesis 3 versus 

Hypothesis 4)? (2) does acculturation directly or indirectly predict WFC (Hypothesis 1 

versus Hypothesis 6)? (3) does WFC predict subjective well-being or vice versa 

(Hypothesis 2 versus Hypothesis 5)? and (4) whether the matching, cross-domain, or 

boundary-permeability perspective is applicable to Chinese immigrants in New 

Zealand (Hypothesis 2 versus Hypothesis 5)?  

METHOD 

Sample and Procedure 

       Participants were Chinese, born in Mainland China, Hong Kong, Taiwan, 

Singapore or Malaysia, working at least 15 hours per week, and living with at least one 

family member in New Zealand. Data were collected from universities, Chinese 

companies, Chinese associations and Chinese churches in New Zealand. Initially, we 

used the snowball sampling technique, and a total of 577 Chinese immigrants 

participated in the Time 1 (T1) survey. Approximately six months later, these 577 

respondents were invited to complete the Time 2 (T2) survey. A total of 264 (response 

rate = 45.8%) participated in the T2 survey. 51.9% were male, 71.6% had dependents 

at home, and 78.4% held a Bachelor’s degree, with 34.1% also having a higher tertiary 

qualification. The average age of the sample was 39.77 years (SD = 10.50). The average 

time of residence in New Zealand was 140.23 months, ranging from 9 to 720 months 

(SD = 82.16), and average job tenure was 66.67 months, ranging from 1 to 324 months 

(SD = 58.05).  

Measures 

       Using Brislin’s (1970) method, all survey items were translated into Chinese and 

then back-translated into English to minimize translation error. The same measures were 

used at both T1 and T2. The original English version of the questionnaire was firstly 
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translated into Chinese by two linguistics Ph.D. students, and then the Chinese version 

was translated back into English by three English teachers in China. Another three 

university lecturers whose native language is English compared the wording 

equivalence between original and back-translated versions. Finally, we provided three 

language versions of questionnaire for potential participants to choose, simplified 

Chinese, traditional Chinese and English. 

       Work-family conflict (WFC). Twelve items were used to assess WFC (Carlson et 

al., 2000). Three items respectively measured each of strain-based work interference 

with family (SWIF, αT1 = .83; αT2 = .79), time-based work interference with family 

(TWIF, αT1 = .84; αT2 = .87), strain-based family interference with work (SFIW, αT1 

= .88; αT2 = .90), and time-based family interference with work (TFIW, αT1 = .75; αT2 

= .77). Sample items are “Due to all the pressures at work, sometimes when I come 

home I am too stressed to do the things I enjoy” for SWIF, and “The time I spend on 

family responsibilities often interfere with my work responsibilities” for TFIW. 

Response options ranged from 1 (Strongly disagree) to 5 (Strongly agree), with a higher 

score representing more work-family conflict. 

       Job satisfaction. Three items from Seashore, Lawler, Mirvis, and Cammann (1982) 

were used to assess job satisfaction (αT1 = .81; αT2 = .81, e.g., “In general, I don’t like 

my job”). Response options ranged from 1 (Strongly disagree) to 7 (Strongly agree), 

with higher scores indicating greater job satisfaction.  

       Family satisfaction. Family satisfaction was measured with three items from 

Edwards and Rothbard (1999) (αT1 = .95; αT2 = .97, e.g., “In general, I am satisfied with 

my family life.”). Response options ranged from 1 (Strongly disagree) to 7 (Strongly 

agree), with higher scores indicating greater family satisfaction.  
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       Psychological strain. Psychological strain was measured by eight items from the 

General Health Questionnaire revised by Kalliath et al. (2004). Four items were used to 

assess social dysfunction, referred to as an individual’s self-evaluation of the 

performance of his/her daily activities and coping ability (αT1 = .82; αT2 = .78; e.g., 

“Been able to face up to my problems”). Four items were used to assess 

anxiety/depression, referred to as the extent of an individual’s anxiety and depression 

symptoms (αT1 = .77; αT2 = .83; e.g., “Been losing confidence in myself”). Response 

options ranged from 1 (Never) to 5 (All the time), with higher scores indicate higher 

levels of psychological strain. 

       Acculturation. Fourteen items developed by Gim Chung et al. (2004) were used to 

assess acculturation (αT1 = .91; αT2 = .92; e.g., “How well do I read and write in 

English?”). Response options ranged from 1 (Not very much) to 5 (Very much), with 

higher scores representing a greater level of acculturation.  

Confirmatory factor analysis  

Before proceeding with hypothesis testing, a series of confirmatory factor analyses 

(CFA) was conducted using AMOS 23 to confirm the factor structures of the measures. 

T1 data were firstly used to conduct these analyses. Consequently, WFC was split into 

four factors: strain-based WIF, time-based WIF, strain-based FIW and time-based FIW. 

Acculturation was initially separated into four factors: language proficiency, cultural 

knowledge, cultural identity, and food consumption. However, we consider that a single 

aspect of acculturation per se may not be able to represent acculturation. For example, 

immigrants could obtain a high level of second-language proficiency in their home 

country before moving to the new country, but that does not mean that they have 

acculturated. Therefore, we conducted a higher-order factor analysis for the measure of 

acculturation, and the model fit was significantly better than the four-factor model. As 
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such, one-factor acculturation was used in this study. Job and family satisfaction were 

one-factor measures. Psychological strain was divided into two factors: social 

dysfunction and anxiety/depression.  

All instruments achieved an acceptable level of fit (full results are available from 

the corresponding author). Standardized factor loadings were on average .79 for strain-

based WIF, .86 for time-based WIF, .87 for strain-based FIW, .71 for time-based 

FIW, .61 for acculturation, .76 for job satisfaction, .93 for family satisfaction, .70 for 

social dysfunction, and .71 for anxiety/depression. We also applied the T1 CFA results 

to T2 data, and all T2 the model fit and factor loadings also achieved an acceptable level 

(full results are available from the corresponding author). Hence, nine distinct constructs 

were used in this research: strain-based WIF, time-based WIF, strain-based FIW, time-

based FIW, acculturation, job satisfaction, family satisfaction, social dysfunction, and 

anxiety/depression. 

Analysis 

       As we had two waves of data, Cole and Maxwell (2003) suggested that analysis 

should include T1 scores for the exogenous variables (predictors), along with T2 scores 

for the endogenous variables (mediators and outcomes). In order to avoid 

contamination and inflated causal path estimates, we used T1 mediators and T1 

outcomes to control T2 mediators and T2 outcomes respectively (Cole & Maxwell, 

2003). Model A and B were tested using SEM in AMOS 23 to assess the direct effects 

(Hypotheses 1, 2, 4, and 5) and mediating effects (Hypotheses 3 and 6). We followed 

recommendations from Zhao, Lynch, and Chen (2010) that a significant mediation 

effect requires a significant indirect effect (a × b), and the significance of indirect 

effects can be determined by the bootstrapping estimates provided by AMOS. 
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Following the recommendation of Grace and Bollen (2005), unstandardized regression 

coefficients (Β) are presented.  

RESULTS 

Table 1 shows descriptive statistics and correlations for the study variables.  
 

INSERT TABLE 1 ABOUT HERE 

Control variables 

Regarding the control variables, some researchers (e.g., Byron, 2005) suggested 

that demographic variables have little influence on the magnitude of the parameter 

estimates in WFC models. Spector and Brannick (2011) argued that demographic 

variables do not need to be controlled if they are theoretically unimportant and have 

little relationship with main variables. In our two mediation models, resident length, 

education and job tenure had moderate correlations with acculturation (see Table 1). 

However, all the demographic variables had inconsistent and small correlations with 

the other variables (see Table 1). Hence, only acculturation was controlled by resident 

length, education and job tenure while we tested the two mediation tests.  

WFC Mediating the Effect of Acculturation on Subjective Well-being (Model A) 

Model A was supported, with overall fit statistics suggesting good model fit: χ2 

(106) = 205.93 (p = .000), CFI = 0.95, SRMR = 0.07, and RMSEA = 0.06. The direct 

and indirect effects are displayed in Table 2. However, acculturationT1 had no 

significant relationship with either type of WFC (see Table 2). Therefore, there is no 

evidence to support Hypothesis 1.  

With regard to the tests of WFC predicting subjective well-being (Hypothesis 2), 

strain-based WIFT2 was significantly negatively related to job satisfactionT2 (Β = -.33, 
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p < .001), but positively related to social dysfunctionT2 (Β = .12, p < .01) and to 

anxiety/depressionT2 (Β = .21, p < .001). Similarly, strain-based FIWT2 was 

significantly negatively related to job satisfactionT2 (Β = -.33, p < .001), and to family 

satisfactionT2 (Β = -.27, p < .01), but positively related to social dysfunctionT2 (Β = .18, 

p < .001) and to anxiety/depressionT2 (Β = .24, p < .001). Interestingly, neither time-

based WIF nor time-based FIW had significant relationships with subjective well-being. 

Therefore, the results suggest that strain-based WFC, but not time-based WFC, was a 

predictor of subjective well-being in our sample. Furthermore, we found no support for 

WFC as a mediator in the relationship between acculturation and subjective well-being,  

inconsistent with Hypothesis 3.  

Subjective Well-being Mediating the Effect of Acculturation on WFC (Model B) 

Model B was supported, with overall fit statistics suggesting excellent model fit: 

χ2 (90) = 152.84 (p = .000), CFI = 0.97, SRMR = 0.05, and RMSEA = 0.05. The direct 

and indirect effects are displayed in Table 2. AcculturationT1 was significantly 

positively associated with job satisfactionT2 (Β = .30, p < .001), and negatively 

associated with social dysfunctionT2 (Β = -.10, p < .05). Therefore, in line with 

Hypothesis 4, the results suggest that the levels of acculturation functioned as a 

predictor of Chinese immigrants’ subjective well-being.  

With regard to the tests of subjective well-being predicting WFC (Hypothesis 5), 

job satisfactionT2 was significantly negatively related to strain-based WIFT2 (Β = -.11, 

p < .05). Family satisfactionT2 was significantly negatively related to strain-based 

FIWT2 (Β = -.10, p < .01) and to time-based FIWT2 (Β = -.11, p < .05). Social 

dysfunctionT2 was significantly positively related to strain-based WIFT2 (Β = .27, p 

< .001), time-based WIFT2 (Β = .29, p < .01), strain-based FIWT2 (Β = .23, p < .01), and 

time-based FIWT2 (Β = .28, p < .01). Anxiety/depressionT2 was significantly positively 
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related to strain-based WIFT2 (Β = .27, p < .001), time-based WIFT2 (Β = .18, p < .05), 

and strain-based FIWT2 (Β = .23, p < .001). Therefore, in line with Hypothesis 5, the 

results demonstrate that subjective well-being predicted WFC in our sample. 

With regard to Hypothesis 6, job satisfactionT2 significantly mediated the 

relationship between acculturationT1 and strain-based WIFT2, and social dysfunctionT2 

significantly mediated the relationships of acculturationT1 with all four types of WFCT2 

(see Table 2). Therefore, we found support for subjective well-being as a mediator in 

the relationship between acculturation and WFC. This is consistent with Hypothesis 6.  

INSERT TABLE 2 ABOUT HERE 

DISCUSSION 

In this longitudinal study, we set out to establish mechanisms that link acculturation, 

WFC, and subjective well-being among Chinese immigrants in New Zealand by testing 

two theory-based models. Specifically, Model A is that WFC mediates the relationship 

between acculturation and subjective well-being, while Model B is that subjective well-

being mediates the relationship between acculturation and WFC. The two models were 

presented due to theories that could support either, yet with regard to the work-family 

experiences of immigrant populations remain unclear. We assessed the direct and 

indirect effects in both models. The most important findings emerging from our study 

are: (1) acculturation was directly related to subjective well-being; (2) subjective well-

being was a mediator of the relationship between acculturation and WFC; (3) there were 

reciprocal relationships between WFC and subjective well-being; and (4) the same-

domain perspective was most supported. Overall, these findings suggest that Model B 

is relatively better than Model A. In addition, we found that strain-based WIF/FIW, but 

not time-based WIF/FIW, were significantly related to subjective well-being.  
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Acculturation Directly Predicting Subjective Well-being 

Our results supported a direct relationship between acculturation and subjective well-

being. Specifically, acculturation was directly related to job satisfaction and social 

dysfunction. It appears that the more immigrant workers acculturate into local culture, 

the more likely they will report higher job satisfaction and psychological health. This 

could be because when immigrants are highly acculturated, their language proficiency 

is improved, new social networks are built up, new conflict resolution skills are learned, 

and they get used to local work norms (e.g., Berry, 2002; Winkelman, 1994). According 

to the conservation of resources theory, this new learning could serve to enrich 

individuals’ resource pool (gain spiral) (Hobfoll, 2011), which will then enhance their 

performance at workplace and their psychological health. However, acculturation was 

not significantly related to family satisfaction. That may be due to that acculturation is 

not directly relevant to their family life, since Chinese immigrants, at home, tend to 

maintain their Chinese values, language, and cultural expectations (Shang et al., In 

press).  

Acculturation Indirectly Predicting WFC 

       The relationship between acculturation and WFC appears to be more indirect than 

direct, since the results failed to confirm the direct relationship between them in 

Hypothesis 1, but supported the mediation relationship in Hypothesis 6. Specifically, 

job satisfaction significantly transmitted the influence of acculturation to strain-based 

WIF. We also found that social dysfunction (one type of psychological strain) 

significantly transmitted the influence of acculturation to all four types of WFC. Two 

significant paths, one from acculturation to subjective well-being and the other from 

subjective well-being to WFC, are helpful to explain those mediation relationships. As 
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mentioned above, when immigrants acclimatize to the host culture (that is, highly 

acculturated), they could gain more personal resources which enhance their job 

satisfaction and psychological health. The enhanced well-being could serve as new 

resources that relieves the tension between work and family (Nohe et al., 2015). 

Therefore, this finding suggests that acculturation can exert its influence on WFC via 

job satisfaction and social dysfunction, rather than directly.  

Reciprocal Relationships between WFC and Subjective Well-being    

Our results reveal that there are reciprocal relationships between WFC and 

subjective well-being (Hypothesis 2 and Hypothesis 5). Specifically, individuals who 

experience high levels of strain-based WIF are more likely to indicate decreased job 

satisfaction and psychological health (Hypothesis 2), while individuals who perceive 

low levels of subjective well-being tend to report increased WFC (Hypothesis 5). Our 

findings are consistent with the view that subjective well-being is not only a 

consequence of work-family conflict, but can also serve as an indicator of conflict 

(Matthews et al., 2014). Hobfoll’s (2011) notion of a loss spiral could explain these 

reciprocal relationships. People who experience WFC may invest more personal 

resources than usual to meet the demands of work/family roles. Leading to initial 

resource losses, which could negatively affect their perceived subjective well-being 

(Matthews et al., 2014). Because initial resource losses can lead to a loss spiral (Hobfoll, 

2011), negative well-being may continue to worsen, exacerbating incompatibility 

between work and family.   

The Same-domain Perspective�

       This study extends the ongoing debate about whether same-domain, cross-domain, 

or the boundary-permeability perceptive provides the best fit in work-family models 



                                                                                              Chapter 5 Study Three 

	

	 126	

for Chinese immigrants. In Model A, we found that WIF predicted job satisfaction but 

not family satisfaction, and the influence of FIW was stronger on family satisfaction 

than on job satisfaction. In (reverse) Model B, job satisfaction primarily influenced 

WIF (but not FIW), while family satisfaction affected only FIW (but not WIF). These 

results imply that the same-domain perspective is supported in both models. That is, on 

the one hand, WIF has significant effects on work-related well-being, and FIW has 

significant effects on family-related well-being; on the other hand, work-related well-

being significantly influences WIF, and family-related well-being significantly 

influences FIW. The reason could be that individuals cognitively tend to appraise the 

source of the conflict or strain negatively (Shockley & Singla, 2011). In other words, 

when conflict or strain occurs, individuals may psychologically attribute blame to the 

domain which is the source of the conflict or strain (Amstad et al., 2011). 

