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Introduction

Growing exponentially over the past several decades, the topic of
work and family has fueled a large body of scholarship (see Allen 2012
for a review). Interest in work and family is expansive. The struggle
to balance work and family is one that resonates with many adults. It
is a topic of concern to organizations (Society for Human Resource
Management Workplace Forecast 2008) and to societies across the
globe (Poelmans, Greenhaus, and Las Heras Maestro 2013). Indeed,
work-family issues have captured the attention of the public at large,
frequently appearing as a focal topic in the popular press with titles
such as “Why Women Still Can’t Have It All” (Slaughter 2012) and
“Men Want Work-Family Balance, and Policy Should Help Them
Achieve It” (Covert 2013).

To date, the majority of work-family scholarship has focused on
situational factors that help or inhibit individuals® abilities to man-
age multiple role responsibilities. This focus has resulted in a consid-
erable body of work that has demonstrated links between stressors
and demands emanating from the work and the family domains with
constructs such as work-family conflict (Michel, Kotrba, Mitchelson,
Clark, and Baltes 2011). Much of the attention aimed at reducing
work-family conflict has centered on organizational practices such as
flexible work arrangements and dependent care supports, despite find-
ings that such practices have limited effectiveness in terms of alleviating
work-family conflict (Allen et al. 2013; Butts, Casper, and Yang 2013).
Work-family intervention research has focused on training supervisors
to be more family-supportive (e.g., Hammer et al. 2011) or on flexible
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work practices (e.g., Perlow and Kelly 2014). Such approaches are
based on the notion that experiences such as work-family conflict are
primarily provoked by the situation.

There is also a growing body of research that demonstrates that
personality variables are associated with work-family experiences,
which suggests that individual differences beyond demographic vari-
ables also contribute to work-family experiences (Allen et al. 2012).
Other individual difference approaches that have been applied to the
study of work-family include the selection, optimization, and com-
pensation model (Baltes and Heydens-Gahir 2003). This model is
based on individuals’ use of problem-focused coping strategies such
as selecting goals and priorities, optimizing those goals and prior-
ities, and compensating for losses in energy and resources (Baltes,
Zhdanova, and Clark 2011). Relative to research on situational
stressors and organizational policies, individual cognitive and behav-
ioral strategies have received less attention in the work-family lit-
erature. In the current chapter we add to the individual approach
by suggesting ways in which mindfulness may play a role in the
work-family interface.

Mindfulness has been described as the ability to be present in the
moment through attention and awareness (Brown, Ryan, and Creswell
2007). It requires an attitude of non-judging, non-striving, and patience
(Kabat-Zinn 1990). Mindfulness is thought to enhance self-regulation
in that a more mindful person allows sensory input and simply notices
it rather than comparing, evaluating, or ruminating about it (Brown
et al. 2007). Multiple streams of mindfulness research exist. One focus
is on mindfulness-based training as a therapeutic intervention, often
incorporating meditation (e.g., Kabat-Zinn 1990). Another focus is
on trait-like mindfulness as an individual difference (e.g., Brown and
Ryan 2003). Both types of studies show that a variety of positive out-
comes are associated with mindfulness such as improvements in stress,
depression, anxiety, sleep quality, physical health symptoms, and inter-
personal relationship quality (see Brown ez al. 2007 and Glomb et al.
2011 for reviews). Functional magnetic resonance imaging studies help
explain the mechanisms through which mindfulness results in such
positive outcomes; mindfulness-based training alters brain processes
in a way that reflects more consistent attentional focus, enhanced
sensory processing, and reflective awareness of sensory experience
(e.g., Kilpatrick et al. 2011).
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In the current chapter we review the literature on mindfulness that
has implications for how individuals manage their work and fam-
ily roles. Because the two critical components to mindfulness are
(1) self-regulation of attention and (2) the adoption of an orienta-
tion toward one’s experiences in the present moment, it has the
potential to help individuals manage multiple role responsibilities.
Further, a consideration of mindfulness-based concepts introduces the
possible development of training tools that can be used to enhance
work-family experiences. In our review, we include research inves-
tigating work-family variables as well as research with implications
for work-family research. We delineate four pathways by which we
believe mindfulness may relate to work-family experiences. The chap-
ter closes with further suggestions for future research.

A review of relevant work-family literature
Current approaches to work-family research

Research on the work-family interface continues to grow at a rapid
pace. Having long differentiated the domain-based roles of individuals
into those that relate to work and those that do not, this literature now
also distinguishes types of non-work roles (e.g., volunteer) including
family roles (e.g., parent, spouse). For purposes of parsimony, we focus
on the latter in this chapter, although much of our summary should
also relate to the broader category of non-work roles.

As noted by Gutek, Searle, and Klepa (1991), the spillover
between domains is bidirectional, such that work impacts family
and family impacts work. One of the longest-studied paradigms of
the work-family literature is that examining negative interdepend-
encies between work and family roles. Studied under the rubric of
work-family conflict (Greenhaus and Beutell 1985), we now have
a large literature base identifying the causes, correlates, and out-
comes associated with work-family conflict. More recently, positive
interdependencies between these domains became a focus as theor-
ies concerning constructs such as work-family enrichment have been
developed and tested (e.g., Greenhaus and Powell 2006). Another vari-
able of interest within the work-family literature is work-family bal-
ance (Greenhaus and Allen 2011). Whereas work-family conflict and
enrichment serve as linking mechanism constructs between work and
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family roles, work-family balance takes a holistic, inter-domain focus.
Specifically, work-family balance reflects an overall inter-role assess-
ment of compatibility between work and family roles.

Historically, the majority of work-family research has been based
on correlational, between-person investigations, studying the vari-
ation among people (e.g., women versus men). However, recent
research includes the use of alternative designs such as diary or
daily event methodologies (Paddock et al., in progress; Rothbard
and Wilk 2011; Shockley and Allen 2013) and quasi-experimental
designs (e.g., Hammer et al. 2011). Daily methods allow for assess-
ment within-people across work-family domains and highlight that
a moderate amount of the variance in work-family concepts, includ-
ing conflict and enrichment, occur within and between individuals.
Quasi-experimental designs allow for the assessment of work-family
interventions and are used to help clarify when and which work-family
interventions are likely to be especially effective.

