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Abstract
This paper analyzes work-family issues and related variables in three different countries (India, Peru and Spain) from a cross-cultural perspective. The level of conflict that employees feel between their working and personal lives is examined, as well as the relationships between work-life conflict and employee commitment to the organization in each country. We also seek to understand whether managerial support is associated with work-life conflict and affective commitment. Participants were 329 employees from different business organizations. Results suggest that employees’ experienced work-life conflict is similar for Spain and Peru, and also for Peru and India. Employees from India reported significantly higher levels of work-life conflict compared to Spanish respondents. Results also show that in all three countries both the work-life conflict and the managerial support in relation to work-family demands are associated with affective commitment. High levels of managerial support also lead to lower experiences of work-life conflict in Peru and Spain, but not in India. The influence of individual differences in these variables was also examined. Whereas no gender differences emerged, marital status and elder/ child care responsibilities influenced perceptions of work-life conflict as well as affective commitment. Results are discussed in terms of how cultural, social and economic differences between India, Peru and Spain may influence work-family issues. 
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Full paper
Origin of work-life balance 
In recent decades, there has been an evolution in the way working life is thought to be associated with the quality of workers’ personal lives. During the 1970s, analysis focused on the effects of work on family life, but since the 1980s the issue has been treated by companies as a phenomenon that affects employee competence and performance. Otárola (2008) notes that contemporary models which study the work-family/life phenomenon use a two-way conceptualization namely, how work affects employees’ personal lives, and how their personal lives affect their performance in the company.
The work-life balance is defined as the balance between work and family demands, as well as the balance between work and other role expectations and responsibilities in private life (Hämmig, Gutzwiller and Bauer 2009; Munir, Nielsen, Garde, Albertsen and Carneiro 2012), while experiencing minimal conflict between these two domains (Clark 2000; Lin, Wong and Ho 2013). For Osorio (2010, p. 67), the “balance is not static but will change depending on the stages at work and personal situations.” Due to the profound effect of these relationships on both personal and professional life, the development of initiatives of work-life balance so as to attract and retain talented workers is becoming increasingly important for companies. 
Chinchilla, Las Heras and Torres (2010) argued that society has undergone significant socio-cultural changes which have reinforced the need in recent times to give importance to the development of the work-life balance. These changes include: the growing presence of women at work and the attention given to women’s rights in terms of equal opportunities; the influence of technology, which facilitates human interaction in various fields; the rise in divorce rates, which leads to the particular problem of families headed by a single person; and the increased presence of single parents. Moreover a growing number of women are assuming positions of importance at work, leading to an increase in the number of dual career couples who face pressures that can affect the amount of attention devoted to the family. These changes have meant that the issues associated with work and family are currently seen not as competing areas, but instead as domains that should be analyzed in an integrated manner. Furthermore, there is evidence that the way in which this phenomenon is managed by organizations has a marked influence on the psychological attachment felt by a person for the organization, which subsequently leads to better outcomes for the organization (Madsen, John and Miller 2005).
In this paper, we aim to address these relationships from a cross-cultural perspective. Substantial research conducted in Western countries suggests that workers’ experiences of conflict between the work and family domains potentially lead to poor job-related attitudes (Allen, Herst, Bruck and Sutton 2000; Mesmer-Magnus and Viswesvaran 2005). Previous findings have demonstrated that there are fundamental differences in how the role of work is understood across different cultures (Engle and Prince 2012; Georgellis and Lange 2012), and that cultural differences play an important role in understanding employee satisfaction (Lu et al. 2010) and commitment (Cinamon 2009) in relation to work life-balance practices. However, the universality of these findings is open to question (Spector et al. 2004). The literature points to the need for further research into whether findings related to correlates of work-family issues are culture-specific or generalizable across cultural boundaries (Poelmans, O’Driscoll and Beham 2005). Our study answers this need by examining whether differences exist in these relationships in three different countries, India (Asia), Peru (LatinAmerica) and Spain (Europe). Furthermore, we aim to explore the direction and implication of such differences for international human resource practitioners.
Cultural background: work-family issues in different contexts
Little research has been undertaken outside Western countries into the interrelation between the family and work domains. Comparative studies have focused largely on two-country comparisons, while the focus on multiple country comparisons has been very limited (Spector et al. 2007). The multiple country perspective is important, as cultural differences play an important role in explaining the antecedents and consequences of employee commitment and work life-balance practices (Spector et al. 2005; Eby, Casper, Lockwood, Bordeaux and Brinley 2005; Wasti 2003; Williamson, Burnett and Bartol 2009). Masuda and McNall (2010), recover the cultural dimensions of Hofstede (2001) to better understand this and suggest that, depending on the combination of cultural values, some societies are more likely than others to generate conflicts between work and personal life. Similarly, Spector et al. (2005), in Masuda and McNall (2010) suggest that managers in more collectivist societies, such as Latin America, are less likely to leave a job because of dissatisfaction arising from the demands of work affecting family life, and also that in more individualistic countries -in contrast with the more collectivist- managers are more likely to allow their workers to make use of work life-balance practices.
Given this perspective, it is important to further examine the way in which different variables associated with work-life conflicts occur in different contexts. Analysis of differences and similarities across three countries with different degrees of social and economic development such as India, Peruand Spain seem to be of value. Although there may be wide differences across cultures, they all share a need to solve similar human problems (Matsumoto 2006). In spite of such commonalities, most cross-cultural research has focused on identifying and describing differences between cultures without attempting to explain the underlying causes for the differences (Ratner and Hui 2003). Even when studies reveal differences between cultures, the findings may lack practical significance (Matsumoto, Grisson and Dinnel 2001). And, as world cultures continue to come together as the result of globalization, our perceptions of the differences and similarities across cultures may well change (Shiraev and Levy 2010). Although the scarce cross-cultural comparisons of work-life phenomenon suggest that differences may exist between the three countries (India, Peru and Spain), international studies analyzing the work-family conflict have repeatedly shown that this conflict has negative effects on organizational variables such as satisfaction in different contexts (Allen et al. 2000; Ford, Heinen and Langkamer 2007; Greenhaus and Beutell 1985; Parasuraman and Greenhaus 2002). There is also cross-cultural evidence that family patterns and gender roles are changing worldwide, leading to new patterns in the ways families respond to work and domestic responsibilities. Our objective is therefore exploratory, and aims to examine whether the relationships presented below can generalize to three substantially different cultural contexts (i.e., India, Peru and Spain).
The work-life conflict
Policies applied by organizations for reconciling the family and working lives of employees have been growing in importance (Chinchilla et al. 2010). In particular, recognition of the significance of work-life conflict (WLC) is increasing among practitioners and researchers. Greenhaus and Beutell defined Work-Life/Family Conflict  as “a form of inter-role conflict in which the role pressures from two domains, that is, work and family, are mutually non-compatible so that meeting demands in one domain makes it difficult to meet demands in the other” (1985, p. 77). The literature now makes it clear that this conflict between the work role and the family (life) role may occur in both directions (Hämming et al. 2009), namely, the work role interfering with the non-work/family life (WIF) and the family/life interfering with the work role (FIW). Extant research shows that WIF is more prevalent than FIW (Eagle, Miles and Icenogle 1997). To fully understand the work-family interplay, there needs to be a focus on both directions of WLC (Frone, Russell and Cooper 1992a).The present study, therefore, seeks to analyze these two conflicts (WIF and FIW) as experienced by employees in India, Peru and Spain, as well as the consequences of these conflicts for organizational outcomes such as commitment to the organization. 
Evidence suggests that individuals can achieve balance between their professional and personal lives when the conflict (WLC) is present at a low level (Greenhaus, Collins and Shaw 2003; Valcour 2007). Authors such as Otárola (2008, p. 12) emphasize the importance of role theory in understanding the behaviour of individuals who are facing the dual demands of the workplace and the family. They state that "as individuals play different roles, it is possible that expectations of a role make the other's performance more difficult, so that people experience a conflict between roles."
	Work-family research has been conducted largely within those affluent western countries that value individualism (Hofstede 2001). These studies have revealed a positive correlation between work demands and WIF (e.g. Hammer, Neal, Newsom, Brockwood and Colton 2005). Comparative studies within Western Europe (Netherlands, Sweden, and United Kingdom) and North America have found working hours to be consistently related to WIF across countries (for e.g. Cousins and Tang 2004). The results of the studies conducted in less culturally similar areas, such as Asia, have not been found to be so consistent. However, for India, the relationship between work demands and WIF was found to show a pattern similar to that in Western countries (Aryee, Srinivas and Tan 2005). A review of five cross-cultural comparative studies focusing on the association of work demands with work-family variables undertaken by Spector et al. (2007) suggested that the findings were at best equivocal (Yang, Chen, Choi and Zou 2000; Yang 2005; Spector et al. 2004; Lu, Gilmour, Kao and Huang 2006; Hill, Yang, Hawkins and Ferris 2004). 
Although evidence suggests that culture influences the nature of WLC (Joplin, Shaffer, Francesco and Lau 2003), few studies have been conducted in either the less affluent developing countries or in the collectivistic nations of the East (Lo 2003). One seminal study to have explored similarities and differences across cultures with regard to the work-life phenomenon was undertaken by Hill et al. (2004) in their IBM 2001 Global Work and Life Issues Survey. Specifically, they tested a cross- cultural model of work-family interface to explore whether work-family models developed in the west were transportable across a wide range of cultures. Hill et al. (2004) divided 48 countries into four groups (each group consisting of culturally related countries) based on Hofstede’s individualism-collectivism dimension. Significantly, the results of the survey show that the same work-family interface model was applicable across all four country groups, thus pointing towards a transportable rather than a culturally specific work-family interface model. In another survey, Hill, Erickson, Holmes and Ferris (2010) reported that workplace flexibility was generally related to lower WLC for a global sample of workers from four groups of countries. Further research needs to be undertaken to study country differences with respect to work-family variables and their correlates. Based on the review of the existing literature, we propose the following hypothesis: 
Hypothesis 1: The extent of conflict experienced by employees at the interface between work and personal life will be similar in the three countries (India, Peru and Spain).