       In summary, all the direct and indirect hypotheses in Model B were supported. It 

seems that Model B (subjective well-being mediating the relationship between 

acculturation and WFC) is relatively better than Model A (WFC mediating the 

relationship between acculturation and subjective well-being).  

Strain-based WIF/FIW Having Stronger Influence than Time-based WIF/FIW 

        Additionally, we found that only strain-based WIF/FIW, but not time-based 

WIF/FIW, were associated with the subjective well-being in Model A. For Chinese 

immigrants, the effect of time-based conflict may be indirectly transmitted to strain-

based conflict. Traditionally, researchers considered that time-based WIF/FIW and 

strain-based WIF/FIW are respectively associated with the physical amount of time cost 

and the psychological amount of energy depleted (Steiber, 2009). However, time-based 

conflict is also closely related to psychological energy depletion (Rothbard & 
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Ramarajan, 2009). That is, when individuals spend considerable time on work or 

family, energy is bound to be consumed (Steiber, 2009), which will result in increased 

strain-based WFC. In other words, individuals’ primary appraisal regarding the 

potential impact of time-based WIF/FIW could account for the transmission of effect 

from time-based WIF/FIW to strain-based WIF/FIW. This is understandable, as the 

immigrants are likely to make a great effort to adjust their work and family roles in 

order to meet the new prescribed expectations, even sacrificing their time. This 

argument is also supported by the large correlations of time-based WIFT2 with strain-

based WIFT2 (r = .55, p < .01), and of time-based FIWT2 with strain-based FIWT2 (r = 

.56, p < .01) in our study (see Table 1). Hence, strain-based WIF/FIW rather than time-

based WIF/FIW appears to play a pivotal role to predict subjective well-being. 

Theoretical implications 

       The present longitudinal study has significant implications for the work-family 

literature in several ways. First, this is the first longitudinal study to investigate the 

interactions among acculturation, WFC, and subjective well-being. As previously 

outlined, work-family experiences of immigrants are far more complex, and Model B 

does not fully capture the reciprocal relationships between WFC and subjective well-

being. However, our results reveal that the Model B (subjective well-being mediating 

the relationship between acculturation and WFC) is relatively better than Model A 

(WFC mediating the relationship between acculturation and subjective well-being). 

Specifically, acculturation directly predicts the levels of subjective well-being, which 

then influence the levels of WFC. Therefore, Model B may offer an appropriate 

framework for future work-family research on immigrant populations.  
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        Our study also contributes to the work-family literature by highlighting the 

predictive role of acculturation in the work-family experiences of Chinese immigrants. 

This is important, as acculturation can reshape immigrants’ values that will influence 

their attitudes, expectations and behaviors towards their family and work (Lazarova et 

al., 2010). The current study provides evidence that acculturation could indirectly 

predict immigrants’ work-family conflict experiences by the mediator of subjective 

well-being. In previous work-family research, the correlates of WFC are mostly around 

organizational and family context (Byron, 2005). But immigrants’ personal 

acculturation has received less attention. Therefore, our study broadens the lens that 

can be used to better understand work-family experiences among immigrant 

populations by addressing the role of acculturation in WFC models.   

Moreover, this study contributes to the recent argument among non-immigrant 

populations about whether reciprocal relationships between WFC and subjective well-

being exist. Our results show that WFC and subjective well-being have reciprocal 

relationships, which is consistent with Matthews et al. (2014) and Nohe et al. (2015). 

However, there are some limitations of the two studies regarding subjective well-being. 

Matthews et al. (2014) examined only general well-being, while Nohe et al. (2015) 

investigated only work-related strain. This study simultaneously examined job 

satisfaction, family satisfaction, and psychological health, which extend previous 

findings in this area. In doing so, this study extends the argument about the direction of 

the relationship between WFC and well-being from non-immigrant populations to 

immigrant populations. Future work-family research might extend this study by testing 

these reciprocal relationships among other immigrant populations. 

Additionally, our results contribute to the ongoing debate among the same-domain, 

cross-domain, and boundary-permeability perspectives, by testing the relationships of 
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WIF/FIW with job/family satisfaction, and the reverse relationships. We found that the 

effects between WIF/FIW and job/family satisfaction in both directions are aligned 

with the same-domain perspective. This finding enriches the work-family literature in 

two ways. Firstly, we extend the debate largely conducted among non-immigrants to 

an immigrant population. Secondly, previous research on the debate mainly focused on 

the same-domain and cross-domain perspectives (e.g., Amstad et al., 2011; Nohe et al., 

2015). However, this study brought the boundary-permeability perspective into the 

debate. Future work-family research might incorporate all three perspectives while 

investigating the relationships between WIF/FIW and job/family satisfaction, 

especially among immigrant populations.  

Practical implications 

       For organizations, it is crucial to understand how work-family conflict affects 

immigrant employees in diverse working environments (Olson et al., 2013). This study 

provides insight to aid human resource managers to function in an increasingly diverse 

workforce. Because our results show that acculturation directly influences immigrants’ 

subjective well-being, one of the most obvious implications is that managers could 

facilitate immigrant employees’ well-being by fostering acculturation to host work 

environments. For example, organizations could conduct workshops to 

comprehensively explain organizational guidelines, policies, and culture for immigrant 

employees to fit into the new working environments, which could positively contribute 

to their work-related acculturation. In addition, organizations could provide cultural 

adjustment training programs for all employees, especially managers, to gain some 

insight into nuanced cultural differences, which would assist both human resource 

managers and immigrant employees to operate successfully within a diverse workforce 

(Meyer, 2014).  



                                                                                              Chapter 5 Study Three 

	

	 130	

Our results illustrate that WIF and job-related outcomes are mutually related (the 

same-domain perspective, and reciprocal relationships between WFC and subjective 

well-being). Therefore, organizations should create or continue to improve their family-

friendly work policies, incorporating the concerns and demands of immigrants. The 

policies can serve as tools and resources for immigrant employees to minimize work 

interfering with their families. For example, policies should allow immigrant workers 

to have a flexible work schedule, and they can shift their work to stay with their family 

especially during important ethnic festivals which should be emphasized by human 

resource managers. Furthermore, relevant training should be provided for managers to 

understand that subjective well-being has a negative relationship with immigrant 

employees’ WFC, and fostering immigrant employees’ subjective well-being should be 

high on the agenda of human resource managers. For example, managers can assess 

immigrant employees’ well-being in a certain period to know their status of well-being 

timely and make corresponding actions to address their immediate needs. In doing so, 

organizational effectiveness could also be enhanced (Amstad et al., 2011). 

Additionally, we found strain-based WFC had more effects on subjective well-

being than did time-based WFC. Work-family policies normally mainly focus on how 

to relieve time-based WFC, such as providing flexible time schedule and allowing 

home office. In order to continue to improve the well-being of immigrant employees, 

managers should also strive to alleviate strain-based WFC. For example, managers 

should pay more attention to the work-related stress caused by acculturation, such as 

managing the interpersonal conflict at workplace due to the cultural misunderstandings 

between immigrant employees and local employees (Shang, O'Driscoll, & Roche, 

2016).  
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Limitations  

Our study has several limitations. First, all the measures were self-reports, which 

could have some inherent bias in participants’ responses (Olson et al., 2013). Our 

longitudinal data and higher-order statistical approaches (e.g., CFA and SEM) would 

help reduce this common method bias (Haar, Russo, Suñe, & Ollier-Malaterre, 2014). 

Second, although a 6-month gap longitudinal design was applied in the current study, 

a longitudinal design over decades is needed to provide full insight into the role of 

acculturation. That is because acculturation progresses at a very slow pace in the first 

ten years (Taras, Rowney, & Steel, 2013). Third, it should be noted that value 

acculturation was not measured in the current study. Acculturation generally occurs not 

only at the surface level, but also at the core value level (Pooyan, 1984). It would be 

worthwhile for future work-family researchers to examine the role of value 

acculturation. Fourth, caution is needed in generalizing our findings, because our study 

only focused on Chinese immigrants in one country, New Zealand. The current findings 

may not generalize to immigrants from other cultures, or to Chinese immigrants in 

countries other than New Zealand. Fifth, the size of immigrant populations in 

organizations may influence acculturation levels of immigrant employees. However, in 

our survey, we were not able to identify the size of immigrant populations in the 

organizations our participants worked for.  

CONCLUSION 

The present longitudinal study compared two theory-based mediation models to 

illustrate the complex relationships among acculturation, WFC, and subjective well-

being in Chinese immigrants in New Zealand. We found that subjective well-being 

mediated the relationship between acculturation and WFC, although there was no direct 

relationship between acculturation and WFC. Our study provides convincing evidence 
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for the reciprocal relationships between WFC and subjective well-being, as well as the 

same-domain perspective. In addition, we found that strain-based WFC, but not time-

based WFC, exerted significant effects on subjective well-being. Overall, the findings 

offer a fresh picture of the work-family experiences among immigrant populations, 

which we hope will encourage work-family researchers to further explore the work-

family interface among immigrants, and human resource managers to further improve 

immigrant employees’ well-being.  
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FIGURES AND TABLES 

 

 

 

 

 

 

Figure 1. Model A: work-family conflict mediating the relationship between acculturation and 
subjective well-being. T1 = Time 1; T2 = Time 2; WIF = Work interference with family; FIW = Family 
interference with work.  

 

 

 

 

 

 

 

 

Figure 2. Model B: subjective well-being mediating the relationship between acculturation and work-
family conflict. T1 = Time 1; T2 = Time 2; WIF = Work interference with family; FIW = Family 
interference with work.  
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                         Table 1. Descriptive Statistics and Correlations for Major Variables (N = 264) 

 

 

 

 

 

 

 

 

 

 

 

                          

                        Note. SWIF = Strain-based work interference with family; TWIF = Time-based work interference with family; SFIW = Strain-based family 
interference with  work; TFIW = Time-based family interference with work; ACC = Acculturation; JS = Job satisfaction; FS = Family satisfaction; 
SD = Social dysfunction; AD = Anxiety/depression; T1 = Time 1; T2 = Time 2.  

                         Internal reliabilities are reported along the diagonal in the brackets.  p < .05*; p < .01** (One-tailed).  

variables   M   SD Gender  Age 
No. of 
depends 

Resident  
length 

Education 
Job 
tenure 

1 2 3 4 5 6 7 8 9 

1.SWIFT2 2.54   .81   .18** -.06  -.02  .07     .01 -.07  (.79)         

2.TWIFT2 2.62   .96   .07 -.16**   .00  .04    -.02 -.12**  .55**  (.87)        

3.SFIWT2 2.26   .81   .04 -.09   .09 -.13*    -.05 -.04  .50**  .28** (.90)       

4.TFIWT2 2.58   .80   .07 -.18**   .13* -.09    -.10 -.17**  .40**  .50**   .56**  (.77)      

5.ACCT1 3.17   .64   .07 -.07   .05  .28**     .38**  .22** -.02 -.02 -.18** -.12* (.92)     

6.JST2 5.25 1.16  -.07  .04   .03  .00     .11*  .09 -.34** -.15**  -.30**  -.17**  .28**  (.81)    

7.FST2 5.52 1.30  -.09 -.09  -.04  .06     .10*  .05 -.27** -.17**  -.41**   .27**  .23**  .38**  (.97)   

8.SDT2 2.09   .61   .00  .03   .04  .03    -.10* -.05  .41**  .27**   .43**   .32** -.21** -.47**  -.51** (.78)  

9.ADT2 2.05   .71   .16** -.17**  -.05 -.02     .07 -.11*  .46**  .27**   .41**   .21** -.06 -.32**  -.38**  .48** (.83) 
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Table 2. Direct and indirect coefficients in Model A and Model B 

 

 

 

 

 

 

 

 

 

 

 

 

Note. a = the unstandardized path coefficients of path from predictor to mediator; b = the unstandardized path coefficients of path from mediator to outcome; 
T1 = Time 1; T2= Time 2; ACC = Acculturation; SWIF = Strain-based work interference with family; TWIF = Time-based work interference with family; 
SFIW = Strain-based family interference with work; TFIW = Time-based family interference with work; JS = Job satisfaction; FS = Family satisfaction; SD = 
Social dysfunction; A/D = Anxiety/depression. p<.05*, p<.01**, p<.001***.

Mediated Paths in Model A      Indirect effect (a×b) Mediated Paths in Model B    Indirect effect (a×b) 
ACCT1→SWIFT2→JST2  -.00     (.01   ×  -.33***) ACCT1→JST2→SWIFT2 -.03*  (.30**  ×  -.11**) 
ACCT1→SWIFT2→FST2  -.00     (.01   ×  -.09    ) ACCT1→JST2→TWIFT2 -.00   (.30**  ×  -.01  ) 
ACCT1→SWIFT2→SDT2   .00     (.01   ×   .12**  ) ACCT1→JST2→SFIWT2 -.01   (.30**  ×  -.04  ) 
ACCT1→SWIFT2→ADT2   .00     (.01   ×   .21***) ACCT1→JST2→TFIWT2  .00   (.30**  ×    .01  ) 
ACCT1→TWIFT2→JST2  -.00    (-.01   ×  .04   ) ACCT1→FST2→SWIFT2 -.00   (.17    ×   -.00  ) 
ACCT1→TWIFT2→FST2  -.00    (-.01   ×  .00   ) ACCT1→FST2→TWIFT2 -.00   (.17    ×    .01  ) 
ACCT1→TWIFT2→SDT2   .00    (-.01   ×  .00   ) ACCT1→FST2→SFIWT2 -.02    (.17    ×   -.10**) 
ACCT1→TWIFT2→ADT2   .00    (-.01   ×  .02   ) ACCT1→FST2→TFIWT2 -.02   (.17    ×   -.11* ) 
ACCT1→SFIWT2→JST2   .03    (-.13   ×  -.23** ) ACCT1→SDT2→SWIFT2 -.03*   (-.10* ×   .27***) 
ACCT1→SFIWT2→FST2   .04     (-.13   ×  -.27** ) ACCT1→SDT2→TWIFT2 -.03*   (-.10* ×   .29**) 
ACCT1→SFIWT2→SDT2  -.02    (-.13   ×   .18***) ACCT1→SDT2→SFIWT2 -.02*  (-.10* ×   .23**) 
ACCT1→SFIWT2→ADT2  -.03    (-.13  ×   .24***) ACCT1→SDT2→TFIWT2 -.03*  (-.10* ×   .28**) 
ACCT1→TFIWT2→JST2  -.01   (-.12   ×   .08  ) ACCT1→ADT2→SWIFT2 -.01    (-.05   ×   .27***) 
ACCT1→TFIWT2→FST2   .01   (-.12   ×  -.12  ) ACCT1→ADT2→TWIFT2 -.01   (-.05   ×   .18*) 
ACCT1→TFIWT2→SDT2 -.00    (-.12   ×   .02  ) ACCT1→ADT2→SFIWT2 -.01   (-.05   ×   .23***) 
ACCT1→TFIWT2→ADT2   .00   (-.12   ×  -.10  ) ACCT1→ADT2→TFIWT2  -.00  (-.05   ×   .05  ) 
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1 Behaviour-based conflict was not included in the present study, as it usually happens among 

individuals with very unique occupations. For example, correctional staff at work may have 

developed behaviours that are not necessarily appropriate in family life, such as questioning 

family members or barking orders (Lambert, Hogan, Camp, & Ventura, 2006). Except for these 

unique occupations, appropriate behaviours at work (home) may not be greatly incompatible 

with appropriate behaviours at home (work).	
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The following paper follows the layout, referencing and language required by the journal 

editors. 