Defining work-family constructs

The concept of how conditions or experiences in one domain (e.g.
work) negatively impact conditions or experiences in another domain
(e.g. family) is termed work-family conflict (Greenhaus and Beutell
1985). More specifically, work-family conflict is defined as “a form of
interrole conflict in which the role pressures from the work and fam-
ily domains are mutually incompatible in some respect” (p. 77). It can
be time, strain, or behavior-based conflict. Time-based conflict results
when time spent in one domain (e.g. home with young children) hin-
ders the performance of responsibilities in the other domain (at work).
Strain-based conflict occurs when demands including psychological
pressures from one role (e.g. low autonomy work) make it difficult
to engage in the other role (with family). Finally, behavior-based con-
flict results when behaviors required in one domain (e.g. objectivity at
work) are carried into and conflict with the other domain (e.g. caring
for others at home). The direction of the conflict is also commonly
distinguished. Specifically, work interference with family (WIF) and
family interference with work (FIW) are delineated as two related, but
distinct variables.

A large body of research has investigated the predictors and out-
comes associated with work-family conflict. For example, work-related
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factors such as job stressors and job demands are positively associ-
ated with WIF while family-related factors such as family stressors
and family demands are associated with FIW (e.g. Byron 2005).
Dispositional variables such as negative affect have also been iden-
tified as predictors of both directions of work-family conflict (Allen
et al. 2012). Both WIF and FIW have been associated with a wide var-
iety of work-related (e.g. lower job satisfaction), family-related (e.g.
lower family satisfaction), and health-related (e.g. higher depression)
outcomes (Greenhaus, Allen, and Spector 2006).

Largely within the last decade, researchers have also assessed the
positive impact resources within one domain (e.g. work) can have
on a second domain (e.g. family), termed work-family enrichment
(Greenhaus and Powell 2006). Like work-family conflict, work-family
enrichment is a linking mechanism between domains. It builds on the
perspective that individuals may benefit from holding multiple roles
in different domains, and suggests two pathways — instrumental and
affective — by which resources generated in one domain can bene-
fit another domain. Resources included in Greenhaus and Powell’s
enrichment model consist of skills and perspectives, psychological and
physical resources, social capital resources, flexibility, and material
resources. Work-family enrichment shares many of the same predic-
tors and outcomes associated with work-conflict, but with generally
opposite relationships (Allen 2012). For example, greater work-family
enrichment has been associated with higher job satisfaction and higher
family satisfaction (e.g. Carlson et al. 2006).

A recent work-family concept is work-family balance. Work-family
balance is defined as people’s overall appraisal of their effectiveness
and satisfaction with work and family life (Greenhaus and Allen 2011).
Theoretically, role balance includes approaching all roles held and asso-
ciated people with attentiveness and with care (Marks and MacDermid
1996). Balance is a relatively new concept to the work-family litera-
ture. Empirical evidence to date shows that longer work hours are
associated with less perceived balance (Valcour 2007) and that greater
time spent engaged in quality time with children is positively associ-
ated with perceived balance (Milkie, Kendig, Nomaguchi, and Denny
2010). With regard to outcomes, greater balance has been positively
associated with greater satisfaction, organizational commitment, fam-
ily satisfaction, family performance, and family functioning (Carlson,
Grzywacz, and Zivnuska 2009).
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Review of existing research connecting mindfulness and
work-family

To date only a handful of studies have investigated linkages between
work-family variables and mindfulness. These studies are reviewed
below.

Mindfulness and work-family balance. Allen and Kiburz (2012) is
the first study of which we are aware that linked trait mindfulness
and a work-family construct. The authors examined the relationship
between trait mindfulness and work-family balance among a sample of
working parents. Drawing on self-regulation theory, Allen and Kiburz
suggested that the present moment awareness associated with mind-
fulness should enable individuals to immerse themselves with care
and attentiveness while engaged in family and work roles, ultimately
resulting in individuals feeling more effective and satisfied in these
roles. As hypothesized, they found that those higher on trait mind-
fulness also reported greater work-family balance. They also reported
that the relationship was mediated by sleep quality and by vitality.

Mindfulness and work-family conflict. Kiburz and Allen (2012)
examined the link between trait mindfulness and each direction of
work-family conflict in married employees with at least one child at
home. Trait mindfulness explained significant unique variance in both
WIF and FIW beyond known antecedents (number of children, work
hours, and Big 5§ personality variables) and contemplative practices
(exercise frequency and yoga practice).

Building on these initial favorable cross-sectional results, Kiburz
and Allen (2014) developed a mindfulness-based intervention (MBI)
and tested its effectiveness in increasing trait mindfulness and decreas-
ing work-family conflict. Training consisted of a one-hour workshop
followed by thirteen days of behavioral self-monitoring (BSM). The
workshop included an introduction to the concept of mindfulness,
an opportunity to practice mindfulness through three exercises (sit-
ting with the breath, body scan, and walking meditation), and tips for
applying mindfulness into everyday life. At the end of the workshop,
participants set goals for increasing their own mindfulness-based
behaviors (i.e. dismiss thoughts and bring mind back to present).

The training was effective in increasing mindfulness. Participants
also reported a decrease in WIF pre- and post-training, but not in FIW.
Participants who returned the BSM diaries had significantly higher
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knowledge of mindfulness and an increase in trait mindfulness at
post-training in comparison with those who did not return the BSM
diaries. BSM participants also had significantly lower post-intervention
FIW than non-BSM participants.