Work life conflict and employees’ affective commitment
Organizational Commitment (OC) is commonly understood as the psychological attachment felt by a person for the organization. Early researchers such as Mowday, Steers and Porter (1979, p. 226) defined employee commitment as “the relative strength of an individual’s identification with, involvement in, and loyalty to a particular organization”.
Early researchers considered OC to be a one-dimensional construct. However, it has long since been widely acknowledged to be multidimensional (Meyer and Allen 1997), with differing implications for employee behaviour and human resource management (HRM). Meyer and Allen (1991) followed by others (Meyer, Allen and Gellatly 1990; Cho and Huang 2012) identified three components of OC: affective commitment (psychological attachment to the organization), continuance commitment (perceived costs associated with leaving the organization) and normative commitment (perceived obligation to remain with the organization). Employees can experience all three forms of commitment to varying degrees. 
	Several researchers support the idea that lower WLC is associated with higher employee OC, which in turn leads to higher loyalty to an organization (Allen et al. 2000; Madsen et al. 2005; Eby et al. 2005). A meta-analysis study has shown that both WIF and FIW were negatively associated with affective commitment (Allen et al. 2000). Conversely, some studies did not find a negative relationship between WLC and OC (for e.g., Zhang, Griffeth and Fried 2012), which suggests that these relationships do not appear consistently. However, affective commitment has been found to be a strong and consistent predictor of desired outcomes, such as employee retention and job satisfaction (Rhoades, Eisenberger and Armeli 2001). 
	Little is actually known of the cross-national generalizability of OC, and researchers have long been interested in the degree to which cross-national differences exist in OC and its correlates (Cohen 2003). In their 25 nations study, Hattrup, Mueller and Aguirre (2008) found, despite theoretical arguments to the contrary, that differences in commitment across national boundaries were small and empirically unrelated to individualism-collectivism values that explain cultural differences across countries. As discussed by Zhang et al. (2012), the culturally-neutral cross-domain model of work-life predicts that FIW leads to psychological strain when the employee finds it difficult to fulfil the demands of the work role. This strain may negatively affect work-related outcomes such as affective attachment to the organization. Studies suggest that cultural values appear to moderate the relationship between WLC and its antecedents more strongly than they do the relationship between WLC and its consequences (Hill et al. 2004; Spector et al. 2005). Since outcomes associated with WLC, such as psychological well-being, affective attachment etc. are less likely to vary across cultures, we present the following hypothesis:
Hypothesis 2: WLC is negatively associated with affective commitment in the three countries (India, Peru and Spain).