ABSTRACT 

In response to the growing ethnic diversity in the labour force, this qualitative study explored, 

the value acculturation, the antecedents of work-family conflict (WFC) and ways of coping 

with WFC among Chinese immigrants. Participants (n = 33) were selected from a longitudinal 

survey in New Zealand and those who obtained the lowest 10% and the highest 10% of scores 

on work-family conflict were selected for inclusion in the present study. Responses from the 

two extreme groups (high and low WFC) were compared. This study found that most Chinese 

immigrants had a low level of value acculturation, and strongly held their traditional Chinese 

cultural values, which largely affected the antecedents of WFC and their coping strategies. The 

present study sheds light on the antecedents of WFC and coping strategies among immigrant 

populations, and expands the scope of work-family research among immigrants.   

Keywords: Work-family conflict, acculturation, Chinese immigrants, coping strategy 
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When East Meets West: What are the Antecedents of Work-Family Conflict and 

Coping Strategies among Chinese Immigrants Juggling the Different Cultures? 

1. Introduction 

       Considerable attention has been given to the way individuals manage work and family 

responsibilities (Reddick, Rochlen, Grasso, Reilly, & Spikes, 2012). Work-family conflict 

(WFC) is “complex”, and many factors can contribute to high levels of this form of conflict 

(Ahmad, 2008, p.58). In recent years, increasing migration has fuelled the complexity of WFC 

among immigrant populations (Shang, O'Driscoll, & Roche, 2017). Immigrants are exposed to 

both local and home cultures, and thus expectations of work and family roles are intricate. 

However, sparse attention has been given to the work-family experiences of immigrants. This 

is somewhat surprising given the increasing rate of immigrants worldwide. In New Zealand, 

for example, the Chinese ethnic group is a fast growing and critical part of the current and 

future labour market (Badkar & Tuya, 2010). In 2013, Chinese immigrants accounted for 4.3% 

of the total population of New Zealand, with 73.4% born overseas (New Zealand Census 

Statistics, 2013). Therefore, it is critical to expand research on the work-family field in 

response to the emerging ethnic diversity in the labour force in many countries. The current 

study explores the WFC experiences among a unique population that has received limited 

attention within the work-family literature: Chinese immigrants in New Zealand.  

A series of in-depth interviews was conducted to achieve the following three objectives. 

First, we examined Chinese immigrants’ value acculturation related to work and family. 

Second, we sought to explore antecedents of WFC among Chinese immigrants in New Zealand. 

Third, we evaluated coping responses by comparing participants with high WFC and those 

with low WFC. In doing so, this study contributes to the work-family literature by evaluating 

the effect of home and local cultural values on immigrants’ WFC and coping strategies. This 

study enriches our understanding of the complex WFC experiences among immigrant 
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populations, and their specific coping strategies in the context of acculturation. The improved 

understanding would not only guide future work-family research among immigrant 

populations, but also provide practical recommendations for Chinese immigrants in aiming to 

balance their work and family, as well as for aiding the ability of organizations and 

governments to develop policies and training programs to support immigrants.   

1.1. Antecedents of work-family conflict in the context of acculturation 

       Work-family conflict (WFC) generally refers to “a form of inter-role conflict in which the 

role pressures from the work and family domains are mutually incompatible in some respect” 

(Greenhaus & Beutell, 1985, p.77). WFC has been widely recognized as a bidirectional concept: 

work interference with family and family interference with work (Michel, Kotrba, Mitchelson, 

Clark, & Baltes, 2011). Researchers have classified various antecedents of WFC into two main 

groups: work-related antecedents (e.g. job pressure, working overtime, and work role conflict) 

and family-related antecedents (e.g. family role overload, family time demands, and parental 

demands) (Michel et al., 2011). The linkage between those antecedents and WFC can be 

interpreted by the combination of role theory (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964) 

and conservation of resources theory (Hobfoll, 2011). Specifically, individuals seek to achieve 

their various work and family role expectations (role theory), and the two roles are constantly 

competing for their finite personal resources, such as time and energy (conservation of 

resources theory), which then leads to the frequent interface between work and family. 

However, the above findings are based on the assumption that individuals only function in 

a single cultural context, and it might be inappropriate to generalize previous findings to 

immigrant workers living in dual cultures. In the context of migration, when an individual steps 

into another country, he/she inevitably confronts a different social reality and culture which 

might impose different expectations for both work and family roles, compared to the 

expectations of those living in their home country (Lazarova, Westman, & Shaffer, 2010). 
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Therefore, many behaviors and concepts which were appropriate in immigrants’ country of 

origin may not be accepted in the new country. In order to create psychological comfort with 

various aspects of the new host culture, many immigrants strive hard to adjust themselves to 

fit into their new culture (Lazarova et al., 2010). This process of adjustment is called 

acculturation (Berry, 2002). Grzywacz et al. (2007) suggested that acculturation may play a 

crucial role in the work-family nexus among immigrants. The key rationale is that acculturation 

could reshape a person’s values on work and family roles when they confront challenges in 

new work and family contexts (Lazarova et al., 2010).  

To better understand work and family interfaces during acculturation, we utilized the 

cultural dimension of individualism-collectivism, which refers to “the degree to which people 

in a country prefer to act as individuals as opposed to preference to act as members of groups” 

(Yang, 2005, p.293). The values of work and family are distinct in individualistic and 

collectivistic cultures. Individualists usually refer to their family as a nuclear family, while 

collectivists view their family as an extended family. Individualists typically regard work as a 

crucial expression of their achievement and personal interest, while collectivists generally see 

work as a tool for gaining benefit for their families. Furthermore, the nexus between work and 

family may also vary in the two cultures. For example, cultures differ largely in how people 

prioritize their work and family (Yang, 2005). In individualistic cultures, devoting more time 

to work is regarded as sacrificing family for career success, which may result in dissatisfaction 

among family members. When conflict between work and family happens, individualists 

would like to side with their families. However, in collectivistic cultures, sacrificing family 

time for work is perceived as striving for family welfare. When WFC occurs, people are likely 

to give higher priority to work, because this is seen as supporting the family in the long run. 

Additionally, cultures also differ in how people set the boundary between work and family 

domains (Yang, 2005). In individualistic cultures, employees usually have a clear boundary 
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between their family and work. In contrast, people in collectivistic cultures tend to integrate 

work and family. Given the above differences between the two cultures, antecedents of WFC 

for people in collectivistic cultures may differ from those individuals in more individualistic 

cultures (Aycan, 2008). 

Chinese immigrants, who were born in a collectivistic culture but are adapting into a 

predominantly individualistic New Zealand culture, may unconsciously lose some home 

cultural values, and simultaneously learn some local cultural values during acculturation. 

Therefore, the values of Chinese immigrants may fall somewhere between those from their 

home country and those of their adopted country. The antecedents of WFC among Chinese 

immigrants may be more complex than for non-immigrants in either an individualistic culture 

or a collectivistic culture, and have not yet been yet well understood (Shang et al., In press). 

1.2. Coping strategies in the context of acculturation 

Overwhelming evidence demonstrates that WFC exerts substantial negative consequences 

on individuals’ work, families, and organizations (e.g., O'Driscoll, Brough, & Kalliath, 2004). 

Therefore, exploring coping strategies that can ease the conflict is crucial. According to 

Lazarus and Folkman (1984), WFC coping can be defined as cognitive, behavioural or 

emotional efforts individuals devote to managing taxing demands from work and family 

appraised as exceeding their personal resources. Although much research on coping with WFC 

has been carried out, little is known about “how people actually cope and, more importantly, 

which strategies are most effective in which circumstances” (O'Driscoll, 2013, p.90). 

Specifically, it is uncertain whether the coping strategies found in previous Western research 

are efficacious for Chinese immigrants, since acculturation is a process of changing values and 

beliefs which may influence people’s coping strategies (Lam & Zane, 2004). Previous cross-

cultural research suggested that coping strategies in individualistic cultures may be 

inappropriate in collectivistic cultures, and vice versa (Lam & Zane, 2004). For example, in a 
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collectivistic culture, a personal problem would become a problem for the group, and all people 

related to the person (e.g. family, friends, and even neighbours) will work together to deal with 

the problem. However, in an individualistic culture, a personal problem would be at most 

shared among family members, and the person prefers to resolve it independently (Yeh & 

Wang, 2000). In addition, collectivists tend to seek help from family members rather than 

professionals such as counsellors, while individualists may prefer the other way around (Yeh 

& Wang, 2000). Chinese immigrants may deliberately or accidentally lose some coping 

strategies in their home culture, and, simultaneously, adopt some coping strategies used in the 

host culture. Hence, the coping strategies of Chinese immigrants may also become more 

complex than for non-immigrants. The present study extends our understanding into complex 

coping strategies among Chinese immigrants.  

Overall, given the complexity of work-family experiences among Chinese immigrants, the 

use of qualitative methods may be a preferred way to help further in understanding antecedents 

of WFC and coping strategies in the context of acculturation. Although many qualitative 

studies on work-family experiences have been conducted, few have considered the effects of 

value acculturation on antecedents and coping strategies. In addition, previous qualitative 

research on coping strategies has categorized the narratives provided by the participants, but 

has not compared the results from people who have different levels of WFC. The present study 

compared the discourses of low and high WFC participants to garner insight into the 

complexity of coping WFC among Chinese immigrants.  

2. Method 

2.1. Participants and procedures  

       This study focused on Chinese who were born outside of New Zealand, but working and 

living with their families in New Zealand. In order to undertake in-depth face-to-face interviews, 

we took three steps to collect data. At the initial phase, 577 Chinese immigrants in total took 
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part in the Time-1 survey. Approximately six months later, all the participants at Time-1 were 

invited to participate in Time-2 survey, and a total of 264 of them completed this second sruvey 

(response rate = 45.8%). Time-2 participants who received the lowest 10% and the highest 10% 

scores on WFC were invited to participate in interviews. Highest and lowest scoring 

participants were chosen in order to compare their coping strategies.  

       Among the targeted participants from the Time-2 survey (approximately 53), a total of 33 

participants (response rate = 62.3%) volunteered to take part in interviews. Twenty-nine were 

from mainland China, 2 from Malaysia,1 from Singapore, and 1 from Hong Kong. Of the 

interviewees, 49.0% were male, 75.8% had dependents at home, and 87.9% held a Bachelors’ 

degree or a higher tertiary qualification. The average age was 40.60 years (SD = 9.23). The 

average time of residence in New Zealand was 12.43 years, ranging from 2.92 to 22.50 years 

(SD = 5.10). Participants were employed from a variety of organizations, including universities, 

Chinese companies, Chinese associations and Chinese churches in New Zealand, and the 

average job tenure was 6.02 years, ranging from .75 to 15.50 years (SD = 3.99).  

2.2. Interview questions 

Three open-ended interview questions were derived from relevant literature on WFC, 

coping strategies, and acculturation. These questions were piloted in interviews with two 

participants from the Time-2 survey. The three questions were administered to all participants 

face-to-face. Responses were digitally recorded. The questions were:  

(1) Since you came to New Zealand, do you notice that any of your values related to work 

and family have changed? Please explain.  

(2) What are the causes of your work-family conflict? Please give some examples.  

(3) How do you cope with the work-family conflict you experience?  

2.3. Coding and analyses 
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All 33 interviews were transcribed verbatim. As the languages used for the interviews were 

Mandarin (29), and English (4), the transcripts of the interviews conducted in Chinese were 

translated into English. The original English transcripts and translated transcripts were sent to 

the interviewees to review for accuracy, and then all transcripts were loaded into NVivo 11.0. 

We used inductive thematic development to guide our coding of the qualitative responses. 

Using an inductive approach, we sought to identify antecedents and coping strategies that were 

not cited in previous research.  

Two coders (one university professor and one doctoral candidate) independently used 

open-coding approach to read the transcripts. The coders then labelled each interviewee’s 

response relevant to research questions. Subsequent responses were listed under either existing 

labels, or new labels we created if the responses did not fit existing labels. Following this 

process, the coders continued creating labels until they finished coding the last transcript. 

Subsequently, all labels were categorized into relevant overarching themes. At the same time, 

the coders reviewed all themes to ensure that the responses within each theme accurately 

represented them. For research question 3, since we aimed to explore the coping strategies, the 

coders compared the themes between the high and low WFC groups. To ensure validity of 

coding, the two coders met to compare and discuss the labels and themes after their independent 

open coding. Any coding discrepancies were discussed and adjustments were made until 

consensus was reached between the two coders. As well as the thematic analysis, we also 

applied word frequency analysis in order to further understand Chinese immigrants’ 

acculturation (the words chosen were those used by the 29 immigrants from Mainland China, 

since the rest 4 immigrants spoke in English and used a different way of phraseology). 

4. Results 

As respondents discussed their work-family experiences, a number of significant themes 

and sub-themes emerged to describe acculturation, antecedents of WFC, and coping strategies. 
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Those themes and sub-themes are presented in the following sections1. The relevant quotes of 

some themes and sub-themes are not exhibited, if they have been repeatedly demonstrated by 

previous research. In order to protect respondent confidentiality, all the names appearing below 

are pseudonyms.  

4.1. Acculturation  

We firstly examined how acculturation influenced work and family values, in order to 

provide insights into the antecedents of WFC and coping strategies. Approximately three 

quarters (72.7%) of our interviewees felt that they were juggling Chinese and New Zealand 

cultures, and indicated that they had to learn from locals. However, 60.1% reported that 

learning the New Zealand culture was via the visible artefacts (such as clothing styles, language, 

and living styles), rather than at a value level, which is consistent with Shang et al. (In press). 

In this section, we only included the themes of value acculturation, which are more related to 

the nature of work-family experiences than visible artefacts of acculturation. For instance, Fei, 

living in New Zealand for more than 12 years, provided insight into the strength of, and the 

resistance to changing traditional values, “I agree with local values, but that doesn’t mean I 

will need to accept them.” Overall, participants perceived that the traditional Chinese values 

were the main drives affecting their work and family. Values related to family and work, and 

examples reflecting value acculturation are presented below.  

4.1.1. Family value 

       Firstly, 54.5% believed that a family refers to an extended family rather than a nuclear 

family. This family concept was described by Chris, a 40-year-old male university lecturer 

from Singapore, “for us (Chinese), the family is not just mom, dad, and kids. We would also 

include our extended family members.” Similarly, for taking care of elderly parents, Chinese 

																																																													
1 Since responses provided by an interviewee for any given question could be categorized into 
multiple nodes, percentages of sub-themes under each theme identified, as indicated in Tables 
1-2, may add to more than the percentage of the theme itself.   
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immigrants would like to live with, or at least nearby, their parents. Catherine, a 46-year-old 

woman, mentioned that “I’m living with my 3 boys (two sons, and her nephew), husband, and 

father-in-law as well.” Living together or nearby reflects one popular Chinese norm, Si Shi 

Tong Tang, meaning that generations of a family live under the same roof (Upton-McLaughlin, 

2013). Living together or nearby also increases responsibility for caring for their elderly parents, 

which is a predominant value, Xiao, meaning filial piety in the Chinese culture (Li, 2013). Xiao 

requires adult children to defer to parental needs, and unconditionally offer support and care 

for their old parents (Li, 2013). Single mother Erin (47-year-old) said “if my parents are healthy 

and happy, there is no problem for me. My family pressure is mainly depended on their physical 

condition.” 