Mindfulness and work-family enrichment. We are not aware of
research to date that has examined mindfulness and positive inter-
dependencies between work and family roles. However, there is
some indirect evidence to suggest that such spillover may occur.
In a three-person study, mothers who worked as caregivers within
group homes for individuals with profound disabilities received
mindfulness training (Singh et al. 2010). The training was pro-
vided to enhance their work with individuals with disabilities. The
research showed that following mindfulness training, noncompli-
ant behaviors of their own children decreased. The authors suggest
this illustrates a transfer of training effect in that providing mind-
fulness training to employees responsible for the care of others at
work transfers to the family domain through the interactions of the
employees with their own children. Said in enrichment terms, these
mothers were able to use the resource of mindful behavior learned
at work with their children at home, obtaining benefit from this
resource at home.

Other mindfulness research with work-family implications. While
the research investigating mindfulness and work-family variables is
sparse, there is a growing body of research demonstrating that mind-
fulness is associated with work-related wellbeing (e.g. Hulsheger ef al.
2013; Leroy et al. 2013). This is relevant in that work-family con-
flict has long been linked with the stressor-strain literature (Greenhaus
et al. 2006). Moreover, mindfulness training has been shown to be an
effective tool for helping individuals cope with stress. For example,
Roeser et al. (2013) examined the effects of mindfulness training on
elementary and secondary school teachers from Canada and the United
States. Outcomes investigated were occupational stress, absences from
work, symptoms of anxiety and depression, and occupational burn-
out. They also assessed physiological indicators such as salivary corti-
sol, blood pressure, and resting heart rate. Teachers who completed the
mindfulness training reported feeling less stressed, anxious, depressed,
exhausted, and burned out due to their jobs than those who did not
complete the training. In addition, those who completed the training
demonstrated greater focused attention and working memory capacity.
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No differences were found with regard to physiological measures of
stress.

Summary. Research demonstrating links between work-family
experiences and mindfulness constructs (i.e., trait-like mindfulness or
MBIs) is in its infancy. Initial studies that directly link these constructs,
as well as research that indirectly speaks to these links, underscore
the merit of further investigation of the mechanisms that potentially
underlie these relationships. In the following section we describe
four mechanisms that we believe may help explain linkages between
work-family constructs and mindfulness.

Theory and mechanisms that underlie the link between
mindfulness and work-family experiences

The central mechanism thought to be responsible for the beneficial
effects of mindfulness is the improved self-regulation of thoughts,
behaviors, psychological reactions, and emotions (Desrosiers et al.
2013; Glomb et al. 2011). In this section we elaborate on four specific
pathways.

Attention and the minimization of distractions

Attention is a key aspect of mindfulness. Mindfulness is “intentionally
paying attention to present-moment experience (physical sensations,
perceptions, affective states, thoughts and imagery) in a nonjudgmen-
tal way, thereby cultivating a stable and nonreactive awareness”
(Carmody et al. 2008, p. 394). Attention research concerns how
voluntary control and subjective experience arise from and regulate
behavior (Posner and Rothbart 2007). The capacity to sustain atten-
tion is important to various aspects of life. Attention requires focus
and concentration. It essentially requires withdrawal from some things
in order to deal with others. Self-regulation of attention enables a per-
son to be more aware of their present situation so that they are more
quickly able to recognize any discrepancies from a standard. Dane
(2011) explains that mindfulness is unique from other states of atten-
tion because it includes a wide field of attention and a focus on the
present moment.

The opposite of attention is distraction. The promulgation of new
technologies has given rise to what has been referred to as a societal
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attention deficient disorder (Jackson 2009). Writers have opined that
the Internet is demolishing our capacity for deep, sustained, and per-
ceptive attention (Carr 2011; Jackson 2009). Texting during family
dinners or reading work emails while attending a child’s soccer game
are frequent occurrences in everyday family life. Cultivating a mindful
awareness can be a valuable self-regulatory behavior that facilitates
greater attentional control (Carmody et al. 2008), which can impact
work-family perceptions in several ways.

First, bringing full attentiveness to work and family roles while in
the roles helps reduce the perceived problem of role management,
helping to facilitate effective personal resource allocation (Marks and
MacDermid 1996). Thus, more mindful individuals should be more
effective in both roles and report overall appraisals of work-family
balance that are higher than less mindful individuals. Second, full
attentiveness provides the opportunity to increase the sense of con-
nection with others that is an essential component of overall psycho-
logical wellbeing (Baumeister and Leary 199S5). Greater connection
should help foster greater role satisfaction, heightening work-family
balance perceptions. Further, connection is itself a resource within
each domain, and as a component of the enrichment process (i.e.,
elements of both social capital and psychological resources) it may
help in another domain, heightening work-family enrichment percep-
tions. Third, the self-regulatory skills enhanced by mindfulness should
enable individuals to maintain focus in a given domain, particularly
when demands in the other domain are high. This should result in
greater effectiveness across both domains, and thus higher perceptions
of work-family balance. Similarly, individuals who are able to main-
tain focus should feel less strain-based conflict between domains, redu-
cing work-family conflict. Finally, self-regulatory skills are themselves
a resource and to the extent that these are deepened in one or both
domains, they should help increase work-family enrichment.

Emotion regulation

Another pathway by which mindfulness may relate to work-family
experiences is emotion regulation. Emotion regulation has been
defined as the process by which individuals modify their emotional
experiences, expressions, and physiology and the situations that elicit
the emotions in an effort to produce appropriate responses to the
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demands imposed by the environment (Aldao 2013). Emotion regula-
tion processes include those that require significant effort (e.g., remain-
ing calm while accompanying an injured child to the hospital) as well
as those that are nearly automatic (e.g., laughing at a friend’s funny
joke). The process model of emotion regulation distinguishes between
antecedent-focused processes (those that occur prior to appraisals gen-
erating a full-blown emotional response) and response-focused strat-
egies (those that occur after emotional responses are generated) (Gross
1998; Webb, Miles, and Sheeran 2012).