Organizational factors and work-life conflict
Recent research suggests that the mere presence of reconciliation practices in business is insufficient for the achievement of work-life balance, since few employees actually use these (Eby et al. 2005). However, evidence suggests that organizational factors such as a culture of support by a company or by the managers in an organization may help reduce the negative experiences derived from the WLC (Thompson and Prottas 2005; Ford et al. 2007; O’Driscoll et al. 2003). Analysis of how socio-cultural factors such as context or region influence such relationships is, however, still scarce. 
Debate continues on the subject of work-life policies. Such policies are unlikely to succeed unless supported by the culture of the company and unless there is an involvement of those who occupy managerial positions within the company. Thompson, Beauvais and Lyness (1999) defined work life/family culture as the shared assumptions, beliefs, and values regarding the extent to which an organization supports and values the integration of employees’ work and family lives. It is to be expected that employees’ perceptions of work-family culture in their organizations would influence their attitudes towards the organization, as well as towards the use of work-family benefits (Thompson et al. 1999). The three most commonly discussed components of work-family culture are: organizational time demands (expectations that employees prioritize work over family and work long hours); perceived negative career consequences associated with utilization of work-family benefits or devoting time to family responsibilities; and managerial support for employee’s family responsibilities1.
Supervisors have significant potential to influence both workplace culture (Kinnunen and Mauno 2008; Albertsen, Persson, Garde and Rugulies 2010) and the utilization of work-family practices(Allen 2001; Batt and Valcour 2003; Frye and Breaugh 2004). Research has shown that employees whose seniors supported their efforts to balance work and family were less likely to experience WLC (Wang and Walumbwa 2007; Colombo and Ghislieri 2008; Munir et al. 2012).Research has also shown that organizations which provide family friendly benefits in the absence of a family-friendly work culture, have experienced a high turnover of staff, decreased job satisfaction, and higher WLC (Behson 2001; Flye, Agars and Kottke 2003). 
Managerial support and work-life conflict
Managerial support is defined as the degree to which employees form general impressions that their managers appreciate their contributions, are supportive, and care about their subordinates’ well-being (Eisenberger, Stinglhamber, Vandenberghe, Sucharski and Rhoades 2002). Supervisor support has also been referred to as informal organizational support (e.g. Hammer, Kossek, Zimmerman and Daniels 2007). For instance, Allen (2001) found that supervisor support affected employee perception of the family supportiveness of the organization as a whole, and positively impacted the level of WLC experienced. In the literature, a supportive supervisor has been defined as “one who empathizes with an employee’s desire to seek balance between work and family responsibilities” (Thomas and Ganster 1995). Other studies also found that perceived supervisor support for efforts to balance work-family needs resulted in reduced WLC (Anderson, Coffey and Byerly 2002; Thompson and Prottas 2005; Ford et al. 2007), and less psychological strain (O’Driscoll et al. 2003) when compared with co-workers with less support from their supervisors. 
Research suggests that informal supervisor support may be a more important determiner of employee well-being than the provision of formal family-friendly practices (e.g. Behson 2005). There are also indications of a positive relationship between perception of highmanagerial support and the use of work-life balance initiativesby employees (Batt and Valcour 2003; Frye and Breaugh 2004), thereby resulting in lower levels of WLC.
	More recently, the Leader-Member Exchange (LMX) theory of leadership has been applied to the study of work and family issues (Major and Lauzun 2010), and to understand the role of managerial support in addressing WLC (Major and Cleveland 2007). LMX theory focuses on the quality of supervisor-subordinate relationship (Gerstner and Day 1997). The theory proposes that LMX develops through “a process of social exchange in which the employee’s work role is essentially negotiated through interactions between the supervisor and subordinate” (Major and Lauzun 2010). Starting from a work-family perspective Major and Lauzun explain that the leader not only values the contributions of the subordinate but also seeks to ensure that the subordinate feels valued and continues to be productive at work. Therefore, the manager may help the subordinate deal with work interference with family and, at the same time, the subordinate may wish to continue to contribute to the achievement of managerial goals. From this standpoint, LMX and managerial support are likely to be positively related and also imply that managerial support is a relevant variable for WLC. Empirical literature suggests that managerial support is crucial for work-family enrichment (Beutell and Wittig-Berman 2008), since it helps alleviate work-related tension (Beehr, Jex, Stacy and Murray 2000). We therefore propose the following hypothesis:
Hypothesis 3: Managerial support in relation to work-family demands will be negatively associated with work-family conflict in the three countries (India, Peru, and Spain).
Managerial support and employee organizational commitment 
In general terms, three antecedents of employee commitment have been considered in previous research: personal, job and work experiences (Steers 1977). Managerial support can be included in the last, i.e. work experiences. Previous research suggests that managerial support is an important organizational characteristic affecting employee commitment (Mathieu and Zajac 1990; Rhoades and Eisenberger 2002; Galvin and Timmins 2010; Eisenberger et al. 2010). Perceived Organizational Support (POS) theory (Eisenberger, Huntington, Hutchison and Sowa 1986, p.501) suggests that “employees develop beliefs concerning the extent to which the organization values their contributions and cares about their well-being”. These beliefs lead individuals to interpret organizational actions, and to adjust their own behaviour accordingly (Alfes, Shantz, Truss and Soane (2013).Using the norm of reciprocity (Gouldner 1960), Eisenberger, Huntington, Hutchison and Sowa (1986) propose that “employees who perceive a high level of organizational support are more likely to repay the organization in terms of affective organizational commitment” (Settoon, Bennett and Liden 1996). Moreover, as mentioned earlier, perceived managerial support and perceived organizational support are related (Allen 2001; Eisenberger, Aselage, Sucharski and Jones 2004) and POS mediates the effect of perceived supervisor support on employee affective commitment to the organization (Hutchison 1997). Research shows that supervisor support can significantly affect employees’ feelings towards their jobs and their commitment to their organizations (Erickson and Roloff 2007). Drawing on POS theory (Eisenberger et al. 1986) and the assumption that informal rules and expectations are more powerful in influencing attitudes and behaviours than formal rules (O’Reilly, Chatman and Caldwell 1991), research findings have reported positive associations between work-family culture and OC (Wayne, Randel and Stevens 2006). Specifically, supportive leader behaviour in the form of the leader’s consideration (e.g. for subordinate’s feelings), is an excellent predictor of affective commitment (Glisson and Durick 1988). Based on the above mentioned relationships, we propose that:
Hypothesis 4: Managerial support in relation to work-family demands will be positively associated with affective commitment in the three countries (India, Peru, and Spain).
Individual characteristics of employees
Extant literature suggests that employee’s individual (personal) characteristics, such as gender, child and elder care responsibilities, and marital status, are important predictors of WLC and related outcomes(Carlson, Grywacz and Kacmar 2010). 
Gender:Research has often shown that men and women have different levels of WLC due to unequal distribution of family responsibility and prevalent gender stereotypes (Zhao, Settles and Sheng 2011) such that the experienced level of conflict in the work-family experience is more likely to occur among women than men (Calvo-Salguero, Martínez de Lecea and Del Carmen Aguilar-Luzón 2012). On the other hand, there are studies which reveal no significant differences between male and female in terms of WLC levels (Md-Sidin, Sambasivan and Ismail 2008), as well as in the WIF and FIW (Byron, 2005). Even though the results are inconclusive (Michel, Kotrba, Mitchelsen, Clark and Baltes 2011), it seems quite plausible that gender differences do exist in the effect of WLC on outcomes such as productivity, job satisfaction, and OC.