Related to the role of Si Shi Tong Tang is the importance of looking after offspring. 

Children are more likely to be raised by grandparents among Chinese immigrants, which is a 

normal and prevalent phenomenon in Chinese culture. This norm is called Ge Dai Zhao Gu, 

meaning grand-parenting or looking after children by grandparents (Liang, 2010).  Hui, living 

with his family in New Zealand for more than 13 years, suggested “you can see a young couple 

are walking in the front followed by their old parents holding their children everywhere in New 

Zealand. This is the most typical Chinese family.” In addition, many Chinese immigrants still 

maintain the traditional value of supporting, or even sacrificing, for the next generations to 

achieve success, since care of offspring is a life-long commitment for parents in Chinese 

culture (Aycan, 2008). Henry (50-year-old) living in New Zealand for more than 11 years, 

commented, “it is not enough for us to have a good life, and we will do whatever we can do to 

help our next generations achieve a good life as well.” 

4.1.2. Work value 

       The Chinese culture of hard work is conducive to high efficiency and productivity (Pew 

Research Center, 2012). 42.4% mentioned that keeping the hard-work value is to most Chinese 
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immigrants’ benefit, since that value is associated especially with financial success, which can 

enhance the stability of Chinese immigrants’ lives in New Zealand. Henry stated that he and 

his Chinese colleagues “try to get opportunities to work extra hours to earn more money for a 

good life.” In addition, Xian, an English lecturer in one college, mentioned that “working hard 

is a way for Chinese immigrants to settle down their families and to achieve their sense of 

security in the new country.” Maintaining the traditional hard-work value reflects that Chinese 

high levels of long-term orientation (Hofstede, Hofstede, & Minkov, 2010), which means they 

tend to feel insecure when facing an uncertain future life, and attempt to cope with the difficulty 

they confront by enduring working hard. 

4.1.3. Expressions, interaction with locals and acculturation  

According to the word frequency analysis, our participants preferred to identify themselves 

as Zhong Guo Ren (a citizen of China, M = 4.45, SD = 3.16) rather than Hua Ren (a Chinese 

person living outside of China with or without Chinese citizenship, M = 1.90, SD = 2.64). When 

they mentioned something in China, 93.1% would like to use Guo Nei (M = 5.76, SD = 4.09), 

meaning “domestic”. Surprisingly, 93.1% described locals, especially white people, as Yang 

Ren or Wai Guo Ren (M = 3.90, SD = 3.93), which literally means foreigners. Those particular 

words may signify that Chinese immigrants generally hold a strong Chinese identity, which 

may imply that they have a low level of value acculturation.  

Furthermore, many Chinese immigrants rarely interacted with locals outside of their work, 

as they found it was hard to communicate with them in-depth. Barbara, who had an 

international education background and English as her first language, found it was hard to make 

connections with locals, because “it’s very superficial, and also the things they talk about are 

not interesting to me.” She also indicated that “most of my friends are still Asians.” The rare 

interaction with locals and frequent contact with Asians may even reverse the acculturation 



Chapter 6 Study Four 

	

	 156 

process, which prevents value acculturation (Taras, Rowney, & Steel, 2013). The low level of 

value acculturation may strengthen Chinese to attach themselves more to their in-groups 

(similar members) but detach from their out-groups (non-similar members) (Nisbett, 2010).  

4.2. WFC and its antecedents among Chinese immigrants  

In the interviews, the overwhelming majority of the participants admitted that they 

experienced some degree of WFC in their daily life. It seems that few people are immune from 

the influence of this conflict. Responses to the question ‘what are the causes of your work-

family conflict?’ prompted 195 usable responses, with each participant providing a mean of 

5.91 responses. Four identified themes (see Table 1) are interpreted below. 

INSERT TABLE 1 ABOUT HERE 

4.2.1. Family-related antecedents 

As shown in Table 1, approximately three quarters (72.7%) of participants indicated that 

family-related antecedents were more likely to lead to family interference with work. Under 

this theme, the most prevalent overarching sub-theme was family responsibilities (54.5%), 

including doing household chores, looking after children and caring for elderly parents. 

Participants who reported heavy family responsibilities suffered more WFC than their 

counterparts who reported light family responsibilities.  

Family responsibilities, as mentioned above, are bound to produce considerable pressure 

for people. In addition, 30.3% of respondents indicated that they experienced significant 

pressure from family members and family issues, which depleted their available personal 

resources. Erin said that her family pressure was not only from looking after her child and 

taking caring of her parents, but also from performing as a translator for her parents, “no matter 
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where my parents go, I have to accompany them, because they couldn’t speak English well.” 

Furthermore, family pressure could also be caused by family members who are not 

geographically around them. Some immigrants expressed anxiety and pressure due to concern 

over potential demands, health, or safety of their relatives living overseas, especially their 

elderly parents. Sara, a 50-year-old woman, explained “there is always a pain hidden in the 

heart of us immigrants, which is about our elderly parents. Both of my parents, in their 80s, 

are still living in China, and are in poor health. … Every year, I have 4 weeks’ annual leave, 

but normally I don’t take it. I save it till the end of year for flying back China to look after my 

parents.”  

Given the above, family responsibilities and pressure were identified as antecedents of 

WFC, which echoes previous work-family research (e.g., Michel et al., 2011). Those findings 

seem universal, however they are salient if interpreted with the results of acculturation. In the 

context of migration, the rooted values of Xiao can also exert much pressure on Chinese adult 

children on a daily basis, since their elderly parents, who are not able to function well in the 

host country, demand more from adult children, who tend to defer to their elderly parents. 

Furthermore, the concern Chinese immigrants expressed about their elderly parents indicates 

that the value of Xiao (filial piety) could intensify the existing family pressure. Alongside the 

Chinese norm, Si Shi Tong Tang, thus leading to large extended families, substantial housework 

needs to be performed, which would induce greater family pressure.  

Another sub-theme was interpersonal conflict among family members (12.1%). 

Arguments or bad relationships among family members can generate negative emotion, which 

would then spill over into their workplace and result in a sapping impact on work. Tao 

complained that conflict between husband and wife could also generate WFC. He said “if 

husband and wife are in harmony, that is no problem (between work and family). But if the 

relation is not good, more trouble will come out.” In addition, Gina, a 25-year-old woman, 
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indicated that conflict with her parents could directly influence her mood in the workplace, 

which further resulted in less productivity. Therefore, severe interpersonal relationship 

difficulties among family members could elevate WFC. In a big extended family, interpersonal 

conflict issues are likely to happen, such as spousal conflict and intergenerational conflict, 

since cultural values may vary across different people because of their different levels of 

acculturation (Shang et al., In press). Furthermore, immigrants and their accompanying family 

members tend to be more dependent on each other, as migration can cause loss of family and 

friend networks built in the home country. Therefore, the family relationship is likely to 

become a precious personal resource for immigrants. They cannot afford to make family 

relationships worse, because the potential or actual loss of resources will lead to considerable 

stress, worsening the work-family relationship (loss spiral) (Hobfoll, 2011). Overall, the 

mixture of Chinese values and migration experiences is likely to intensify domestic 

responsibilities and pressure of Chinese immigrants, which may escalate WFC. 

4.2.2. Occupation-related antecedents 

As illustrated in Table 1, approximately two third (66.7%) of the participants indicated 

that occupation-related antecedents were the main causes of their WFC. Under this theme, two 

overarching sub-themes were work overtime (36.4%) and high workload (30.3%), both of 

which resulted in considerable work-related stress. They felt that their pressure at work 

significantly impaired the amount of time and effort (or energy) which they could devote to 

their families. Furthermore, approximately 15.2% indicated that negative emotion generated 

from work could spill over into their family. The negative emotion could be due to the stressful 

work or bad relationships with colleagues or supervisors. Finally, 12.1% reported that they 

focused too much on their work, either because of giving priority to work or their early career 

stage, which further led to giving less attention to their family. Those antecedents have been 

repeatedly demonstrated by past research among non-immigrant populations (e.g., Michel et 
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al., 2011), and suggest that Chinese immigrants can also be influenced by some universal 

antecedents of WFC. 

4.2.3. Acculturative stress 

Notably, more than one third (39.4%) of respondents pointed out that acculturative stress 

was one of the main culprits causing WFC. However, the acculturative stress mostly happened 

at their workplaces rather than in their families, and can intensify their work pressure, which 

then results in more WFC. First, some interviewees indicated that the value of hard work played 

an important role in arousing work-related stress. Chinese immigrants tended to devote more 

effort towards their work. For example, Jing, who has resided in New Zealand for more than 

20 years and worked at one university for 12 years, said the hard-working value engendered 

much psychological pressure for her, “we Chinese always want to do better than the locals. To 

do everything better, we work harder and spend more energy and time on work (than them). … 

Sometimes I can’t live up to my expectation. Then I will feel very depressed and upset.” In 

addition, Chinese immigrant workers felt the traditional Chinese values could not appropriately 

function in a local workplace. Qiang expressed that working hard could cause interpersonal 

conflict at the workplace, “Chinese always work meticulously and hard, which will definitely 

impress the boss. (But) this is a threat to the local colleagues. So they get jealous, and then say 

something bad behind your back. Sometimes conflicts may happen as well.” Hence, Chinese 

immigrants are under considerable work-related stress by virtue of emphasizing hard work. 

Second, the immigrant identity could generate work-related stress. Chinese immigrants 

may like to work even harder to compensate for their culture-related shortcomings, such as low 

English proficiency, and to receive more recognition from colleagues and supervisors. Xian 

felt that most of his work-related stress was associated with his identity as a Chinese immigrant. 

He said “as an immigrant, I’m not a native (English) speaker, so students may doubt my ability 
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to teach English in their minds. … Due to this, I have a lot of pressure, although they don’t 

directly express their feeling in front of me. So I want to do better, and even beyond the level 

of my (local) colleagues, in order to block other people’s mouths.” Not only Xian, but Sara 

shared the same feeling “I’m the only Chinese in my company, so what I do shouldn’t let others 

(locals) look us Chinese down.” As mentioned earlier, many Chinese immigrants still strongly 

maintained the traditional Chinese cultural values, which could further reinforce their 

immigrant identities (Yang, 2010). Failure to adjust the identities (such as increased 

endorsement of local values) could reduce immigrants’ success at the workplace and escalate 

their psychological stress (Olson, Huffman, Leiva, & Culbertson, 2013).  

Third, even though Chinese value hard work, they also emphasize family reunion during 

certain important occasions. In this study, Chinese immigrants would be concerned more about 

family rather than work if they still work on shift during some important Chinese festivals. 

Sara complained that Chinese festivals were neglected by her managers, and she could not stay 

with family during the special time, “the Middle Autumn Day will fall on this Sunday. But 

according to my working schedule, I still have to work at the weekend.” Chinese immigrants, 

like Sara, may psychologically attribute blame to work that is the source of their WFC, as work 

prevents them from reuniting with their families to celebrate festivals. 

4.2.4. Financial difficulties 

Another overarching theme across responses was that financial difficulties (39.4%) caused 

them to feel psychological stress on their work and family. For example, Qiang had to do extra 

work every day “in order to make enough money to reach my expectation… So it turns out that 

I won’t be able to spare my time for family and entertainment.” Striving hard for more money 

to tackle the financial difficulties reflects the characteristic of avoiding uncertainty in future 

life.  
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4.3. Coping strategies 

To handle the prevalent WFC, participants reported a variety of coping strategies. Across 

the responses, 189 usable responses were identified, with each of the interviewees reporting an 

average of 5.73 responses. Six identified themes (see Table 2) are presented below.  

INSERT TABLE 2 ABOUT HERE 

4.3.1. Social support 

Social support refers to accessing help or support from other people or organizations, and 

there has been strong evidence that social support can attenuate the conflict between work and 

family (Dewe, O'Driscoll, & Cooper, 2010). Over three quarters (78.8%) of the interviewees 

endeavoured to handle WFC by accessing available social support, including family support 

(72.7%), organizational support (18.2%), and religious beliefs (18.2%).  

For family support, over one third (39.4%) indicated that their parents played a role in 

reducing their family demands, which then interfered less with work. In the Chinese culture, 

elderly parents are important providers of childcare and household assistance to their adult 

children (Upton-McLaughlin, 2013). Hui described the importance of his parents in handling 

WFC, “our parents can help us deal with chores and look after my child, which is quite common 

in Chinese families. This largely reduced our stress.” However, 9.1% who did not want to 

bother their parents reported relatively high WFC. Therefore, parental support seems an 

effective strategy to alleviate WFC, which is an advantage of living with elderly parents. In 

addition to parental support, approximately half (45.5%) perceived that spousal support was 

helpful to reduce WFC. Consistent with previous research, sufficient spousal support could 

protect each other from experiencing high levels of WFC (Beatty, 1996). However, 36.4% 
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experienced a low level of WFC, while 9.1% still experienced high WFC. Therefore, spousal 

support alone may be not sufficient to handle WFC for everybody.  

Furthermore, almost one fifth (18.2%) indicated that accessing organizational support 

could effectively reduce WFC, including taking advantage of organizational policy, and 

obtaining supervision support. Among this group, 15.2% reported low WFC. On the other hand, 

3.0% who indicated that there was a lack of supervisor support at the workplace reported high 

WFC, which further illustrates the importance of organizational support for reducing WFC. 

Our results, consistent with previous research, show that organizational support can provide 

timely help for employees to reduce WFC, which would potentially save their energy to spend 

on family activities (Lapierre & Allen, 2006).  

Finally, it should be noted that nearly one fifth (18.2%) perceived that religious belief, 

such as believing in God, could help decrease WFC. The rationale underlying this might be 

that people could obtain sufficient consolation and help from religious belief by establishing a 

good relationship with the God in whom they believe. Fei always attended services in church 

and explained the benefit of religious belief, “for Christians, maintaining a good relationship 

with the God is the best healing (for work-family conflict). That is, although you’re very busy 

and tired sometimes, you are also able to get relief if your spirit can come to the God.” 

However, only 6.1% of them reported a low level of WFC, while 12.1% indicated that they 

still experienced a high level of WFC. This may be because that some people simply assume 

that everything happening for them is God’s will, which prevents them from proactively coping 

with their work-family issues.  

4.3.2. Prioritization  

       More than half (54.5%) of interviewees placed their prioritization for either family or work 

as a strategy to handle the WFC they experienced. Among them, over a third (39.4%) indicated 
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that they preferred to prioritize family over work. Xia, who has lived with his family in New 

Zealand for 12 years, noted that “I centre my life on family but not on work, because I can 

change my work and career, but can’t change my wife and children.” Although those 

respondents perceived that prioritizing family was a helpful strategy for coping with WFC, 

21.2% still experienced high WFC. On the contrary, 9.1% indicated that they preferred to 

prioritize their work over family to cope with WFC. Most of those people believed that the 

more time and energy they spent on work, the more money they could earn for family. Mu, 

who has lived with his family in New Zealand for 15 years, stated, “I would like to work hard 

or even to get a better job to make more money. Money will be a tool for me to satisfy my 

family.” However, all of these participants experienced relatively high WFC.  

Finally, another 9.1% of respondents indicated that flexible prioritization of work and 

family would be beneficial for balancing work and family, and all of them experienced 

relatively low WFC. In other words, those people would like to regulate the prioritization of 

work and family to cater for different family situations. 43-year-old Thomas, living in New 

Zealand for 12 years, noted that when he sensed “something wrong” in his life, he would try to 

improve the situation, “actually for family, every certain period, there could be certain duty 

for it. Just suppose we have a new born baby. Then looking after the kid should be the main 

duty of my family, and the work I do have to match the family schedule.” Additionally, he gave 

another example that “if a young couple just moved from China to New Zealand, and desire to 

have a stable life, such as purchasing a house, they may need to take their work as priority to 

earn sufficient money to secure the quality of their life here.”    