Mindfulness has been referred to as an antecedent-focused form of
emotion regulation as it changes the person’s relationship to his or her
emotions rather than the nature of the emotions themselves (Teper,
Segal, and Inzlicht 2013). Recent meta-analytic work reveals that such
cognitive change emotional regulation strategies are more effective
than other strategies such as response modulation (e.g., attempting
to control the experience of emotion) (Webb er al. 2012). In addition,
trait mindfulness has been associated with reduced use of maladap-
tive emotion regulation strategies such as rumination (e.g. Desrosiers
et al. 2013). Rumination is defined as “the process of thinking per-
severatively about one’s feelings and problems rather than in terms
of the specific content of thoughts” (Nolen-Hoeksema, Wisco, and
Lyubormirsky 2008, p. 400).

Effective emotion regulation is important to consider in the context
of work-family in that mood states and traits have been consistently
associated with work-family conflict (Allen ef al. 2012; Judge, Ilies,
and Scott 2006) and with work-family enrichment (Carlson ef al. 2011;
Paddock et al., in progress; Wayne, Musisca, and Fleeson 2004). As
Teper and colleagues explain (2013), mindful individuals still experience
initial affective reactions. However, more mindful individuals experi-
ence fewer of the negative consequences of the long-term activation of
affect. Based on emotion regulation more mindful individuals should
experience more satisfaction with work and family roles (a primary
component of work-family balance) and less negative affect or emotion
over durations (associated with work-family conflict). In fact, mindful-
ness heightens the experience of visceral, short-term affect (Williams
2010). To the extent that the affective pathway of work-family enrich-
ment involves experienced transient positive affect rather than founded
positive emotions, mindful individuals who are better at emotion regu-
lation should have greater experiences of enrichment.
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In addition, improved emotional self-regulation may also help facili-
tate effective work and family boundary management (Allen, Cho, and
Meier 2014). To achieve a desired boundary between work and family,
individuals may have to regulate emotions that they experience, such
as suppressing negative emotions from work or expressing positive
emotions to family members. Ineffective emotion management may
result in emotional dissonance; Sonnentag, Kuttler, and Fritz (2010)
reported that emotional dissonance at work resulted from the neces-
sity to display positive emotions when they were not felt, and this
was negatively associated with psychological detachment from work.
Mindfulness may better enable individuals to detach from negative
events in one role while present in another (e.g., stop ruminating
about a disagreement with a co-worker while helping a child with
homework), a skill that should lessen the emotional dissonance expe-
rienced in each domain. Less dissonance should relate positively to
work-family balance, and less dissonance may take the form of less
strain-based conflict. Further, given mindful individuals’ ability to be
in the moment and focus on the positive affect they are experiencing,
they may be better able to utilize the affective pathway of work-family
enrichment, resulting in higher levels of enrichment.

Optimization of resource allocation

Mindfulness may help optimize resource allocation, resulting in
improved work-family experiences. Time and energy have been
referred to as the two most critical personal resources required for
meeting work and family demands (Valcour 2007). Individuals simul-
taneously managing work and family roles are faced with a variety of
choices on any given day with regard to how they expend their time
and energy resources; they must make decisions with regard to where,
when, and how they expend their personal resources across various
tasks within and across life domains.

For example, consider the typical faculty member. Time may be
allocated to designing a new research study, answering email, meeting
with a student, preparing for a lecture, reviewing a colleague’s grant
application, attending a dissertation proposal meeting, and meeting
with a curriculum review committee, all within one day. Non-work
time may be allocated to grocery shopping, meal preparation and
cleaning, picking up children from school, driving children to and
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from afterschool activities, miscellaneous childcare (e.g., helping with
homework, bathing), miscellaneous household chores (e.g., laundry,
paying bills), exercise, leisure, and sleep. Daily life requires performing
multiple tasks simultaneously or in rapid alternation. For example,
a parent may be cooking dinner and answering a child’s question
about homework. Switching from one task to another requires use
of mental executive control processes (Rubinstein, Meyer, and Evans
2001). Executive control includes two distinct processes that involve
the frontal lobes of the brain. One is goal shifting (deciding to do
this versus that), and the second is rule activation (turning off the
rules for that and turning on the rules for this). Switching from one
task to another takes time. The time costs increase along with the
complexity of the tasks. The awareness that is inherent in mindful-
ness should facilitate individuals’ determinations of when it is best to
engage in what task and enable them to do so with an attentiveness
that promotes more effective completion of tasks. Effective resource
allocation should make individuals more effective at both work and
family roles, increasing work-life balance. Further, given the time
savings associated with more accurately and effectively managing
tasks in either role, more mindful individuals should experience less
time-based work-family conflict. As it relates to work-family enrich-
ment, optimizing use of energy and time within the work or family
domain allows for greater flexibility in completing tasks. Recall that
flexibility, defined as “the discretion to determine the timing, pace,
and location at which role requirements are met” (Greenhaus and
Powell 2006, p. 80), is itself a resource identified in the work-family
enrichment model. Thus, more mindful individuals should also report
greater work-family enrichment perceptions as the flexibility expe-
rienced at work (family) results in more time or energy that can be
accessed within the family (workplace).

Time perception

Mindfulness impacts the way individuals perceive time, including the
time perspective they take. Time perspective refers to an individual’s
typical way of relating to the psychological concepts of past, present,
and future (Boniwell and Zimbardo 2004). Time perception is import-
ant in that it plays a fundamental role in the selection and pursuit of
social goals, motivation, and behavior (Cartensen 2006).

https://doi.org/10.1017/CBO9781107587793.011 Published online by Cambridge University Press


https://doi.org/10.1017/CBO9781107587793.011

Work-family balance, conflict, and enrichment 2258

Although objectively time is a fixed resource, the subjective per-
ception of time availability can be shifted (Rudd, in progress, manu-
script a). Kramer, Weger, and Sharma (2013) focused on changes in
state mindfulness and compared reports of time duration across par-
ticipants who engaged in a ten-minute mindfulness meditation ver-
sus participants who listened to a ten-minute audio excerpt of The
Hobbit. Afterwards both groups were asked to classify the duration of
a stimulus. Those in the meditation condition classified the duration of
the stimulus activity as longer than those in the audiobook condition.
Similarly Rudd (in progress, manuscript a) compared the perceptions
of time pressure of participants assigned to a future-focused condi-
tion and those assigned to a present-focused condition, finding that
heightened present-focus during an event (watching a nature video)
expanded participants’ ensuing perceptions of current time availabil-
ity. Other research has shown that thinking about the present moment
slows down the perceived passage of time. Participants instructed to
take long and slow breaths versus short and quick breaths perceived
their day to be longer and felt that there was more time available to
get things done (Rudd, in progress, manuscript b).