Research has also shown that factors in the workplace which generate or reduce WLC are not necessarily the same for men and women (The National Study of Changing Workforce; Families and Work Institute 2008). Due to differences in socialization, men and women experience organizational life differently, and women may therefore have stronger preferences for social relationships at work (Konrad and Harris 2002). As a consequence, the relationships between perceptions of social support and work attitudes such as OC may be stronger for women than for men. Consistent with this viewpoint, Bragger, Rodriguez-Srednicki, Kutcher, Indovino and Rosner (2005), in a study on teachers, found that females reported a more supportive work-family culture than males.  
Care- giving responsibilities: Care-giving responsibilities, both child care and elder care, require a greater expenditure of time and energy in the family domain (Greenhaus, Parasuraman, Granrose, Rabinowitz and Beutell 1989) and hence, the resources required to meet work requirements may be scarce and result in higher WLC (Ahmad, Fakhr and Ahmed 2011; Bragger et al. 2005). In relation to childcare, it has also been found that family-friendly policies promote higher commitment among employees (Wang, Lawler and Shi 2011). 
Elder care is similar to child care in many ways, as for example in its gendered nature, with women predominantly assuming elder care responsibilities (Smith, 2004). We may therefore assume that such responsibilities will have similar consequences in terms of the degree of their felt WLC and other job-related attitudes. On the other hand, child care and elder care are also different in several ways, most importantly in that the intensity of child care responsibility gradually reduces over time, as the child attains maturity. In contrast, elder care responsibilities increase with time, as with age elderly people become more physically dependent. Professionally, elder care exerts significant costs on employees, due to for instance higher absenteeism, (Stone and Short 1990). Since most societies have yet to experience the full implications of providing elder care, there is little research examining the impact of elder care responsibility on employees’ experience of WLC and job-related attitudes.
Marital Status: Since responsibilities in the family domain are associated with the life-cycle stage of individuals and with the resulting family structure (Voydanoff 2005), marital status is a relevant variable when predicting WLC. Work-family literature still considers the nuclear family (employed men and women who are married and with/ without children) as the norm when examining how individuals balance their multiple roles, such as employee, spouse, parent, etc (Hamilton, Gordon and Whelan-Berry 2006). Other groups, such as single-earner mothers, single and childless employees with extensive responsibility for elder- care, or married couples living with parents (joint families) have largely been excluded from research (de Luis Carnicer, Sánchez, Pérez and Jiménez 2004). Limited research has focused on never-married employees with no children, particularly never-married women (Baumbusch 2004) implying that employees who do not occupy the role of a spouse or parent experience no real WLC. Evidence suggests that marital status shapes perceived FIW, such that single mothers feel more home-to-job conflict than married mothers and married fathers (Nomaguchi 2012). It is to be expected that marital statusmay be more relevant to conflict arising from FIW than to WIF (Frone 2003). Significantly, a meta-analytic review by Byron (2005) suggests that demographic variables alone, such as gender and marital status, are poor predictors of WLC. 
Bearing these relationships in mind, we also examine in an exploratory way whether the above mentioned individual characteristics (i.e. gender, child and elder care responsibilities, and marital status) are related to WLC, perception of managerial support for personal demands, and affective commitment toward the organization in the three countries.
Method
Data Collection and Sample
The data was collected from 329 employees working in business organizations in India (N=116), Peru (N=96) and Spain (N=117). The sample comprised managers and executives selected on the basis of a non-probability incidental sampling technique. The questionnaire was distributed personally to the employees of the organizations that agreed to participate. The participating organizations in each country were from both the manufacturing and services sectors.  This paper is an extension of previous and larger sponsored research projects in India and Spain.
Descriptive analysis of the data was conducted in order to examine the main characteristics of the sample in terms of age, gender, child/elder care responsibilities and marital status. The average age of the employees (N= 329) was 35.08 years; 52% (171) were men and 48% (158) were women; 47.7% (157) had childcare responsibilities, while 52.3% (172) had no child care responsibilities; and 39.8% (131) had elder care responsibilities while 60.2% (198) did not. With respect to their personal status, 62.9% (207) of the employees were married, 32.2% (106) were never married, and 4.8% (16) were divorced, separated, or widowed. Description of the sample characteristics by country is presented in Table 1. 
----------- INSERT TABLE 1 ABOUT HERE ------------
Gender, child and elder care responsibilities, and marital status were used as control variables. The percentage of male respondents when compared to female respondents was higher for India, whereas for Peru and Spain, the percentage of female respondents was higher when compared to male respondents. For all the three countries and for the total sample, there were a higher number of respondents who were married as against those who were never married. With respect to child care and elder care responsibilities, it is interesting to note that in comparison with respondents from Spain and Peru, a higher percentage of respondents from India reported being responsible for taking care of an elderly parent/relative (72.4%), but not having the responsibility for child care (62.9%). This may be viewed within the context of age, gender, and marital status. The average age of the respondents from India was lower (Mean = 30 years) than that of Peru (Mean= 37 years) and Spain (Mean= 38 years), and almost 43% of respondents from India were never married, as against 27% from Peru and 25% from Spain. 62% of Indian respondents were male, and given the socio-cultural context, may not have child care responsibility in a society where women continue to bear the major responsibility for child care. 
Measures
Work-life/family conflict scale: A twelve-item work-life conflict (WLC) scale was developed, based on the 54 item questionnaire of Carlson, Kacmar and Williams (2000). The Work to Family Conflict (WIF) and Family to Work Conflict (FIW) were measured by six items each. Responses were based on a five-point scale (5 = Strongly Agree, 1 = Strongly Disagree). A highscore on the total scale (WLC) and for each subscale indicated a high level of conflict between work life and family life and for each direction of WLC. The reliability of the scale using Cronbach Alpha was found to be satisfactory (α = .84 for full (WLC) scale; α = .84 for WIF subscale; α = .88 for FIW subscale).  
Work family/ life culture scale.A short form of the measure developed by Thompson et al. (1999) was used for Work-Family culture. The original scale measures three dimensions of work-family culture, viz., managerial support, negative consequences associated with devoting time to family, and organizational time demand. An eight-item scale on managerial support was used, since the focus in the present study is primarily on this dimension.The items measure the degree to which the employees believe that their organizations/ managers facilitate their efforts to balance work and family responsibilities. Respondents were asked to indicate the degree to which each item characterized their current organization, using a 5 point scale ranging from 1 (strongly disagree) to 5 (strongly agree). High scores reflected high level of perceived managerial support. The reliability of the scale using Cronbach alpha was .85.     
Affective commitment questionnaire: Six items from the 24 item Organizational Commitment Questionnaire (Meyer and Allen 1984, 1991; Allen and Meyer 1990) focusing on the affective component of organizational commitment, were included in the present study. Three items were negatively phrased and hence, reverse scored. Responses to all items were rated using a 5-point Likert scale, with a rating of 1 indicating that the respondent ‘strongly disagrees’ with the statement and, a rating of 5 indicating that the respondent ‘strongly agrees’ with the statement. The range of scores possible for the affective subscale of organizational commitment was 6 to 30. High scores indicated high affective commitment. The reliability of the subscale was quite high (α = .87).