Given the above, the relation between work and family among people who prioritized 

family was little better than the relation among their counterparts who prioritized work. 

Therefore, always prioritizing either work or family may not be an effective strategy. Rather, 

flexible prioritization may be more advantageous.  
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4.3.3. Relationship management 

As mentioned earlier, interpersonal conflict among family members could cause 

considerable WFC. More than one third (36.4%) of the interviewees stated the importance of 

relationship management. It may imply that keeping a harmonious relationship with family 

members is crucial for Chinese immigrants. This is consistent with the notion from previous 

cross-cultural research (e.g., Ling & Powell, 2001; Nisbett, 2010).  

Some maintained and managed the interpersonal relationship at home by actively engaging 

in family activities (24.3%). Mandy, living in New Zealand for about 5 years, felt this approach 

was helpful because it could enhance her sense of family satisfaction, “at weekends, I would 

like to spend more time going out with my family, staying with my husband and chatting with 

him. This kind of state of feeling is great.” All of them experienced a low level of WFC. This 

result provides further evidence that maintaining a harmonious interpersonal relationship 

between family members can be used by Chinese immigrants to replenish much needed 

resources, which can be used to reduce WFC. 

Furthermore, 24.2% of the interviewees believed that communicating and coordinating 

with family members, especially with their partners, would help them not only reduce the 

personal stress, but also enhance understanding among family members. In doing so, the 

personal resource pool would be subtly enriched, which is benefit for alleviating WFC. Dong 

noted that he always communicated with his wife “to enhance understanding between us. … 

So we two get along very well. Because of that, I can save much time and energy from my 

family.” Interestingly, half of them (12.1%) under this sub-theme still experienced high WFC. 

This may be, firstly, because additional energy and time has been expended when an individual 

communicates with his/her family members to deal with conflict between them (Shang et al., 

In press). Secondly, communicating and coordinating with family members may not 
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necessarily deal with issues causing WFC. For example, a person uses substantial effort to 

tackle a tough professional problem at work, leaving less time and energy for his/her family. 

Communicating with his/her partner who does not have the relevant knowledge will not help 

reduce the effort the person devotes to this/her work. 

Somewhat surprisingly, no one reported that managing relationships with colleagues 

would help cushion WFC. Xia stated that the interpersonal relationships at the workplace was 

of no importance, and he considered that the conflict between him and his colleagues “is only 

about the work. After work, it’s not necessary to talk with someone I don’t like… and we live 

our own life.” The result echoes the notion that Chinese tend to attach themselves to their in-

groups (family) but detach from their out-groups (local colleagues). They may feel more 

comfortable to be embedded in their family rather than their work group. 

4.3.5. Time flexibility  

Work and family demands could impose considerable strain on people with finite time. To 

tackle the time restriction, almost one quarter (24.3%) discussed coping with WFC through 

time flexibility, with 18.2% reporting a low level of WFC and 6.1% a high level of WFC. They 

generally managed their time in two ways. First, creating a business allowed people to work at 

home and make a more flexible time schedule, which was helpful to balance his work and 

family. Jason suggested, “many Chinese prefer to do their own business in New Zealand, 

because they can arrange their time freely and have more time to be with family.” Second, a 

flexible time schedule enacted by organizations is also beneficial for balancing work and 

family. Xia commented that his company “allows us to work 3 days with 12 hours per day, and 

then rest 3 days.” which is helpful for him. Notably, 6.1% reported high WFC, and indicated 

that they had used time flexibility to balance their work and family until some unforeseen 

events happened in their family life or work, which further highlighted the importance of time 
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flexibility to cope WFC. Overall, a flexible work arrangement seems an effective strategy to 

cope with WFC, which is consistent with previous research that a flexible time arrangement is 

negatively related to time-based WFC (e.g., Michel et al., 2011). This is because a flexible 

work arrangement could increase individuals’ perceptions and capabilities of controlling their 

family and work (Thomas & Ganster, 1995).  

4.3.6. Compartmentalization 

As mentioned earlier, work demands could spillover into family life, and vice versa. 

Approximately one fifth (21.2%) of interviewees perceived that they coped with WFC through 

compartmentalization. Compartmentalization is defined as whether an individual could focus 

on his/her work at the workplace and could focus on his/her home at home (Reddick et al., 

2012). Sheree, living in New Zealand for 20 years, would like to separate her work from family 

by “trying to solve my work problems at work.” Similarly, Gina tried “to handle family issues 

at home. So in this way, my family will affect my work less.” However, only 9.1% in fact 

benefited from this strategy, with low WFC. This is because it may be impossible to set up a 

clear boundary between work and family domain. First, fluid emotion can spill over between 

work and family, which could prompt the integration between family and work. Second, recent 

work-family studies have evidenced that work-related technologies have frequently invaded 

into an individual’s family life, such as dealing work-based emails and phone calls at home 

(Boswell & Olson-Buchanan, 2007). Third, under the context of migration, the permeability 

between work and family could be enhanced, since family members are more dependent on 

each other for support and companionship in the host country than in their home country 

(Lazarova et al., 2010).  

5. Discussion 

In response to the emerging ethnically diverse labour force in many countries, the present 

study sheds light on the antecedents of work-family conflict (WFC) and coping strategies 
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among Chinese immigrants in the context of acculturation, and provides insights into ways to 

expand the scope of work-family research.  

5.1. Acculturation  

       According to the interviews, most Chinese immigrants obtained a relatively low level of 

value acculturation, since they still maintained the traditional Chinese values, although they 

have lived in New Zealand for a fairly long time. This finding is consistent with Taras et al. 

(2013). In the family domain, the Chinese values or norms of Si Shi Tong Tang, Xiao, and Ge 

Dai Zhao Gu were still prevalent among Chinese immigrants. In the work domain, many kept 

the crucial Confucius value of hard work to stabilize their lives in the new country. Those 

values exert considerable influences on family and work, which is beneficial for interpreting 

work-family experiences in immigrant populations, since values can govern individuals’ 

perceptions and help explain their reactions in work-family experiences (Aycan, 2008). 

However, acculturation of immigrant’s values related to work and family has remained largely 

unexplored in previous research. Hence, the exploration of value acculturation in this study 

may pave a fruitful avenue for future work-family research on immigrant populations.  

5.2. Antecedents 

The Chinese immigrants’ discourses in this study revealed four themes of antecedents. 

First, the negative effect of family-related antecedents on WFC, including family 

responsibilities, family pressure, and interpersonal conflict at home, can be intensified by 

traditional Chinese values which Chinese immigrants preserve. In this way, our study broadens 

the comprehension of family domain antecedents of WFC among Chinese immigrants by 

addressing the role of cultural family values and acculturative levels in influencing the 

antecedents of WFC. Thus, it may be particularly important that future work-family research 
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considers the moderating role of family values obtained from home cultures when testing work-

family models among immigrant populations.  

Second, Chinese immigrants experienced similar occupation-related antecedents identified 

in previous research on non-immigrant populations, including work overtime, high workload, 

and negative emotion generated from the workplace. This finding suggests that organizations 

should further strengthen their stress management for employees, and assess employees’ stress 

levels regularly. As such, organizational level intervention can play a role in mitigating 

employees’ WFC.  

Third, this study shows that acculturative stress at the workplace could contribute to 

elevated WFC. Acculturative stress is caused by Chinese hard-work values, immigrant identity, 

and managers’ neglect of Chinese festivals. Therefore, the present study broadens our 

understanding of work-family experiences by addressing the role of acculturation in the 

antecedents of WFC. Empirically testing the proposition that acculturative stress positively 

impacts WFC among immigrants seems warranted in future research. In addition, it is 

important for organizations to provide workshops for all employees to understand the different 

cultural values in different cultures, and make programs for immigrant workers to adjust to the 

work roles. Moreover, when scheduling work times, human resource managers should consider 

the importance of important cultural events such as festivals. Except for organizational 

intervention, Chinese immigrants who are willing to alleviate WFC through reducing the 

acculturative stress at work may need to proactively interact with locals, since frequent contact 

with locals can speed up individuals’ acculturative level (Taras et al., 2013).   

Fourth, financial difficulties contribute to WFC for many Chinese immigrants. The more 

financial difficulties they confront, the harder they work, which is likely to undermine 

satisfaction among family members. To resolve this issue, Chinese immigrants may need 
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assistant from the local government, which can provide services to ease their financial worries, 

such as securing work, securing housing, and providing child care.  

5.3. Coping strategies 

The Chinese immigrants’ narratives revealed five main themes of coping strategies, 

including social support (e.g. parental support, spousal support, organizational support, and 

religious belief), prioritization (e.g. prioritizing family, prioritizing work, and flexible 

prioritization), relationship management (e.g. actively engaging into family activities, 

communicating and coordinating with family members), time flexibility, and 

compartmentalization.  

       Through comparisons between high and low WFC groups, four coping strategies emerged 

as being relatively effective. First, parental support is a crucial way to reduce WFC. However, 

when Chinese immigrants think of using parental support, they need to also consider the 

negative effect of parental demands on WFC, and to weigh up the advantages and 

disadvantages between parental support and parental demands. Therefore, Chinese immigrants 

may be caught between useful parental support and stressful parental demands. Second, a more 

flexible but not fixed prioritization of work and family might be beneficial for people. In other 

words, people could adjust the priorities according to the change of their work and family 

situations. This finding may inspire future research to explore the mitigating effect of flexible 

prioritization of work and family.  

       Third, consistent with previous research, our results show that some Chinese immigrants 

successfully accessed available organizational support to cope with WFC caused by 

occupation-related stress. However, the relatively low level (15.2%) of utilization of 

organizational support in our participants could be due to inadequacy of support provided by 

many organizations. It also could be because Chinese immigrants are unfamiliar with how to 
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access the appropriate organizational support, or they are reluctant to do so since approaching 

a leader is somewhat uncomfortable for them, which is a significant characteristic of high 

power distance2 . Hence, more organizations should enact their family-friendly policies, and 

encourage more immigrant employees to utilize the policies. While implementing the policies, 

managers should be aware that the characteristic of high power distance among Chinese 

immigrants may inhibit their use of policies. Fourth, flexible time arrangement is an effective 

strategy, however it may suffer some constraints. Some interviewees narrated that self-

employment could help them achieve a flexible arrangement, which is not realistic for everyone 

to do so. Furthermore, whether an individual can utilize a flexible arrangement is largely reliant 

on whether his/her organization could grant that. This finding further highlights the importance 

of organizational support, and encourages organizations to continue to enact flexible schedules 

for their employees.  

The remaining strategies all exhibit the pros and cons (which have been mentioned in the 

result section). This suggests that one strategy will not work for everyone to deal with WFC. 

In fact, whether a coping strategy is effective depends largely on the type of stress an individual 

confronts (Dewe et al., 2010). Therefore, it is crucial for individuals to identify the antecedents 

of WFC, and be aware of the effect of cultural values on WFC. In doing so, they can utilize a 

specific strategy to cope with the conflict. Importantly, a single coping strategy might not work 

efficaciously, and people may need to utilize a number of strategies rather than a single isolated 

strategy to cope with the WFC they experience. For example, a flexible working policy 

(accessing organizational support) allows employees to manage their own time to arrange their 

work and family duties (flexible time management). However, how employees arrange their 

																																																													
2 Power distance refers to the extent to which individuals accept hierarchical authority and they 
are willing to subordinate themselves to people on higher positions (Hofstede et al., 2010). 
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time depends on how they prioritize their work and family (prioritization). Therefore, further 

research could address the efficaciousness of different patterns of combination of coping 

strategies, which will pave a way in enhancing people’s capability to balance their work and 

family.  

It may also be advantageous to consider our results in light of the boundary between work 

and family, which has been widely discussed in work-family literature in the past several 

decades. Our results suggest that the widespread stereotype that compartmentalization could 

reduce WFC may not be as effective as people perceive, since the boundary between work and 

family is prone to be permeable, and placing a clear boundary between family and work to 

prevent WFC seems impossible in the contemporary era. Therefore, further empirical attention 

which draws on boundary theory seems warranted to figure out how people should function to 

ameliorate WFC when work and family are integrated, rather than to excessively investigate 

how to make people separate their work and family domains.  

Additionally, some Chinese immigrants mentioned religious belief as a type of social 

support which could help reduce WFC they experienced. However, the effect of it on WFC is 

still blurred according to our results. Therefore, future work-family research should include 

religious activities and perceptions to further examine their impacts on WFC.  

One of the limitations in this study is that we used the scores on general WFC rather than 

the scores on each dimension of WFC to divide the compared groups. Future qualitative 

research on coping WFC might utilize the dimensions of WFC to categorize participants to 

explore more specific coping strategies aimed at reducing different types of WFC. Another 

limitation is that the sample size was relative small, which constrains us from generalizing the 

findings to the whole Chinese immigrant population. In addition, most of the participants were 

born in Mainland China, and the findings may not apply to Chinese immigrants from other 
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regions or countries. In short, a larger sample including Chinese immigrants from different 

regions would provide more opportunities to evaluate antecedents and coping strategies in the 

context of migration and a richer understanding of their value acculturation.  

To conclude, the present research serves as an initial step in investigating value 

acculturation, antecedents of WFC, coping strategies among immigrant populations through a 

qualitative method. This study demonstrates that WFC among immigrant populations is 

eminently culture-related and is a complex and important research domain in need of additional 

consideration. 
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Tables 

 

Table 1 

Content themes and sub-themes for research question 1 with response percentage (n=33) 

RQ 2: What are the reasons for causing your work-family conflict? Percentage 

Family-Related Antecedents   72.7% 

Family responsibilities 54.5% 

Pressure from family members and family issues   30.3% 

Interpersonal conflict among family members  12.1% 

Occupation-Related Antecedents 66.7% 

Work overtime  36.4% 

High workload 30.3% 

Negative emotion from work spilling over into family      15.2% 

Priority on work Focus on work too much 12.1% 

Acculturative Stress   39.4% 

Financial difficulties 36.4% 

Note. Themes are in bold, sub-themes in italics.  
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Table 2 

Content themes and sub-themes for research question 2 with response percentages (n=33) 

RQ 3: How do you cope the work-family conflict you 
experience?  

Percentage 

Social Support (81.8%)  

Family support (78.8%)  

• Parental support 9.1%   High-WFC  39.4% Low-WFC 

• Spousal support 9.1%   High-WFC  36.4% Low-WFC 

Organizational support (18.2%)  

• Accessing the good organizational policy 0         High-WFC 9.1%   Low-WFC 

• Supervision support 3.0%   High-WFC 6.1%   Low-WFC 

Religious belief  12.1% High-WFC 6.1%   Low-WFC 

Prioritization (54.5%)  

Prioritizing family  21.2% High-WFC 18.2% Low-WFC 

Prioritizing work 9.1%   High-WFC  0         Low-WFC 

Flexible prioritization of work and family  0         High-WFC 9.1%   Low-WFC 

Relationship management (36.4%) 

Actively engage family activities 

 

0         High-WFC      24.3% Low-WFC 

Communicate and coordinate with family members 12.1% High-WFC 12.1% Low-WFC 

Time flexibility  6.1%   High-WFC 18.2% Low-WFC 

Compartmentalization  12.1% High-WFC 9.1%   Low-WFC 

Note. Themes are in bold, sub-themes in italics. WFC = work-family conflict.  
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CHAPTER 7 

GENERAL DISCUSSION 

       Understanding immigrants’ work-family experiences is warrantied in the diverse 

workplace. Chinese immigrants’ functioning in dual cultures increases the complexity of their 

work-family experiences. Without a deep comprehension of these experiences, it is impossible 

to meet the needs of immigrants in a diverse working environment, and hence foster 

organizational success. Therefore, investigating the work-family experiences among 

immigrant populations is paramount. The opening paragraphs of this thesis stated that the 

primary aims of this research were to identify the antecedents and consequences of work-

family conflict among Chinese immigrants, to examine the role of acculturation in work-family 

experiences, and to explore possible coping strategies to reduce this conflict. The research 

articles that followed have demonstrated that acculturation could exert considerable influence 

on their work-family experiences, including antecedents, and coping strategies. Overall, this 

thesis research makes an original contribution to the work-family literature by broadening our 

comprehension of work-family experiences among immigrant populations.  