Related research shows a direct link between trait mindfulness and
reports of time affluence (Kasser and Sheldon 2009; LaJeunesse and
Rodriguez 2012). Time affluence is the feeling that one has sufficient
time to pursue activities that are personally meaningful, to reflect, and
to engage in leisure (Ben-Shahar 2007). Those who report high degrees
of time affluence, report the ability to perform tasks at leisure and to
deeply reflect on life’s experiences.

Research on time perception is important to consider in the context
of work-family experiences. Time scarcity has long been associated
with multiple role engagement (Goode 1960) and much has been writ-
ten about the “time famine” associated with modern life (e.g. O’Brien
2012; Perlow 1999). Central to the experience of work-family conflict
is the feeling of insufficient time to effectively perform work and family
responsibilities, thus we expect mindfulness relates to less work-family
conflict through the reduction of perceived time scarcity.

The perception of time scarcity has downstream consequences in
that time scarcity creates a mindset that leads individuals to engage
in behaviors that help manage scarcity in the short term, but may not
be beneficial for the long term. That is, time scarcity changes how
individuals allocate attention. Because scarcity elicits engagement in
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the problem at hand, it can result in the attentional neglect of other
situations (Shah, Mullainathan, and Shafir 2012). This may result in a
focus on the work or family role with the most immediate demands,
resulting in the neglect of other roles. For example, a working parent
with a project deadline may stay at work late to respond to this imme-
diate demand, canceling plans to go to a movie with the family. The
accumulation of these attention allocation decisions may result in a
decrement of relationship satisfaction among family members as well
as a lack of work-family balance.

Further, the time scarcity associated with lower mindfulness should
relate positively to work-family conflict, and especially time-based
conflict, as individuals perceive insufficient time to complete tasks in
both domains. Finally, because they are focused on the task at hand
these same individuals may take a narrower perspective and thus be
less able to assess which resources from one domain will benefit the
other domain.

For reasons reviewed in our discussion of attention, shifting indi-
viduals time perceptions to encourage them to stay in the present
moment may allow individuals to derive more from work and home
domains, resulting in heightened perception of work-family balance.
Work-family conflict may be mitigated given that perceptions of time
affluence provide individuals a chance for recovery from strain. Finally,
work-family enrichment and the transfer of resources that it includes
should be facilitated as individuals are able to reflect deeply on each
domain, likely coming to a better understanding of how to function
in that domain as well as what resources may be transferable across
domains.

Additional suggestions for future research

In the previous section we posed four pathways by which mindfulness
may be linked to work-family constructs: attention and minimizing
distractions, emotion regulation, optimization of resource alloca-
tion, and time perception. Research investigating these pathways is
important to further our understanding of how mindfulness may
be beneficial to individuals managing multiple role responsibilities.
In the following section we further draw from the mindfulness and
work-family literatures to offer several directions for future research
that go beyond these specific mechanisms identified. As discussed in
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this review, research linking mindfulness and work-family is in a
nascent stage, leaving the door open for many new lines of research.

Consideration of multiple construct dimensions

Mindfulness has been conceptualized in multiple ways. Most work-
place mindfulness research to date has been based on the dispo-
sitional, single dimension approach as assessed by the Mindful
Attention Awareness Scale (Brown and Ryan 2003). However,
mindfulness has also been conceptualized as multidimensional, with
subscales that include observing, describing, acting with awareness,
nonjudging of inner experience, and nonreactivity to inner experi-
ence (Baer, Smith, and Allen 2004; Baer et al. 2008). These facets
are correlated modestly and have demonstrated discriminant valid-
ity (Baer et al. 2008; Emanuel et al. 2010). For example, research
has shown that mindfulness facets do not operate homogeneously
with regard to outcomes such as depression and anxiety (Desrosiers
et al. 2013).

Work-family constructs are also multidimensional. As described pre-
viously, work-family conflict includes dimensions such as time, strain,
and behavior. Constructs reflecting the positive side of the work-family
interface (e.g., work-family enrichment) also include multiple dimen-
sions such as development (e.g., skills, knowledge, behaviors), affect
(e.g., positive emotional state or attitude), and capital (e.g., security,
confidence) as different resources that can be transferred from one
domain to another (Carlson et al. 2006).

Taking a more granular approach may yield new insights into the
beneficial links between mindfulness and work-family experiences. It
could be speculated that the ability to distance oneself from everyday
thoughts and worries (e.g., nonjudgment and nonreactivity to inner
experiences) would be more likely to prevent strain-based work-family
conflict than would the observation of the present moment aspect of
mindfulness. In contrast, acting with awareness may enable individ-
uals to identify and develop solutions for time-based conflicts more
so than labeling emotions and cognitions. With regard to work-family
enrichment, distancing oneself from everyday thoughts and worries
may better allow for use of the affective pathway while acting with
awareness and being attentive to role-partners may enable the devel-
opment and transfer of skills.
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Mindfulness and family-supportive supervision

Thus far, we have primarily considered mindfulness as a tool that
individuals can cultivate to improve their own multiple role manage-
ment. However, work-family experiences do not occur in a vacuum.
Others within an individual’s social system also contribute to the ease
or difficulty by which individuals are able to juggle work and fam-
ily roles (Kossek et al. 2011). Research has shown that supervisor
behaviors in particular are associated with work-family experiences.
Family-supportive supervision is defined as behaviors displayed by
supervisors that are supportive of employees’ family roles (Hammer
et al. 2009). A considerable body of research has demonstrated
that greater family-supportive supervision is associated with less
work-family conflict (e.g., Allen 2001; Lapierre and Allen 2006) and
that supervisors can be trained to be more family-supportive (Hammer
et al. 2009).