Results
The data was analyzed using correlation, inferential and multivariate statistics to test the hypotheses. Table 2 presents information regarding the mean values and standard deviations of the variables under study for India, Peru and Spain as well as for the total sample.
---------------INSERT TABLE 2 ABOUT HERE -----------
The mean values (Table 2) suggest that the perceived extent of WLC was average on a scale in which scores ranged from a minimum of 12 to a maximum of 60. This was true for India (Mean = 32.05), Peru (Mean = 30.74) and Spain (Mean = 29.66). Based on mean values, it may be stated that employee perception of extent of interference of FIW was lower for all the three countries when compared to the extent of perceived interference of WIF (see Table 2). Hence WIF contributed more to the overall conflict between the two domains as compared to the FIW. 
Mean values presented in Table 2 also suggest that the affective commitment in each country, i.e. India, Peru, and Spain, was higher than average. Managerial support for family demands was reported to be relatively high by employees of all three countries, suggesting a favorable work-family culture on the selected culture dimension under study. 
Test of Hypothesis
We were interested in understanding whether the employees from the three countries, namely, India, Peru and Spain, experienced different levels of WLC, and also whether there were country differences in relation to perceived WIF and perceived FIW. ANOVA results indicated no significant differences with respect to WIF between the three countries. However, a main effect of the country was significant for FIW (F (2,326) = 3.21; p = .04) and WLC (F (2, 326) = 2.87; p = .05). Post hoc analyses revealed that differences were only statistically significant between India and Spain, with employees from India reporting significantly higher degrees of FIW (p = .03), as well as overall WLC (p = .04). Hence, hypothesis 1 was only partially accepted.
Since we were also interested in exploring how conflict experienced by employees may influence their emotional attachment to the organization, we examined the correlations between WLC, WIF and FIW and affective commitmentfor all the three countries. Results of correlation coefficients are presented in Table 3 (India), Table 4 (Peru) and Table 5 (Spain). The correlations indicate a significant negative correlation between WLC and affective commitment for India (r= -.280; p<.01), Peru (r= -.463; p<.01) and Spain (r= -.197; p<.05). Hence hypothesis 2 was confirmed.  
-------------------INSERT TABLE 3, 4, and 5 HERE--------------