       In this conclusion, the sections that follow address the specific research questions outlined 

in Chapter 1 and provide an in-depth answer to each research question, along with theoretical 

and practical implications. Additionally, this chapter concludes with the limitations of this 

study, as well as highlighting future research areas to be investigated. 

Specific Conclusions 

       Each of the separate research articles contained within this thesis (Chapters 3, 4, 5, and 6) 

has provided an in-depth theoretical introduction, research method, analysis results, discussion, 

implication, conclusion and limitations. Therefore, this chapter takes a global overview of the 

research questions. To reiterate, the specific questions this thesis sought to answer were:  
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Question 1: What are the antecedents of work-family conflict among Chinese 

immigrants in New Zealand? 

Question 2: What are the consequences of work-family conflict among Chinese 

immigrants in New Zealand? 

Question 3: What is the role of acculturation in the work-family experiences among 

Chinese immigrants in New Zealand? 

Question 4: What kinds of coping strategies can help Chinese immigrants reduce work-

family conflict? 

Antecedents. The antecedents of WFC among Chinese immigrants might be more 

complex than non-immigrants in either an individualistic culture or a collectivistic culture, and 

have not been well understood to date. In response to the complexity of their work-family 

experiences, this thesis research firstly investigated the relationships between several common 

antecedents identified in previous research and four dimensions of WFC among Chinese 

immigrants, through cross-sectional data in Study One (presented in Chapter 3). Study One 

provides a theoretical framework for further exploring the antecedents among Chinese 

immigrants. Secondly, this research further examined the predicting role of interpersonal 

conflict in WFC through two-wave longitudinal data in Study Two (presented in Chapter 4) 

based on the findings from Study One. Thirdly, in order to achieve an in-depth understanding 

of the causes of WFC among Chinese immigrants, this research also qualitatively inspected the 

antecedents of WFC in Study Four (presented in Chapter 6).  

In general, this thesis research found that most of the antecedents of Chinese immigrants’ 

WFC are culture-related. That is, the negative effect of family-related antecedents on WFC, 

including family responsibilities, family pressure, and interpersonal conflict among family 
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members, can be intensified by traditional Chinese values which Chinese immigrants preserve. 

Secondly, acculturative stress caused by Chinese hard-work values, immigrant identity, and 

managers’ neglect of Chinese festivals also imposes considerable effects on WFC. Thirdly, 

interpersonal conflict at work is a significant strain-based predictor of WFC for Chinese 

immigrants. Nevertheless, some universal antecedents found in previous research also can 

exert significant influence on their WFC, such as number of working hours and work overload. 

According to the above findings, this research suggests that organizations should further 

enhance their stress management for employees, such as evaluating employees’ stress levels 

regularly, and figuring out immigrants’ biggest concerns about organizations. As such, 

organizational level intervention can play a role in mitigating immigrant employees’ WFC. 

Theoretically, this thesis extends our knowledge of the antecedents of WFC experienced by 

immigrants. Future work-family research on immigrant populations should consider the 

influences of the home culture on antecedents. In addition to the universal antecedents of WFC, 

future research should also address the cultured-related antecedents.  

Consequences. This thesis research also undertook studies in order to ascertain the 

relationships between WFC and subjective well-being, including job satisfaction, family 

satisfaction and psychological health, which have been overwhelmingly recognised as crucial 

consequences of WFC in previous research (e.g., O'Driscoll et al., 2004; Zhang, Griffeth, & 

Fried, 2012). Three publication papers contained in this thesis investigated those relationships. 

How WFC predicts subjective well-being was examined in the cross-sectional Study One 

(presented in Chapter 3), as well as in the longitudinal Study Two and Three (presented in 

Chapter 4 and 5 respectively). In addition, Study Three also investigated the inverse 

relationship between WFC and subjective well-being, that is, whether subjective well-being 

could predict the level of WFC among Chinese immigrants.  
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Overall, the results suggest that strain-based WFC has more effects on subjective well-

being than does time-based WFC, since people can engage in multiple activities at the same 

time (Kaufman, Lane, & Lindquist, 1991) and utilise the time flexibility arrangement to reduce 

time-based WFC. This finding encourages organizations to continue to improve the well-being 

of immigrant employees through alleviating their strain-based WFC. Furthermore, this 

research found that reciprocal relationships between WFC and subjective well-being exist 

among Chinese immigrants, that is, high levels of WFC can predict decreased subjective well-

being, and high subjective well-being can also induce low levels of WFC. This finding 

contributes to the recent on-going argument about the reciprocal relationships by extending it 

into an immigrant population (Nohe, Meier, Sonntag, & Michel, 2015).  

In addition, family interference with work (FIW) can significantly influence both job and 

family satisfaction. Studies One, and Three (presented in Chapters 3, and 5 respectively) 

support the perspective of role boundary permeability, but not the cross-domain and same-

domain perspectives. However, work interfernece with family (WIF) was significantly 

associated with job satisfaction only but not family satisfaction in Study Three (Chapter 5), 

which echoes the same-domain perspective. The above discussion extends the debate about the 

mechanism of WIF/FIW with job/family satisfaction into an immigrant populaiton. Those 

different findings reflect the complexity of work-family experiences among immigrant 

populations, and require further invesitgation in the future.  

Acculturation. Although researchers have suggested that acculturation plays a crucial role 

in work-family experiences, little attention has been given to the role of acculturation in work-

family research. This thesis research consists of several studies to explore the role of 

acculturation in work-family experiences among Chinese immigrants. Specifically, Study One 

(Chapter 3) and Study Two (Chapter 4) examined its moderation role between WFC and 

several antecedents/consequences. Study Three (Chapter 5) investigated the role of 
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acculturation in predicting WFC. Study Four (Chapter 6) further inspected the value 

acculturation of Chinese immigrants, and whether value acculturation influenced their work-

family experiences, using a qualitative approach.   

       Generally, this research found that visible artefact acculturation (e.g. customs, eating 

habits, language usage) has little moderation effect on the relationships of antecedents and 

consequences with WFC. The rationale behind this finding would be that Chinese immigrants 

prefer to maintain their traditional Chinese cultural values (Lu, Samaratunge, & Härtel, 2012), 

which has been confirmed in Study Four. Study Four found that most Chinese immigrants had 

a low level of value acculturation, and strongly held their traditional Chinese cultural values, 

which largely affected their work-family experiences. In addition, this thesis research also 

found that acculturation could transfer its influence to WFC via the mediator of subjective well-

being. It means that when immigrants obtain a high/low level of acculturation, they will have 

high/low subjective well-being, which may then induce a low/high level of WFC.  

This research contributes to the work-family literature by highlighting the role of 

acculturation in the work-family experiences of Chinese immigrants. This is important, as 

immigrants’ values, which can be adjusted during the process of acculturation, will influence 

their expectations and behaviors towards family and work (Lazarova et al., 2010). The 

exploration of value acculturation in this study may pave a fruitful avenue for future work-

family research on immigrant populations. That is, value acculturation should be included 

when researchers investigate work-family experiences among immigrants in the future.  

Practically, the findings suggest that immigration services should include programs not 

only focusing on the surface levels of acculturation, such as English learning programs, but 

also trying to introduce the differences between host and home cultural values. These programs 

could help Chinese immigrants to understand host values and get involved in the mainstream 
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culture and society actively. Furthermore, organizations should conduct workshops to 

comprehensively intepret organizational guidelines, policies, and culture for immigrant 

employees to engage into the new working environments, which could facilitate their work-

related acculturation. In addition, cultural adjustment training programs should be enacted by 

organizations for all employees, especially for managers, to improve their understanding of 

nuanced cultural differences, which would aid both human resource managers and immigrant 

employees to function successfully in a diverse workforce (Meyer, 2014). 

Coping strategies. It is crucial to explore strategies that can be used to cope with WFC, 

which has negative influence on individuals’ work, family and organization.  However, it is 

uncertain whether the coping strategies found in previous Western research are efficacious for 

Chinese immigrants, since coping mechanisms may be influenced by immigrants’ changing 

values and beliefs in the acculturative process (Lam & Zane, 2004). Accordingly, Study Four 

(presented in Chapter 6) investigated how Chinese immigrants cope with the WFC they 

experienced. Several important findings are below. First, some coping strategies of Chinese 

immigrants were also largely influenced by Chinese values they preserved. Second, one 

strategy will not be effective enough for everyone to handle WFC, as almost all coping 

strategies have advantages and disadvantages. Individuals need to search for a number of 

strategies rather than a single strategy to cope with WFC. Third, since some immigrants 

utilizing the strategy of compartmentalization still experienced high WFC, the widespread 

belief that separation of work and family can reduce WFC is not as effective as people may 

perceive. The third finding implies that whether the strategy of compartmentalization is 

effective or not may depend on people’s perceived control over the boundaries between work 

and family domains which are increasingly blurring in the contemporary era (Kossek & 

Lautsch, 2012). For example, if an individual perceives him/herself to have a high level of 

control over his/her work-family relationship, he/she may have the capability to intentionally 
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prevent emails and calls related to work from impinging upon his/her family (Kossek & 

Lautsch, 2012). Overall, this research enriches the growing literature of coping with the conflict 

between home and work by qualitatively investigating Chinese immigrants’ coping 

mechanisms of WFC within the context of acculturation, and demonstrates that this is an 

important research area in need of additional empirical consideration.  

Limitations  

The present study has several limitations. First, the results of this research may be 

constrained by the self-report data this research used, since these data may have influenced 

participants’ responses. However, this research adopted a longitudinal design and employed 

structural equation modelling, which could help reduce the effects of common method variance 

generated in the process of self-report (Doty & Glick, 1998; Kenny, 2008). 

Second, the quantitative studies (Studies Two and Three) may be limited by the partial-

longitudinal design. Cole and Maxwell (2003) described the two-wave longitudinal panel 

which was used in the current research as a partial-longitudinal design. Therefore, those 

findings in Studies Two and Three might not be able to provide definitive evidence for the 

causal relationships hypothesized. Furthermore, different time intervals in a longitudinal 

design may result in different effect sizes, and short time intervals may cause less causal effects 

(Zapf, Dormann, & Frese, 1996). The 6-month longitudinal design in this research may 

underestimate the effect of acculturation on the relationships this research examined.  

Third, caution is needed in generalizing our findings. One of the reasons is that our study 

only focused on Chinese immigrants in one country, New Zealand. The current findings may 

not generalize to immigrants from other cultures, or to Chinese immigrants in countries other 

than New Zealand. Furthermore, the size of immigrant populations in organizations may 

influence acculturation levels of immigrant employees. However, in our survey, we were not 
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able to identify the size of immigrant populations in the organizations our participants worked 

for, which may also prevent the findings from generalizing. In addition, this research only 

concentrated on the first generation of Chinese immigrants (who were born oversea). Therefore, 

the findings may not be suitable to apply to Chinese who were born in New Zealand.  

Fourth, the sample size of Study Four was relatively small (n = 33), which constrains us 

from applying the findings to the whole Chinese immigrant population. Fifth, the qualitative 

Study Four divided the two compared groups (high and low WFC) according to the overall 

scores of WFC rather than the scores of each dimension of WFC. Therefore, the coping 

strategies identified in Study Four may lack the ability to reduce a specific type of WFC.  

Recommendations for Future Research  

Although the present research contributed to the knowledge about work-family experiences 

among Chinese immigrants, more work-family research on immigrant populations is warranted, 

and future research should continue to investigate the work-family experiences among those 

populations in order to keep pace with the prevalence of migration worldwide. According to 

the limitations addressed and discussion in each study, several recommendations for future 

work-family research among immigrant populations are presented below.  

Regarding research methods, a full-longitudinal design with at least three waves may be 

necessary, as this kind of design will be beneficial for obtaining definitive evidence of causal 

relationships between variables (Cole & Maxwell, 2003). For the time gap between every two 

waves, over long periods of time or a life course may be needed to provide full insight into the 

role of acculturation, since acculturation progresses at a very slow pace in the first decade 

(Taras et al., 2013). 

In regard to antecedents of WFC, there has been an abundance of research that has 

investigated the antecedents, however, antecedents related to acculturation are still under-
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researched, since the current research found that some antecedents of WFC among immigrants 

are culture-related. As such, it may be particularly important that future work-family 

researchers should be further dedicated to investigating culture-related antecedents of WFC 

among immigrant populations juggling dual cultures.  

Regarding consequences of WFC, this thesis research contributes to the ongoing debate 

about the same-domain and cross-domain, and boundary-permeability perspectives, by testing 

the relationships of WIF/FIW with job/family satisfaction. However, some results are 

contradictory (mentioned in page 183). Therefore, future work-family research might need to 

further investigate those relationships in different populations or different cultural settings in 

order to draw a clear picture of those relationships.   

With respect to coping with WFC, this research found that most of the coping strategies 

identified among Chinese immigrants exhibit pros and cons. This suggests that one strategy 

will not work for everyone to deal with WFC. Therefore, it is crucial for future research to seek 

particular coping strategies to match a certain group of people who have similar personality or 

characteristics. Moreover, people may not be able to effectively cope with WFC by using one 

single coping strategy, and future research could address the efficaciousness of different 

combinations of coping strategies, which will enhance people’s capability to balance their work 

and family. Besides, future research should draw more attention to how people should function 

to alleviate WFC when work and family are integrated, rather than attempting to figure out 

methods of separating work and family domains. Importantly, when future work-family 

researchers examine coping strategies among immigrants, they should be aware of the effect 

of home cultures on these strategies. Finally, future qualitative research on coping with WFC 

may need to categorize participants according to scores on the dimensions of WFC, and more 

specific coping strategies aiming at reducing a certain type of WFC may obtain.  
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       Regarding acculturation, not only is visible artefact acculturation needed to be further 

investigated, but also value acculturation should be emphasized and scrutinized in-depth in 

work-family research on immigrant populations. In response to that, a comprehensive 

instrument for measuring value acculturation is needed, since acculturation of immigrants’ 

values related to work and family has remained largely unexplored in previous research. An 

appropriate instrument will enrich the work-family research in the context of acculturation in 

the future.  