Brown et al. (2007, p. 225) suggested that mindfulness may “pro-
mote interaction styles that support healthy relationship functioning
and enhance overall relationship quality.” Thus, mindfulness training
may be useful as a component of family-supportive supervisor training.
Indeed, in a study investigating leader mindfulness Reb, Narayanan,
and Chaturvedi (2014) found that greater leader trait mindfulness was
associated with employees who reported more work-life balance. More
mindful supervisors may respond to employee requests for accommo-
dations that enable them to manage multiple role responsibilities with
greater creativity and attentiveness. This is important in that informal
accommodations have been shown to relate to less work-family con-
flict (Behson 2005).

Methodological advancements

Consideration of methodological issues is needed to advance
mindfulness-based work-family research. As discussed earlier, one
aspect of mindfulness that we believe is powerful for improving
work-family experiences is attention within role. The ability to remain
attentive to others and in the present moment is a hallmark of mind-
fulness. The former of these especially can best, and possibly only, be
captured through reports provided by others. For example, spouses
can provide reports of the extent that the partner is attentive in the
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family domain, while supervisors can provide reports of attention and
engagement in the work domain. Such data could be particularly use-
ful in investigating the effectiveness of MBIs.

Investigating episodes of work-family conflict in addition to the com-
mon between-subjects levels approach may also be useful (Maertz and
Boyar 2011; Shockley and Allen 2013; Shockley and Allen, in press),
especially because results based on episodes differ from those based
on levels. For example, Shockley and Allen (in press) found no differ-
ences in the frequency that WIF episodes versus FIW episodes were
reported by participants, whereas between-subjects levels assessment
of work-family conflict consistently finds higher reported levels of WIF
than FIW. Conflicts between work and family typically transpire at
specific times and require in-the-moment behavioral decisions (e.g.,
agreeing to stay late at work to make a deadline, thus missing a child’s
baseball game). Given that mindfulness has been shown to improve
decision making (e.g., by reducing the sunk cost bias, Hafenbrack,
Kinias, and Barsade 2014), it may also help individuals make deci-
sions that involve competing work and family demands with clarity
(Shockley and Allen, in press). Assessment of work-family enrich-
ment episodes may yield similarly interesting findings, and may better
highlight the role of decision making in resource allocation between
domains.

Another avenue for future research is to supplement survey data
with data collected through other methodologies. Wearable technol-
ogy tools such as mobile neurophysiological monitoring devices and
sociometric badges have the potential to illuminate the processes by
which mindfulness is beneficial.

Evidence shows mindfulness meditation training to alter neural
activity (Berkovich-Ohana, Glicksohn, and Goldstein 2012). Brain
functioning can be characterized by three fundamental electrophysio-
logical concepts: (a) characteristics of the electrical signal in terms of
frequency and amplitude, (b) spatial location of the sources of brain
electrical activity, and (c) pattern of connectivity across the brain
(neural network dynamics). For example, relaxed and inattentive
states are associated with greater amplitude and lower frequency brain
wave patterns, while excited, working or attentive states are associated
with lower amplitude and greater frequency (Hannah et al. 2013).
Recent advances in mobile neurophysiological monitoring devices
capture real-time electroencephalography (EEG) data that provide
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information on neurological processes. Such devices permit the prac-
tical application of quantitative EEG in studying interactions as they
occur. This methodology could be used to compare the neurophysio-
logical patterns that occur when responding to a work-family conflict
or enrichment as moderated by trait mindfulness.

Sociometric badges are wearable sensing devices that collect data
on face-to-face communication interaction in real time (Waber 2013).
The device is able to record multiple types of information such as
the physical proximity to others, location in the environment, motions
(e.g., posture, running), and communication patterns (e.g., volume
of speech, speaking speed, turn taking). Sociometric devices could be
used to examine work-family phenomena such as those that involve
interactions between employees and supervisors negotiating the use of
flexible work arrangements. Based on the research concerning mind-
fulness and leadership noted above, one might expect these negoti-
ations to be more successful with leaders higher rather than lower in
trait mindfulness. Sociometric devices may also provide support for
mindfulness-based training, as those who receive such training may
engage more in these interactions. Such beneficial interactions with
others likely produce patterns (e.g., in proximity to others and com-
munication patterns) that differ from less mindful interactions.

Role transitions

The cultivation of mindfulness may be particularly beneficial to the
process of transitioning across work and family roles (Allen, Cho,
and Meier 2014). Because role crossing is an effortful process that
involves self-regulation, the present moment awareness component of
mindfulness may better enable individuals to psychologically detach
from one role and smoothly enter into another, possibly relating posi-
tively to work-family balance and negatively to work-family conflict.
Effectively transitioning across roles may be particularly challenging
when self-regulatory resources are depleted. As an example, con-
sider the employee whose last interaction while at work was with an
angry customer who upon returning home is greeted with the news
that his child failed an exam at school. The employee may still be
preoccupied with emotions associated with the customer interaction
while simultaneously experiencing emotional responses of anger, dis-
appointment, and/or worry activated by the news of the failed exam.
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The effortful suppression of negative emotions while dealing with
the angry customer at work would require the employee to draw
upon self-regulatory resources. Such self-regulation draws on finite
resources and impacts subsequent performance of behaviors necessi-
tating self-regulation (Baumeister, Vohs, and Tice 2007). To effectively
transition to the family role this individual must put aside thoughts of
the angry customer (i.e., leave the work role) and engage with family
members with regard to the failed exam (i.e., enter the family role). An
individual higher in mindfulness and better able to regulate emotion is
better able to make this transition.

Less favorable effects of mindfulness

Consistent with the larger literature on mindfulness as reviewed, the
relationships we propose between mindfulness and work-family expe-
riences take a decidedly positive perspective. However, it seems pos-
sible that mindfulness may also have some negative consequences, and
identifying these also deserves research attention.