We were also interested in understanding the relationship of perceived managerial support for work family demands with the extent of WLC (Hypothesis 3) and affective commitment of employees (Hypothesis 4) for the three countries. A significant negative correlation was found between managerial support and WLC for Spain (r= -. 366; p<.01) and Peru (r= -. 534; p<.01) but not for India providing only partial support for hypothesis 3. Based on correlation analysis, it was also found that more the employees believed that their superiors extended support for meeting their non-work demands, the higher was their emotional attachment to the organization.This was true for all three countries, that is, India (r= .327; p<.01), Peru (r= .537; p<.01) and Spain (r= .431; p<.01), thus confirming hypothesis 4.
To test more exhaustively the relationship of managerial support in relation to work-family demands with affective commitment, regression analysis was also conducted. The variables were centred on their means to reduce multi-collinearity (Aiken and West 1991). Managerial support was found to be a positive significant predictor of affective commitment among employeesfor all the three countries, that is, India (β= .33; p= .001), Peru (β= .54; p=.001) and Spain (β= .43; p= .001).
Differences between countries
Analysis was undertakento explore differences between the three countries for all the dependent variables in the study. Since our dependent variables were correlated, a Multivariate Analysis of Variance (MANOVA) was used. The multivariate test of differences between the three countries was not found to be statistically significant (Wilks’   = .96; p< .24). When employee gender, elder care, and child care variables were added as covariates with country, and separate MANOVA analysis was conducted, the MANOVA test results were found to be non-significant for all the three covariates. That is to say, the effect of country on the dependent variables was found to be non-significant after controlling for the effect of gender, elder care/ child care responsibilities respectively. Post hoc tests were therefore not conducted. 
Individual differences on perceived conflict, managerial support and affective commitment
In order to examine individual differences with respect to WLC, managerial support and affective commitment of employees, we included analyses of socio-demographic variables, including employee gender, care-giving responsibilities (child care and elder care), and marital status. We conducted ANOVA analysis for the total sample (N= 329) with data from the three countries taken together, in order to better understand such differences as a whole. 
	Gender: ANOVA results showed no gender differences on the study variables, i.e. experienced WLC, perceived managerial support for family demands, and affective attachment. 
	Child Care responsibilities: Employees with child care responsibilities were found to demonstrate significantly higher levels of affective attachment with their firms compared with employees without any child care responsibilities: F (1, 327) = 8.64, p= .004. Employees with/without child care responsibilities did not differ significantly on their levels of WLC. 
	Elder care responsibilities: Employees with responsibilities for elder care experienced significantly higher levels of WIF; F (1, 327) = 4.55, p= .03 as well as overall WLC; F (1, 327) = 5.23, p= .023 when compared with employees who did not have elderly parents to look after. The two groups did not differ significantly on other variables, i.e. managerial support and affective commitment. 
	Marital status: Never married employees (N= 106) when compared with employees who were married (N= 207), experienced significantly higher levels of FIW: F (1,311) = 8.64, p= .004, and overall WLC: F (1,311) = 4.42, p= .05. On the other hand, as compared to never-married employees, the married employees demonstrated significantly higher levels of Affective Commitment; F (1, 311)= 13.53, p= .001). 
Discussion
Results revealed that the three countries in our study (i.e., India, Peru and Spain), which are very different in socio-cultural, political and economic terms, were similar in relation to several variables associated with WLC. We also provide evidence that India is the most different among the three countries, because employees in India experienced higher WLC compared to Peru and Spain. Indian employees also show lower scores for managerial support for personal demands and for affective commitment. The most important differences were found in relation to FIW, whereby differences emerged between India and Spain (the latter had lower scores). Also, in contrast to Spain and Peru, managerial support in India was not statistically related to a lower WLC. On the other hand, marked similarities were also observed between the three countries. It was found that WLC was significantly negatively correlated with affective commitment, while perceived managerial support was significantly positively correlated with affective commitment for all three countries.
The prevailing socio-cultural milieu in India provides a likely explanation for the observed differences in relation to work-family issues. Since the trend to view organizational members as members of an extended family is more marked in India, personal lives are invaded by the organization to a greater extent (Singh 1990). Furthermore, letting family issues invade the workplace appears to be a more accepted norm. Several reasons (e.g. work-related demands, available support system at home, family friendly policies at work, etc.) may help explain differences in experienced WLC across cultures. Aycan (2008) concluded that when such factors are kept constant, countries such as India with traditional gender stereotypes which are undergoing a rapid and continuous economic and cultural transition will be expected to experience WLC to a greater extent than economically developed countries with more egalitarian gender role stereotypes. India varies substantially from Spain and Peru with regard to cultural factors, such as birth rate, family structure, level of access to technology, and quality of local infrastructure. Since cultural factors help explain the differences observed among individuals in relation to the country of origin (Chinchilla et al. 2010), the differences observed in India are not surprising. Following this logic, our findings suggest that in India, managerial support for subordinates in relation to work-family issues may be viewed as a natural responsibility of the manager (i.e., a member of the extended family), instead of an organizational communication of a family-friendly work culture, and therefore may not have consequences for individual outcomes such as WLC.However, this may suggest higher affective attachment, as the current results show. 
Overall, these findings suggest that cross-cultural differences lead to fundamental differences in the way of understanding the role of work (Engle and Prince 2012; Georgellis and Lange 2012) and in explaining the antecedents and consequences of employee commitment and work life-balance practices (Spector et al. 2005). Due to such differences, workers in countries with such differing cultural systems such as India (an Asiatic country), Spain (Southern European) and Peru (Latin American) may place greater or lesser importance on personal/family demands, and the way they experience the conflict and evaluate institutional practices to support work-life balance may vary accordingly. Masuda and McNall (2010) showed that some societies are more likely to generate conflicts between work and personal life, and India may constitute one of these societies.
We also wish to note that the differences found in the current research between these countries cannot be easily understood using the individualism-collectivism (I-C) cultural dimensions of Hofstede (2001) as a reference. Authors have suggested that Anglo and Western European countries are individualistic (e.g. Hofstede 1984) whereas, Asian, East European and Latin American countries are collectivist (e.g. Spector, Cooper and Sparks 2001; Hofstede 1984). Compared with other areas of the world, Spain (a southern European country) is clearly seen as individualistic, though within Europe it is one of the most collectivist societies. In collectivist societies, people view themselves as embedded in a network of social connections that include extended families (Markus and Kitayama 1998); are more loyal and committed to their work and group goals (Masuda and McNall 2010); have managers who tend to strengthen their relationships with their employees; and have work roles which are seen as serving the needs of the in-group (e.g. family) rather than the individual (Yang et al. 2000; Yang 2005). By contrast, employees in more individualistic societies tend to favour individual goals against the group, and are primarily concerned with the self and with the nuclear family. Employees in individualistic cultures therefore react negatively when the company exerts a negative influence on the personal or family interests of employees.Within the context of the moderating effect of I-C, Spector et al. (2004) inferred that in collectivistic societies, long working hours or high work-related demands are perceived as a contribution to the family, earning the support of family members for the employee and thereby reducing work-related strain. From this viewpoint, our results are difficult to interpret, given that according to Hosftede maps (Hofstede1991), India and Spain have similar scores on I-C (48 and 51 points, respectively) compared with Peru (16 points). In this regard, studies such as that of Spector et al. (2005, 2004), and Masuda and McNall (2010) suggest that managers in more collectivist societies, such as Latin America (e.g. Peru) reported less intention to leave a job due to dissatisfaction arising from the demands of their work affecting family life, as well as due to their likelihood to give greater importance to the goals of their work group. Spector et al. (2007) and, Masuda and McNall (2010) also found that more individualistic countries - in contrast to more collectivist ones - were more likely to allow their workers to make use of policies to balance work and personal life. Further examination of these relationships in future research would be very valuable to a better understanding of these concerns.