Overall Conclusion  

To conclude, this research utilized cross-sectional data, longitudinal data, and interviews 

to investigate the work-family experiences among Chinese immigrants in New Zealand setting, 

which adds new knowledge to the work-family literature, and extends work-family research to 

an immigrant population. It is also apparent from this study that more research is needed to 

examine the impact of acculturation, including both visible artefact acculturation and value 

acculturation, on work-family experiences among immigrant populations. The findings in this 

research provide information that will be useful to immigrants, organisations, management 

practitioners, and the New Zealand Immigration Department.  
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Appendix 1: Demographic characteristics of the respondents at Time-1  (n = 577) 

Demographic variables  N   % 
Gender 
 -  Male 
 -  Female 
 Missing 

 
286 
284 
    6 

 
49.7 
49.3 
  1.0 

The highest level of education you have completed 
 Before coming to New Zealand 
 -  Less than high school      
 -  High school graduate 
 -  Diploma 
 -  Undergraduate degree 
 -  Postgraduate degree (e.g. MA, PhD, etc)  
 Missing 
 From New Zealand  
 -  Less than high school 
 -  High school graduate 
 -  Diploma 
 -  Undergraduate degree 
 -  Postgraduate degree (e.g. MA, PhD, etc)  
 Missing1 

 
 
  79 
118 
  81 
189 
  81 
  28 
 
    3 
    6 
  59 
169 
119 
220 

 
 
13.7 
20.5 
14.1 
32.8 
14.1 
  4.9 
 
    .5 
  1.0 
10.2 
29.3 
20.7 
38.2 

Type of job 
 -  Agriculture, mining and construction 
 -  Administration (clerical and administrative services, public 

administration) 
 -  Education and training  
 -  Financial, insurance, accounting, investment, tax and   real 

estate 
 -  Food and accommodation services 
 -  Health care and social assistance 
 -  Manufacturing (factory), transportation and logistics  
 -  Personal services (e.g. tourism, cleaning, laundry, protective 

services etc.)   
 -  Professional, scientific and technical services  
 -  Wholesale, retail, sales and trade 
 -  Others 
 Missing 

 
  11 
  59 
 
  82 
  31 
 
  51 
  32 
  19 
  61 
 
126 
  46 
    6 
  52 

 
  1.9 
10.2 

 
14.2 
  5.4 

 
  8.9 
  5.6 
  3.3 
10.6 

 
21.9 
  8.0 
  1.0 
  9.0 

Number of people who are dependent on you at home 
 -  Mean 
 -  SD  
 -  Range 0     
               1 
               2 
               3 
               4 
               5 
               7  
 Missing 

 
            1.41 
            1.23 

154 
157 
142 
  68 
  19 
    9 
    1 
  27 

 
 
 
26.7 
27.3 
24.5 
11.8 
  3.3 
  1.6 
    .2 
  4.7 

Age (years) 
 -  Mean 
 -  SD 
 - Minimum 
 - Maximum 
 Missing 

 
           38.40 
           10.18 

      19 
      65 

      22 (3.8%) 
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How long have you lived in New Zealand (months) 
 - Mean 
 - SD 
 - Minimum 
 - Maximum 
 Missing 

 
         132.54 
           74.94 

        1 
    540 

      20 (3.5%) 

 

How long have you been working in your current job 
in New Zealand (months) 
 - Mean 
 - SD 
 - Minimum 
 - Maximum 
 Missing 

 
          

         64.70 
         58.59 

        1 
    540 

      13 (2.3%) 

 

1 Missing does not fully mean that participants omitted this question, because most of them 
did not get any of the represented degrees in New Zealand. 
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Appendix 2: Demographic characteristics of the respondents at Time-2 (n = 264) 

Demographic variables  N   % 
Gender 
 -  Male 

 -  Female 
 Missing 

 
137 
127 
    0 

 
51.9 
48.1 
  0 

The highest level of education you have completed 
 Before coming to New Zealand 
 -  Less than high school      
 -  High school graduate 
 -  Diploma 
 -  Undergraduate degree 
 -  Postgraduate degree (e.g. MA, PhD, etc)  
 Missing 
 From New Zealand  
 -  Less than high school 
 -  High school graduate 
 -  Diploma 
 -  Undergraduate degree 
 -  Postgraduate degree (e.g. MA, PhD, etc)  
 Missing1 

 
 
  31 
  57 
  43 
  89 
  42 
    2 
 
    2 
    0 
  32 
  76 
  61 
  93 

 
 
11.7 
21.6 
16.3 
33.7 
15.9 
    .8 
 
    .8 
     0 
12.1 
28.8 
23.1 
35.2 

Have NZ education experience 
-  NO 
-  YES 

 
  93 
 171 

 
35.2 
64.8 

Type of job 
 -  Agriculture, mining and construction 
 -  Administration (clerical and administrative services, public 

administration) 
 -  Education and training  
 -  Financial, insurance, accounting, investment, tax and   real estate 
 -  Food and accommodation services 
 -  Health care and social assistance 
 -  Manufacturing (factory), transportation and logistics  
 -  Personal services (e.g. tourism, cleaning, laundry, protective 

services etc.)   
 -  Professional, scientific and technical services  
 -  Wholesale, retail, sales and trade 
 -  Others 
 Missing 

 
  21 
   
  13 
  41 
  15 
  24 
  22 
  14 
  12 
  
  50 
  28 
  21 
    3 

 
  8.0 
   
  4.9 
15.5 
  5.1 
  9.7 
  8.3 
  5.3 
  4.5 
 
18.9 
10.6 
  8.0 
  1.1 

Number of people who are dependent on you at home 
 -  Mean 
 -  SD  
 -  Range 0     
               1 
               2 
               3 
               4 
               5 
               6 
               7  

 
            1.42 
            1.31 

  75 
  81 
  56 
  35 
  12 
    2 
    2 
    1 

 
 
 
28.4 
30.7 
21.2 
13.3 
  4.5 
    .8 
    .8 
    .4 

Age (years) 
 -  Mean 
 -  SD 
 - Minimum 
 - Maximum 
 Missing 

 
           39.77 
           10.50 

      20 
      65 

            2 ( .8%) 

 

How long have you lived in New Zealand (months) 
 - Mean 

 
         140.23 
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 - SD 
 - Minimum 
 - Maximum 

           82.16 
        9 

       720    
How long have you been working in your current job in 
New Zealand (months) 
 - Mean 
 - SD 
 - Minimum 
 - Maximum 
 Missing 

 
          

         66.67 
         58.05 

        0 
     324 

          2 ( .8%) 

 

1 Missing does not fully mean that participants omitted this question, because most of them 
did not get any of the represented degrees in New Zealand. 
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Appendix 3: Demographic characteristics of the interviewees (n = 33). 

Demographic variables  N 
Gender 
 -  Male 
 -  Female 

 
16 
17 

Age (years) 
 -  Mean 
 -  Range 18 - 29 
                30 - 39 
                40 - 49 
                50 + 

40.60 
  4         
  8       
14 
  7 

Number of dependents 
 -  Mean 
 -  Range 0     
               1 
               2 
               3 
               4 

 
1.45 
 8 
14 
 2 
 6 
 3 

Resident length (months) 
 - Mean 
 - Minimum 
 - Maximum 

149.15 
  35 
270 

Job tenure (months) 
 - Mean 
 - Minimum 
 - Maximum 

        
72.27 
  9 
186 

Highest educational level 
 -  Less than high school      
 -  High school graduate 
 -  Diploma 
 -  Undergraduate degree 
 -  Postgraduate degree (e.g. MA, PhD, etc)  

 
 1 
 0 
 3 
14 
15 
 

Had educational experience in New Zealand  
-  Yes  
 -  No 

 
24 
 9 
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Appendix 4: Contact Letter to Organization for Survey 

Sudong Shang                                                                                    
School of Psychology 
University of Waikato  
Telephone: 022 1019880,   
E-mail: ss447@students.waikato.ac.nz 
Date………………………  
Dear………………………  
My name is Shang Sudong. I am a doctoral student in the School of Psychology at the 
University of Waikato in New Zealand. I am conducting PhD research on “Work-Family 
Conflict: A Study of Chinese Immigrants in New Zealand”.  
 
The objectives of this study are: (a) to investigate the degree of work-family conflict among 
Chinese employees; (b) to determine the causes and outcomes of work-family conflict in this 
group; (c) to examine effects of cultural adaptation on their work and family and (d) to explore 
possible methods to reduce this conflict. This research may be helpful for organizations with 
diverse employees to develop appropriate programs to deal with work-family matters.  
 
My research focuses on the Chinese immigrants who are working at least 15 hours per week 
and came from mainland China, Hong Kong, Taiwan, Singapore or Malaysia. I will appreciate 
it if you could introduce this research to your Chinese employees. All responses will be treated 
in strict confidence and used for research purposes only. Your organization’s participation will 
be valuable to my academic research, and will provide more comprehensive understanding of 
work-family issues. I will contact you in 10 days to discuss this research and your 
organization’s possible participation. 
 
This research has received ethics approval from the Research and Ethics Committee of the 
School of Psychology, University of Waikato. You are assured that the principles of ethical 
conduct of this research will be upheld in all respects. My supervisors for this study are 
Professor Michael O’Driscoll, Dr. Donald Cable and Dr. Maree Roche who work in the School 
of Psychology at the University of Waikato. If you have any questions relating to this study, 
you may contact me, my chief supervisor or the ethics committee. 
 

Professor Michael O’Driscoll  

Email: m.odriscoll@waikato.ac.nz    Phone: 07 838 4466 extn. 8899  

Ethics Committee of the Psychology Department, University of Waikato: 

Dr Nicola Starkey 

Email:nstarkey@waikato.ac.nz          Phone: 078384080 extn. 6472 

Your sincerely,  

Sudong Shang  
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Appendix 5: Introduction to Survey (in English) 

Dear participant, 

My name is Shang Sudong. I am a doctoral student in the School of Psychology at the University of Waikato in New 
Zealand. I would like to invite you to participate in my research on work-family conflict, if you are currently working 
at least 15 hours per week and came from mainland China, Hong Kong, Taiwan, Singapore or Malaysia. The purpose 
of this research is to examine work-family conflict experienced by Chinese immigrants, and explore ways to improve 
their well-being.  
 
This questionnaire will take about 20-25 minutes to complete. All responses will remain strictly confidential and will 
be used for research purposes only. Your organization won’t have access to individual responses. In any report I 
might publish, I will not include any information that will make it possible to identify a participant. Research records 
will be kept in a secured file, which only I can access.  
 
This research is a longitudinal study which means that there are two data collection points separated by a six month 
interval. After completing the Time 1 questionnaire, six months later you will be re-invited to respond to the Time 2 
questionnaire. 
 
This research has received ethics approval from the Research and Ethics Committee of the Psychology Department, 
University of Waikato. You are assured that the principles of ethical conduct of this research will be upheld in all 
respects. You can withdraw from this research at any time for any reason without any disadvantages.  
 
In order to match the Time 1 and Time 2 questionnaires, you will need to create your own code-word. Please be 
advised that the initials of your name, date of birth, month of birth and all responses you give won’t be seen 
by your organization. There is no possibility that the information you provide can lead to your identification.  
How to create your code-word:  
 
1. Insert the initials of your name. For example, if your name is Zhang San (family name/given name) = zs  
2. Insert day of your birth. For example, if you were born on the 5th = 05, 21th =21 etc.  
3. Insert the month of your birth. For example, if you were born in April= 04, October = 10 etc.  
 
For example, if your name is Zhang San, born on 5th April, your code-word would then be: zs/05/04 
 
Please insert your code-word here:  
_____________/______________/________________  
     (Initials)           (Day of birth)       (Month of birth)  
 
(For the Time 1 survey)  
If you change your name during the next six months, please use your original name on the subsequent survey.  
(For the Time 2 survey)  
If you changed your name during the last six months, please use your original name that you used in the Time 1 
survey.  
 
Please contact me with any questions relating to this study through any of the following means:  
Researcher: Shang Sudong 
Email: ss447@waikato.ac.nz.            Phone: 0221019880 

Chief Supervisors: Professor Michael O’Driscoll  
Email: m.odriscoll@waikato.ac.nz    Phone: 07 838 4466 extn. 8899  
   
Ethics Committee of the Psychology Department, University of Waikato: Dr Nicola Starkey 
Email:nstarkey@waikato.ac.nz          Phone: 078384080 extn. 6472 
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Appendix 6: 	����� (in Simplified Chinese) 
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Appendix 7: ������ (in Traditional Chinese) 
, 

15 , 

,   
15-20 , 

, 
, 

1
, 2  

 
,

、
:  

1. ,   ( / ) =zs 

2. , 4 =4,10 =10   

3. , 5 =05,21 =21   

, , 4 5 , :zs/04/05 

: ____________/_________ /_________  

                

 

:  

:  
ss447@waikato.ac.nz            022 1019880 

: Professor Michael O’Driscoll  
m.odriscoll@waikato.ac.nz       07 8384466。 8899   

: Dr. Nicola Starkey 
nstarkey@waikato.ac.nz          07 8384080。 6472 
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Appendix 8: Time-1 and Time-2 Questionnaire (English Version) 
 

Were you born in Mainland China, Hong Kong, Taiwan, Malaysia or Singapore? 
Yes                                   No    Thank you for your interest. You can quit this survey.  
 
Do you work at least 15 hours per week (including self-employment)? 
Yes                                   No    Thank you for your interest. You can quit this survey.  
 
Are you living with at least one of following family members in New Zealand: your spouse, 
partner (girl/boy friend), parents, children, siblings, or some other relatives? 
Yes                                   No   → Thank you for your interest. You can quit this survey. 
 
If you answered “Yes” to all the three questions above, please proceed to the 
following items. 
 
 

SECTION A:  

In modern life, work and family are the two main domains of our lives. For each of the 
statements below, please indicate to what extent you agree or disagree with the statement. 
Circle the number in the boxes according to the scales below: 
 
1=Strongly disagree;        2=Disagree;        3=Neutral;       4=Agree;      5=Strongly agree   
                                        

1. My work keeps me from my family activities more than I 
would like.  1 2 3 4 5 

2. The time I must devote to my job keeps me from participating 
equally in household responsibilities and activities.  1 2 3 4 5 

3. I have to miss family activities due to the amount of time I must 
spend on work responsibilities.  1 2 3 4 5 

4. The time I spend on family responsibilities often interfere with 
my work responsibilities.  1 2 3 4 5 

5. The time I spend with my family often causes me not to spend 
time in activities at work that could be helpful to my career.  1 2 3 4 5 

6. I have to miss work activities due to the amount of time I must 
spend on family responsibilities.  1 2 3 4 5 

7. When I get home from work I am often too frazzled to 
participate in family activities/ responsibilities.  1 2 3 4 5 

8. I am often so emotionally drained when I get home from work 
that it prevents me from contributing to my family.  1 2 3 4 5 
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9. Due to all the pressures at work, sometimes when I come home 
I am too stressed to do the things I enjoy.  1 2 3 4 5 

10. Due to stress at home, I am often preoccupied with family 
matters at work.  1 2 3 4 5 

11. Because I am often stressed from family responsibilities, I have 
a hard time concentrating on my work.  1 2 3 4 5 

12. Tension and anxiety from my family life often weakens my 
ability to do my job.  1 2 3 4 5 

 

SECTION B:  

13. How many hours do you normally work per week?    _____________ 

Please indicate how often the following working statuses happen to you. Circle the number in 
the boxes according to the scales below: 
 
1= Never;                     2= Once or twice per month;               3=Once or twice per week;                      
4=Once or twice per day;                                                         5=Several times per day 
 

14. My job requires me to work very fast. 1 2 3 4 5 
15. My job requires me to work very hard. 1 2 3 4 5 
16. My job leaves me with little time to get things done. 1 2 3 4 5 
17. There is a great deal to be done. 1 2 3 4 5 
18. I have to do more work than I can do well. 1 2 3 4 5 

 
 
Please indicate how often or to what extent the following working statuses happen to you. 
Circle the number in the boxes according to the scales below: 
 
1=Never;     2=Very Little;       3=Some;    4=A Moderate Amount;       5=A lot 
 

19. To what extent is there conflict about the work between me and 
my colleagues?  1 2 3 4 5 

20. How often does the conflict about ideas happen between me and 
my colleagues?  1 2 3 4 5 

21. How often do my colleagues disagree with me on opinions of the 
work? 1 2 3 4 5 

22. To what extent are there differences of opinions between me and 
my colleagues? 1 2 3 4 5 
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Please indicate to what extent you agree with the following statements regarding your 
workplace. Circle the number in the boxes according to the scales below: 
1=Strongly disagree                2=Moderately disagree                     3=Slightly disagree 4=Slightly 
agree                      5=Moderately agree                           6=Strongly agree 

23. The atmosphere here is often charged with hostility.  1 2 3 4 5 6 

24. Backbiting is a frequent occurrence.  1 2 3 4 5 6 

25. One party frequently undermines the other. 1 2 3 4 5 6 

26. There are often feelings of hostility among parties.  1 2 3 4 5 6 

27. Much "plotting" takes place "behind the scenes" (
).   1 2 3 4 5 6 

 
 
 

Your employment status:  Employee                           Self-employed    

If you choose “Self-employed”, you can skip items 28-41. But if you choose “Employee”, 

please continue. Thanks.  