One way in which mindfulness may have potential negative rami-
fications is that completely investing a present role may encourage
individuals to view their underlying identities as being in conflict and
manage them as such. Individuals’ identities (e.g., employee, parent)
are evident in, and sometimes even synonymous with, the roles they
hold in work and family domains. By focusing entirely on the present
role, individuals may be less likely to integrate the identities that make
up these roles. Individuals manage their identities in multiple ways,
including a focus on one identity to the exclusion of others (as dis-
cussed in the previous paragraph) to an integration of identities into
a compatible whole (Roccas and Brewer 2002). Individuals who view
their own identities — their values, attitudes, and expectations— as more
compatible are high in identity integration (Cheng, Sanchez-Burks, and
Lee 2008). In contrast, individuals low in identity integration view roles
as less compatible, suppress one identity while the other is activated,
and alter their behaviors between contexts. Individuals high in identity
integration are able to access resources from both domains simultan-
eously and thus show higher levels of creativity (Cheng ef al. 2008)
and have more diverse social networks (Mok, Morris, Benet-Martinez,
and Karakitapoglu-Aygun 2007) than individuals low in identity inte-
gration. With regard to work-family experiences this is important in
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that higher identity integration may result in greater transference of
resources across domains, resulting in greater work-family enrichment.

Multivariate models are needed to better understand the potential
interplay between both the positive and the negative links between
mindfulness and work-family experiences. For example, it may be that
the detrimental effects of a negative relationship between mindfulness
and identity can be compensated by other benefits of mindfulness. This
is an empirical question, and as with the other ideas for future research
discussed here, further research is required to identify how this aspect
of work-family and mindfulness relates.

Conclusion

In addition to better understanding the role that trait mindfulness plays
in individuals’ work-family experiences, the cultivation of mindful-
ness practice through training may be one tool that can help regulate
affect and promote healthy work-family connections. In this chapter
we review the literature that links mindfulness with work-family con-
structs, identify four potential mechanisms that may help explain this
link, and suggest future directions for research. We hope these ideas
inspire additional research on this timely topic.

References

Aldao, A. (2013). The future of emotion regulation research: capturing con-
text. Perspectives on Psychological Science, 8, 155-72.

Allen, T. D. (2001). Family-supportive work environments: the role of
organizational perceptions. Journal of Vocational Behavior, 58,
414-35.

Allen, T. D. (2012). The work-family interface. In S. W. J. Kozlowski (ed). The
Oxford handbook of organizational psychology. New York: Oxford
University Press, pp. 1163-98.

Allen, T. D., Cho, E., and Meier, L. (2014). Work-family boundary dynam-
ics. Annual Review of Organizational Psychology and Organizational
Behavior, 1, 99-121.

Allen, T. D., Johnson, R. C., Kiburz, K., and Shockley, K. M. (2013).
Work-family conflict and flexible work arrangements: deconstructing
flexibility. Personnel Psychology, 66, 345-76.

Allen, T. D., Johnson, R. C., Saboe, K., Cho, E., Dumani, S., and Evans,
S. (2012). Dispositional variables and work-family conflict: a
meta-analysis. Journal of Vocational Behavior, 80, 17-26.

https://doi.org/10.1017/CBO9781107587793.011 Published online by Cambridge University Press


https://doi.org/10.1017/CBO9781107587793.011

Work-family balance, conflict, and enrichment 233

Allen, T. D. and Kiburz, K. M. (2012). Trait mindfulness and work-family
balance among working parents: the mediating effects of vitality and
sleep quality. Journal of Vocational Bebavior, 80, 372-9.

Baer, R. A., Smith, G. T., and Allen, K. B. (2004). Assessment of mind-
fulness by self-report: the Kentucky Inventory of Mindfulness Skills.
Assessment, 11, 191-206.

Baer, R. A., Smith, G. T., Lykins, E., Button, D., Krietemeyer, ]J., Sauer, S.,
Walsh, E., Duggan, D., and Williams, J. M. (2008). Construct validity of
the Five Facet Mindfulness Questionnaire in meditating and nonmedi-
tating samples. Assessment, 15, 329-42.

Baltes, B. B. and Heydens-Gahir, H. (2003). Reduction of work—family
conflict through the use of selection, optimization, and compensation
behaviors. Journal of Applied Psychology, 88, 1005-18.

Baltes, B. B., Zhdanova, L. S., and Clark, M. A. (2011). Examining the rela-
tionships between personality, coping strategies, and work-family con-
flict. Journal of Business and Psychology, 26, 517-30.

Baumeister R. F. and Leary, M. R. (1995). The need to belong: desire for inter-
personal attachments as a fundamental human emotion. Psychological
Bulletin, 117, 497-529.

Baumeister, R. E, Vohs, K. D., and Tice, D. M. (2007). The strength model
of self-control. Current Directions in Psychological Science, 16, 351-5.

Behson, S. J. (2005). The relative contribution of formal and informal
organizational work-family support. Journal of Vocational Behavior,
66,487-500.

Ben-Shahar, T. (2007). Happier: learn the secrets to daily joy and lasting ful-
fillment. New York: McGraw-Hill Professional.

Berkovich-Ohana, A., Glicksohn, J., and Goldstein, A. (2012).
Mindfulness-induced changes in gamma band activity — implications
for the default node network, self-reference and attention. Clinical
Neurophysiology, 123(4), 700-10.

Boniwell, I. and Zimbardo, P. G. (2004). Balancing one’s time perspective
in pursuit of optimal functioning. In P. A. Linley and S. Joseph (eds.),
Positive psychology in practice. Hoboken, NJ: Wiley.

Brown, K. W. and Ryan, R. M. (2003). The benefits of being present: mind-
fulness and its role in psychological well-being. Journal of Personality
and Social Psychology, 84(4), 822-48.

Brown, K. W., Ryan, R. M., and Creswell, J. D. (2007). Mindfulness: the-
oretical foundations and evidence for its salutary effects. Psychological
Inquiry, 18(4), 211-37.