Research suggests that high quality LMX is associated with lower WLC (Mesmer-Magnus and Viswesvaran 2006; Premeaux, Adkins and Mossholder 2007), lower FIW (Lapierre, Hackett and Taggar 2006), and lower WIF (Major, Fletcher, Davis and Germano 2008). Our findings regarding the relationship between perceived managerial support and WLC are similar to existing research with respect to Peru and Spain, but not for India. These results may be contextualized within the LMX theory that suggests that leaders develop different exchange relationships over time, and of varying quality, with different subordinates (Culberston, Huffman and Alden-Anderson 2010; Liden and Graen 1980). Those in the in-group have greater influence and tangible benefits in return for greater loyalty and commitment. However, relationships with the out-group members are based primarily on position power, leading to markedly less mutual influence. In the meta-analytic study of Gerstner and Day (1997), it emerged that a high-quality relationship with the supervisor was related to increased satisfaction with supervisor and commitment, and was negatively related to role conflict. When the relationship between an employee and a leader is not supportive, the leader is not expected to provide support in non-work related matters. Even though it may be assumed that manager support for employees’ non-work related matters is motivated by managers’ family-friendly attitudes, evidence also exists to the contrary. In a study designed to examine why supervisors would refer employees for family-friendly practices, it was found that supportive supervisors accounted for only 2% of the variance in referrals (Casper, Fox, Sitzmann and Landy 2004). It may be concluded that the relationship between the manager and the employee in India was characterized by position power. This view supports Hofstede’s proposition of power distance where India shows the highest power distance scores in the index (77, against 64 for Peru and 57 for Spain) in Hosftede’s maps (Hofstede 1991).
Our study suggests that for some work-family variables, relationships are consistent across cultural boundaries. To begin with, the extent of FIW experienced by employees was lower when compared to the extent of WIF for all three countries (see Table 2). This suggests a high preoccupation with one’s job/career that leads to thinking about one’s job related concerns even after office hours. The same was not as true for family related concerns. According to Frone, Russell and Cooper. (1992b) the direction of WLC is important since the potential antecedents and consequences of FIW are not necessarily the same as those of WIF. Our findings are consistent with the existing literature, according to which individuals experience higher levels of WIF compared with FIW (Frone, 2003).
Though research focusing on the relationship between levels of WLC and organizational commitment is inconclusive, our findings support the view that higher WLC is linked with diminished OC. Furthermore, this was true for all the three countries in our study. Additionally, we found that affective attachment with the organization was higher when employees believed that their manager showed empathy to their work-family issues for India, Peru and Spain. As already discussed in this paper, these findings are consistent with the current literature. Explanatory context for these findings is provided by Perceived Organizational Support (POS) theory (Eisenberger et al. 1986, p.501) and Social Exchange theory (Blau 1964). According to POS, when employees believe that the organization values their contributions and cares for them, they tend to repay the organization in terms of loyalty and affective OC (Settoon et al. 1996; Rhoades et al. 2001). Similarly, social exchange theory is built on the principle of reciprocity; when employees believe that they are being cared for through various organizational or managerial actions focused on providing support for their non-work related issues, the employees tend to feel obligated to ‘pay back’ by becoming more committed to the organization (Kossek, Colquitt and Noe 2001; Thompson, Jahn, Kopelman and Prottas 2004). Theories concerning the employee-organization relationship, such as Psychological Contract theory (Rousseau 1998), suggest that employees view supervisor support as equivalent to organizational support, and generalize their exchange relationships from the supervisor to the organization (Eisenberger et al. 2004).
Finally, in relation to socio-demographic characteristics, we found that gender differences were not statistically significant for any of the variables of our study. These findings are in line with previous studies which show that the experienced level of WLCis not necessarily more likely to occur among women than men (Michel et al. 2011). Indeed, the boundary between work and family has become permeable in recent times (Dilworth 2004), and contemporary men are believed to be more involved in household and child care than were their counterparts in the past (Bianchi, Mikie, Sayer and Robinson 2000). The fact that we found no gender differences when taking into account the data from the three countries suggests that these results are in line with changing gender stereotypes in most societies.
 In relation to care giving responsibilities and marital status, married employees and employees with child care responsibilities were more emotionally attached to their organizations than never married employees and those without child care responsibilities. These findings are supported by earlier research (Hacket, Bycio and Hausdorf 1994). It is possible that employees experiencing higher demands on their family time are likely to feel higher gratitude to their organizations for gestures of support extended by their superiors or organization as a whole (as proposed in POS theory and norm of reciprocity, discussed earlier). It is also likely that child-care related family-friendly practices of the organization would result in higher OC, by virtue of importance of these practices for employees with child-care responsibilities. However, we did not find a significant difference in the degree of WLC experienced by employees with/without child care responsibilities. These findings are contrary to the popular notion as well as to earlier research which suggests that having a higher number of children or having young children at home is related to a higher level of home-to-job conflict (Dilworth 2004; Mennino, Rubin and Brayfield 2005). It would be interesting to study this phenomenon in greater detail in future research. 
	We also found in our study that employees with elder care responsibilities experience significantly higher levels of WIF. Duxbury, Higgins and Schroeder (2009) explained that since care-giving for the elderly requires substantial time and effort, it is to be expected that employment will interfere with the services that employed caregivers provide to their elderly relatives. In that sense, our results are meaningful. Family members in a care-giving role for elderly need support in meeting the needs of the person requiring care as well as in helping them meet their personal/family needs during the time they are caregivers (Health Canada 1999). Workplace support, such as elder care programs and a supportive supervisor and co-workers, can ease the burden of care-giving (Pyper 2006; Metlife 2003). Managing elder care influences employee outcomes more negatively than does managing child care, hence organizations need to conceptualize elder-care related family friendly human resource practices differently from those premised on child-care (Smith 2004). Substantially more research into the relationship of elder care responsibilities with individual and organizational outcomes is required, and of particular importance is to understand the role of gender as a moderator in these relationships.   
With respect to marital status, in our study we found that never-married employees experienced significantly higher levels of FIW and WLC compared to married employees. Our findings are contrary to the results of extant research on the relationship of marital status with WLC, which suggests no difference between married and never-married women in the amount of conflict experienced (Hamilton et al. 2006). Three factors may help explain our findings. First, never-married employees (women) are likely to experience WLC from their participation in other life roles, and efforts to single-handedly balance multiple role demands (Wilson 2004). Second, and ironically, WLC for never-married employees may also arise from a lack of participation in other roles, as people in this group often allows work to completely consume their lives and set aside little time for their non-work role. Consequently, they view additional demands such as house guests etc., in terms of interference in their work role. Third, organizations may assign additional tasks to singles since they are perceived as not having non-work related responsibilities (Anderson, Stewart and Dimidjian 1994). In addition, this may result in never-married employees perceiving the workplace as unfair, and hence may lower their affective commitment explaining our findings. Mahanta (2012), however, found no relationship between marital status and OC. More research is required to gain a better understanding of the role that marital status may have in the experience of WLC across genders and cultures. 
Conclusion
Our results have important theoretical and practical implications. First, this study contributes to the previous literature on work-life balance by suggesting that managerial support in relation to work-family demands is positively associated with the affective commitment that employees feel toward the organization, and that this effect is present in differing countries with differing cultural and economic levels of development (i.e., India, Peru and Spain). However, our findings also suggest that the way in which work-life balance is experienced by employees is slightly different in India as compared to the other countries. This perspective is important, as it represents an important qualification of theories that conceive work-life/family balance practices as a set of relevant resources for organizational functioning from a cross-cultural perspective. These findings have important implications for organizations and managers internationally. Organizations should proactively encourage managers to create high quality exchange relationships with subordinates and to extend support for the non-work-related needs of their subordinates (Major and Lauzun 2010). Since leadership practitioners seek to discover ways of attaching employees more closely to their organizations, the present findings suggest that such commitment may be enhanced by improving the working conditions of employees and their work-life balance, regardless of the country of study.
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Footnote
	In this paper this is the only type of component of work-family culture that we analyze, but we consider it very important that the other two components are included in future research.
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Table 1. Description of sample characteristics by country
	Background
Variables
	Spain
(N= 117)
	India
(N= 116)
	Peru
(N= 96)
	Total Sample
(N= 329)