Please indicate to what extent you agree that each of the following statements represents the 
philosophy or beliefs of your organization (remember, these are not your own 
personal beliefs —but pertain to what you believe is the philosophy of your 
organization). Circle the number in the boxes according to the scales below: 
 
1=Strongly disagree;       2=Disagree;        3=Neutral;        4=Agree;      5=Strongly agree 
 

28. Work should be the primary priority in a person’s life. 1 2 3 4 5 

29. Long hours inside the office are the way to achieving 
advancement. 

1 2 3 4 5 

30. It is best to keep family matters separate from work. 1 2 3 4 5 

31. It is considered taboo to talk about life outside of work. 1 2 3 4 5 

32. Expressing involvement and interest in non-work matters is 
viewed as healthy. 

1 2 3 4 5 

33. Employees who are highly committed to their personal lives 
cannot be highly committed to their work. 

1 2 3 4 5 

34. Attending to personal needs, such as taking time off for sick 
children is frowned upon. 

1 2 3 4 5 

35. Employees should keep their personal problems at home. 1 2 3 4 5 
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36. The way to advance in this company is to keep non-work matters 
out of the workplace. 

1 2 3 4 5 

37. Individuals who take time off to attend to personal matters are not 
committed to their work. 

1 2 3 4 5 

38. It is assumed that the most productive employees are those who 
put their work before their family life. 

1 2 3 4 5 

39. Employees are given ample opportunity to perform both their job 
and their personal responsibilities well. 

1 2 3 4 5 

40. Offering employees flexibility in completing their work is viewed 
as a strategic way of doing business. 

1 2 3 4 5 

41. The ideal employee is the one who is available 24 hours a day. 1 2 3 4 5 
 

SECTION C:  

Please indicate how often the following statuses happen to you. Circle the number in the boxes 
according to the scales below: 
 
1= Never;         2= Seldom;          3=Sometimes;            4= Often;              5= Very Often 
 

42. My family makes too many demands on me. 1 2 3 4 5 

43. I have too much family-related work to do. 1 2 3 4 5 

44. In general, I am overwhelmed by demands of my family. 1 2 3 4 5 
	

The following items (45-53) might be sensitive for you. If you feel uncomfortable with any of 
the issues below, please contact Shakti Community Council, Landline 0800 742584 (0800 
SHAKTI).  
 
Please indicate to what extent you think the following item is true. Circle the number in the 
boxes according to the scales below: 
 
1=Mostly true;          2=Somewhat true;           3=Somewhat false;            4=Mostly false 
 

45. We quarrel a lot in our family.  1 2 3 4 
46. Family members rarely become openly angry.  1 2 3 4 
47. Family members sometimes get so angry they throw things.  1 2 3 4 
48. Family members hardly ever lose their tempers.  1 2 3 4 
49. Family members often criticize each other.  1 2 3 4 
50. Family members sometimes hit each other.  1 2 3 4 
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51. If there is a disagreement in our family, we try hard to smooth 
things over and keep the peace.  

1 2 3 4 

52. Family members often try to one-up or out-do each other (
).  

1 2 3 4 

53. In our family, we believe you don’t ever get anywhere by raising 
your voice.  

1 2 3 4 

 
 
Please indicate to what extent you agree that each of the following statements. Circle the 
number in the boxes according to the scales below: 
 
1=Very strongly disagree;        2=Strongly disagree;              3=Mildly disagree;    
4=Neutral;                     5=Mildly agree;        6=Strongly agree;         7=Very strongly agree 
 

54. My family really tries to help me. 1 2 3 4 5 6 7 
55. I get the emotional help and support I need from my family. 1 2 3 4 5 6 7 
56. I can talk about my problems with my family. 1 2 3 4 5 6 7 
57. My family is willing to help me make decisions. 1 2 3 4 5 6 7 

 

SECTION D:  

Please indicate to what extent you agree that each of the following statements. Circle the 
number in the boxes according to the scales below: 
 
1=Strongly disagree;                       2=Disagree;                               3=Slightly disagree; 
4=Neither agree nor disagree;         5=Slightly agree;          6=Agree;         7=Strongly agree 
 

58. Generally, I am satisfied with my job. 1 2 3 4 5 6 7 

59. In general, I don’t like my job. 1 2 3 4 5 6 7 

60. In general, I like working here. 1 2 3 4 5 6 7 

61. My family life is very enjoyable. 1 2 3 4 5 6 7 

62. Generally, the family life I have is great. 1 2 3 4 5 6 7 

63. In general, I am satisfied with my family life. 1 2 3 4 5 6 7 
	

 
 
 
 
 



Appendices 

	

	 214 

Please indicate how often you have experienced each of the following events in the past 
three months. Circle the number in the boxes according to the scales below: 
 
1=Never;   2=Very occasionally ;     3=Sometimes often;   4=Very often;     5=All the time 
 

64. Been able to concentrate on what I am doing. 1 2 3 4 5 

65. Lost much sleep over worry. 1 2 3 4 5 

66. Felt I am playing a useful part in things. 1 2 3 4 5 

67. Felt capable of making decisions about things. 1 2 3 4 5 

68. Felt constantly under strain. 1 2 3 4 5 

69. Felt I couldn’t overcome my difficulties. 1 2 3 4 5 

70. Been able to enjoy my normal day-to-day activities. 1 2 3 4 5 

71. Been able to face up to my problems. 1 2 3 4 5 

72. Been feeling unhappy or depressed. 1 2 3 4 5 

73. Been losing confidence in myself. 1 2 3 4 5 

74. Been thinking of myself as a worthless person. 1 2 3 4 5 

75. Been feeling reasonably happy, all things considered. 1 2 3 4 5 
 
 
Please indicate how often you have experienced each of the following symptoms over the 
past month. Circle the number in the boxes according to the scales below: 
 
1=Not at all;                                                           2=Once or twice over the past month;                            
3=Once or twice per week;                    4=Most days;                                  5=Every day 
 

76. Nausea or vomiting 1 2 3 4 5 

77. Backache 1 2 3 4 5 

78. Trouble sleeping 1 2 3 4 5 

79. Headache 1 2 3 4 5 

80. Acid indigestion or heartburn 1 2 3 4 5 

81. Eye strain 1 2 3 4 5 

82. Diarrhoea 1 2 3 4 5 

83. Stomach cramps (Not menstrual) 1 2 3 4 5 

84. Constipation 1 2 3 4 5 
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85. Ringing in the ears 1 2 3 4 5 

86. Loss of appetite 1 2 3 4 5 

87. Dizziness 1 2 3 4 5 

88. Tiredness or fatigue 1 2 3 4 5 
 
 
SECTION E: Acculturation  
 
Immigrants will experience a complicated process of adapting to a new culture and society, 
which is called acculturation. Please circle the number that best represents your view on each 
item of acculturation.   
  
1=Not very much;       2=A little;        3=Somewhat;            4=Much;             5=Very much  
 

89. How well do I speak English language? 1 2 3 4 5 

90. How well do I understand English language? 1 2 3 4 5 

91. How well do I read and write in English language? 1 2 3 4 5 

92. How much do I like New Zealand food? 1 2 3 4 5 

93. How knowledgeable am I about the history of mainstream 
New Zealanders? 

1 2 3 4 5 

94. How knowledgeable am I about New Zealand culture and 
traditions? 

1 2 3 4 5 

95. How much do I practice New Zealand traditions and keep the 
New Zealand holidays? 

1 2 3 4 5 

96. How much do I feel I have in common with mainstream New 
Zealanders? 

1 2 3 4 5 

97. How much do I interact and associate with mainstream New 
Zealanders? 

1 2 3 4 5 

98. How much would I like to interact and associate with 
mainstream New Zealanders? 

1 2 3 4 5 

99. How proud am I to be part of mainstream New Zealanders? 1 2 3 4 5 

100. How negative do I feel about mainstream New Zealanders? 1 2 3 4 5 
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Please circle the number that best represents your view on the following two items of 
acculturation.   
 
1= Never;          2= Seldom;          3=Sometimes;            4= Often;              5= Very Often 
 

101. How often do I listen to music, look at movies and 
magazines similar with mainstream New Zealand culture? 

1 2 3 4 5 

102. How often do I eat New Zealand food? 1 2 3 4 5 
 

SECTION F: Demographic Information  

1. What is your gender?  

 Male                        Female   

2. How old are you? ________ (Years) 

3. Number of people who are dependent on you at your home? _________ 

4. How long have you lived in New Zealand? ________ Years _______ Months 

5. What is the highest level of education you have completed?  

   
Less than 

high school 
High school 

graduate Diploma 
Undergraduate 

degree 

Postgraduate 
degree (e.g. 
MA, PhD, 

etc.) 

Before you came to New 
Zealand    	         	 									                  											                 								 	

From New Zealand 
(Please don’t choose, if you 
don’t get any of following 
degrees from New Zealand.) 

  
        	 								              										 			 										 	 							 	

 

6. How long have you been working in your current job? ___Years___ Months 

7. What is the type of your job (e.g. education, administration, and engineering)? 

__________________________  

--Thank you for completing this questionnaire and for being part of my study. I appreciate 
the time and energy you have given to this study, and value your contribution to its 
outcomes.--☺ 
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Could you please record your contact details below? Because there are follow-up studies after 

this survey, and I can return the summary report for you. This Contact information will be 

separated from the questionnaire, so no other person can match your information with your 

responses to the questionnaire.  

Name: _______________________________________________ 

Email: _______________________________________________ 

Or 

Phone number: ________________________________________ 

Or  

Address: _____________________________________________ 

Or 

QQ: _____________________WeChat:_____________________ 
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Appendix 9: Time-1 and Time-2 Questionnaire (Simplified Chinese Version) 
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eeVV-A���_(/V-��=;BF Thank you for completing this 
questionnaire and for being part of my study. I appreciate the time and energy you have 
given to this study, and value your contribution to its outcomes.--☺ 
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Appendix 10: Time-1 and Time-2 Questionnaire (Traditional Chinese Version) 
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questionnaire and for being part of my study. I appreciate the time and energy you have 

given to this study, and value your contribution to its outcomes.--�



Appendices 

	

	 235 

¹ęæ4 2ĕÎm NĦr(+¦åƃ�ĦțēÎ�ĦȜǍğ�æ4�è ƺ8JĦǍğĎ

�ń)ť©Áµ(ŐķmơĔ
Ĉťǔ_ȝæ4¹ęơ�Ųǁǥ�ǔ_èº+ťÊȇ�)m 

Ŝ	)ťƛƓĉÄ� "Ý�2cm ȟǒǒ

ǥ�ȈťǘǃĔƨ}d�őPǷ0£ȝ
ĔĖ�î)ťǘǃƨ�ƅ`ǰǛ+�

ÙťžxȞ

țĹ*ȞĪȉ
Ď})ťŬª¡tȝƙĎ)ȍÝæ4�'žx)�Ȝ	

	

Ȃ¢Ǯ!

çƘ

Ȃǆ

çƘ

Ò1Ȟ

çƘ

çƘ

��

	

	

æ4ĔĠü �ťƛƓĉÄhďî)ť�wƊĝ�ȑƌ)�	

 

 

 

 

 

	

	



Appendices 

	

	 236 

Appendix 11: Interview Protocol 

Introduction:  

My name is Shang Sudong. I am currently a full-time doctoral student of the School of Psychology at 

the University of Waikato in New Zealand. I would like to invite you to participate in my research. The 

title of my research is “Work-family conflict among Chinese immigrants”. The purpose of this research 

is to reduce work-family conflict experienced by Chinese immigrants, and improve the well-being of 

them. 

Each interview will last around 30-60 minutes, which will be arranged at the place and time for your 

convenience. All interviews will be audio-recorded if you agree, but I will take notes if you find 

recording uncomfortable. 

In this study, your participation is voluntary and you have the right to withdraw from the study at any 

time up until data analysis has commenced. You have the opportunity to add, delete or change anything 

you said to me when I return you the summaries of individual interviews. You also have the right to 

refuse to answer any questions. 

The data received from you will be confidential, and only I can assess to it. Every effort will be made 

to keep the participants unidentifiable. The analyzed data from the study will be used in my PhD degree 

thesis, and possibly in some publications or presentations that arise from it. 

Please contact me with any questions relating to this study through any of the following means:  

Shang Sudong 

Email: ss447@waikato.ac.nz. Phone: 0221019880 

The consent form is attached here. Ticking the consent form indicates your agreement to participate in 

my study. 

Thank you very much for your support. 

 

 

Your sincerely, 

Shang Sudong 
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Warm up 

1. How long have you lived in New Zealand? 

2. Tell me about your family. 

• How many kids/elder parents in your family? 
• How much time do you usually spend in a week on your housework and family chores? 

3. Tell me about your work. 

• What is your job? 
• How long have you worked on this position? 
• How long have you worked in New Zealand? 
• How much time do you usually spend in a week on your work? 

4. Interviewer introduces what is work-family conflict to interviewee. 

Questions 

1. Since you came to New Zealand, do you notice that any of your values related to work and family 
have changed? Please explain. 

2. Interviewer introduces what is work-family conflict to interviewee.  

    What are the causes of your work-family conflict? Please give some examples. 

3. How do you cope with the work-family conflict you experience? Please give some examples.  

4. Do you have anything else which you think is related to dealing with work-family conflict?  

   

  Tell interviewees how information will be used and how to feedback the result to them.  

 

End of interview 
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Appendix 12:  Interview Consent Form 

I,……………………………… (participant’s name), have read an explanation of the study 
conducted by Shang Sudong.  

I have read and understood that: 

• My participation in this study is completely voluntary, and I can withdraw at any time up until 
data analysis has commenced. 

• If I withdraw, any raw data will also be removed. 
• My identity will be anonymous, and any information I provide will be treated with 

confidentiality. 
• The data from the study will be used in Shang Sudong’s PhD thesis, and possibly in some 

publications or presentations that arise from it. 
• Signing this form indicates my agreement to participate in the study. 

 

I understand that I have the right to: 

• change, delete or add information up to the time I return the transcripts; 
• refuse to answer any of the researcher’s questions during the interviews; 
• withdraw from the study at any time without any question from the researcher and without any 

disadvantage of any kind. 
 

I agree to: (Please tick the box √)  

• participate in this interview; □  

• have my interview audio-recorded. □  

Signature:        ______________________________ 

Name:              ______________________________ 

Date:                ______________________________ 

 
 

 

 

 

 

Researcher: Shang Sudong 
Email: ss447@waikato.ac.nz.            Phone: 0221019880 

Chief Supervisors: Professor Michael O’Driscoll  

Email: m.odriscoll@waikato.ac.nz    Phone: 07 838 4466 extn. 8899  

Ethics Committee of the School of Psychology, University of Waikato: 

Dr Nicola Starkey 

Email:nstarkey@waikato.ac.nz          Phone: 078384080 extn. 6472 

	