	
Age
	
Mean
	
38.37
	
30.03
	
37.18
	
35.08

	
	

SD
	
7.75
	
5.84
	
6.17
	
7.64

	
Gender
	

Male
	
46.2% (54)
	
62.1% (72)
	
46.9% (45)
	
52% (171)

	
	

Female
	
53.8% (63)
	
37.9% (44)
	
53.1% (51)
	
48% (158)

	
Marital Status
	
Never Married
	
25.6% (30)
	
43.1% (50)
	
27.1% (26)
	
32.2% (106)

	
	

Married
	
68.4% (80)
	
55.2% (64)
	
65.6% (63)
	
62.97% (207)

	
	

Others
	
6.0% (07)
	
1.8% (02)
	
7.3% (07)
	
4.8% (16)

	
Child Care
	
Have responsibility
	
58.1% (68)
	
37.1% (43)
	
63.5% (61)
	
52.3% (172)

	
	
Do not have responsibility
	
41.9% (49)
	
62.9% (73)
	
36.5% (35)
	
47.7% (157)

	

Elder Care
	
Have responsibility
	
16.2% (19)
	
72.4% (84)
	
29.2% (28)
	
39.8% (131)

	
	
Do not have responsibility
	
83.8% (98)
	
27.6% (32)
	
70.8% (68)
	
60.2% (198)











Table 2.  Means and standard deviations of the variables for the three countries and for the total sample
	Variables
	Spain
(N= 117)
	India
(N= 116)
	Peru
(N= 96)
	Total Sample
(N= 329)

	
	Mean
	SD
	Mean
	SD
	Mean
	SD
	Mean
	SD

	Work Family Conflict (WLC)

	29.66
	7.48
	32.05
	7.34
	30.74
	8.14
	30.82
	7.67

	Work to family Interference (WIF)

	17.97
	5.69
	18.86
	4.44
	18.31
	4.97
	18.39
	5.07

	Family to work Interference (FIW)

	11.68
	4.28
	13.19
	4.15
	12.43
	5.23
	12.43
	4.57

	Managerial Support

	26.44
	6.16
	26.03
	4.72
	27.29
	5.76
	26.54
	5.57

	Affective Commitment

	22.38
	4.87
	21.47
	4.22
	22.05
	5.15
	21.97
	4.74






















    Table 3: Correlations for study variables in India (N= 116)
	
	1
	2
	3
	4
	5

	
1. Work interference with
Family (WIF)
	
1
	
	
	
	

	2. Family interference with
Work (FIW)
	.461**
	1
	
	
	

	3. Work Life/ family Conflict
(WLC)
	.865**
	.844**
	1
	
	

	4. Managerial support
	-.163
	.040
	-.076
	1
	

	5. Affective commitment
	-.298**
	-.177
	-.280**
	.327**
	1

	* p< .05; ** p< .01 
	
	























    Table 4: Correlations for study variables in Peru (N= 96)
	
	1
	2
	3
	4
	5

	
1. Work interference with 
     Family (WIF)

	
1
	
	
	
	

	2. Family interference with 
     Work (FIW)

	.273**
	1
	
	
	

	3. Work Life/ family Conflict
     (WLC)
	.786**
	.809**
	1
	
	

	4. Managerial support
	    -.603**
	-.257*
	 -.534**
	1
	

	5. Affective commitment
	-.393**
	 -.347**
	-.463**
	.537**
	1

	* p< .05; ** p< .01 
	



	


















    Table 5: Correlations for study variables in Spain (N= 117)
	
	1
	2
	3
	4
	5

	
1. Work interference with 
     Family (WIF)

	
1
	
	
	
	

	2. Family interference with 
     Work (FIW)

	.106
	1
	
	
	

	3. Work Life/ family Conflict
     (WLC)
	.822**
	   .654**
	1
	
	

	4. Managerial support
	    -.399**
	-.108
	-.366**
	1
	

	5. Affective commitment
	-.162
	-.129
	-.197*
	.431**
	1

	* p< .05; ** p< .01 
	
	