Butts, M. M., Casper, W. J., and Yang, T. S. (2013). How important are
work-family support policies? A meta-analytic investigation of their
effects on employee outcomes. Journal of Applied Psychology, 98, 1-25.

https://doi.org/10.1017/CBO9781107587793.011 Published online by Cambridge University Press


https://doi.org/10.1017/CBO9781107587793.011

234 Tammy D. Allen and E. Layne Paddock

Byron, K. (2005). A meta-analytic review of work-family conflict and its
antecedents. Journal of Vocational Behavior, 62, 169-98.

Carlson, D. S., Grzywacz, J., and Zivnuska, S. (2009). Work-family balance: is
balance more than conflict and enrichment? Human Relations, 20, 1-28.

Carlson, D. S., Kacmar, K. M., Wayne, J. H., and Grzywacz, J. G. (2006).
Measuring the positive side of the work-family interface: develop-
ment and validation of a work-family enrichment scale. Journal of
Vocational Bebhavior, 68, 131-64

Carlson, D., Kacmar, K. M., Zivnuska, S., Ferguson, M., and Whitten, W.
(2011). Work-family enrichment and job performance: a constructive
replication of affective events theory. Journal of Occupational Health
Psychology, 16,297-312.

Carmody, J., Reed, G., Kristeller, J., and Merriam, P. (2008). Mindfulness,
spirituality, and health-related symptoms. Journal of Psychosomatic
Research, 64,393-403.

Carr, N. (2011). The shallows: what the internet is doing to our brains.
New York: W. W. Norton and Company.

Cartensen, L. L. (2006). The influence of a sense of time on human develop-
ment. Science, 312, 1913-15.

Cheng, C.-Y., Sanchez-Burks, J., and Lee, E. (2008). Connecting the dots
within: creative performance and identity integration. Psychological
Science, 19, 1178-84.

Covert, B. (2013). Men want work-family balance, and policy should help
them achieve it. The Nation, July 8, retrieved from www.thenation
.com/blog/175158/men-want-work-family-balance-and-policy-should-
help-them-achieve-it#.

Dane, E. (2011). Paying attention to mindfulness and its effects on task
performance in the workplace. Journal of Management, 37, 997-1018.

Desrosiers, A., Vine, V., Klemanski, D. H., and Nolen-Hoeksema, S. (2013).
Mindfulness and emotion regulation in depression and anxiety: common
and distinct mechanisms of action. Depression and Anxiety, 30, 654-61.

Emanuel, A. S., Updegraff, J. A., Kalmbach, D. A., and Ciesla, J. A. (2010).
The role of mindfulness facets in affective forecasting. Personality and
Individual Differences, 49, 815-18.

Glomb, T. M., Duffy, M. K., Bono, J. E., and Yang, T. (2011). Mindfulness at
work. In J. Martocchio, H. Liao, and A. Joshi (eds). Research in person-
nel and human resource management, vol. 30. Bingley: Emerald Group
Publishing Limited, pp. 115-57.

Goode, W. J. (1960). A theory of role strain. American Sociological Review,
25,483-96.

Greenhaus, J. H. and Allen, T. D. (2011). Work-family balance: a review
and extension of the literature. In L. Tetrick and J. C. Quick (eds.),

https://doi.org/10.1017/CBO9781107587793.011 Published online by Cambridge University Press


https://doi.org/10.1017/CBO9781107587793.011

Work-family balance, conflict, and enrichment 2358

Handbook of occupational health psychology. 2nd edn. Washington,
DC: American Psychological Association, pp. 165-83.

Greenhaus, J. H., Allen, T. D., and Spector, P. E. (2006). Health consequences
of work-family conflict: the dark side of the work-family interface. In
P. L. Perrewe and D. C. Ganster (eds.), Research in occupational stress
and well being, vol. 5. Oxford: JAI Press/Elsevier, pp. 61-99.

Greenhaus, J. H. and Beutell, N. (1985). Sources and conflict between work
and family roles. Academy of Management Review, 10, 76-88.

Greenhaus, J. H. and Powell, G. N. (2006). When work and family are
allies: a theory of work-family enrichment. Academy of Management
Review, 31, 72-92.

Gross, J. J. (1998). Antecedent- and response-focused emotion regula-
tion: divergent consequences for experience, expression, and physi-
ology. Journal of Personality and Social Psychology, 74,224-37.

Gutek, B. A., Searle, S., and Klepa, L. (1991). Rational versus gender role
explanations for work family conflict. Journal of Applied Psychology,
7, 560-8.

Hafenbrack, A. C., Kinias, Z., and Barsade, S. G. (2014). Debiasing the mind
through meditation: mindfulness and the sunk-cost bias. Psychological
Science, 25, 369-76.

Hammer, L. B., Kossek, E. E., Anger, W. K., Bodner, T., and Zimmerman,
K. L. (2011). Clarifying work-family intervention processes: the role
of work-family conflict and family-supportive supervisor behavior.
Journal of Applied Psychology, 96, 134-50.

Hammer, L. B., Kossek, E. E., Yragui, N. L., Bodner, T. E., and Hanson,
G. C. (2009). Development and validation of a multidimensional
measure of family supportive supervisor behaviors (FSSB). Journal of
Management, 35, 837-56.

Hannah, S. T., Balthazard, P. A., Waldman, D. A., Jennings, P. L., and
Thatcher, R. W. (2013). The psychological and neurological bases of
leader self-complexity and effects on adaptive decision-making. Journal
of Applied Psychology, 98, 393-411.

Hulsheger, U. R., Alberts, H. J. E. M., Feinholdt, A., and Lang, J. W. B.
(2013). Benefits of mindfulness at work: the role of mindfulness in emo-
tion regulation, emotional exhaustion, and job satisfaction. Journal of
Applied Psychology, 98, 310-25.

Jackson, M. (2009). Distracted: the erosion of attention and the coming
dark age. Amherst, NY: Prometheus Books.

Judge, T. A., Ilies, R., and Scott, B. A. (2006). Work-family conflict and emo-
tions: effects at work and at home. Personnel Psychology, 59, 779-814.

Kabat-Zinn, J. (1990). Full catastrophe living: using the wisdom of your body
and mind to face stress, pain, and illness. New York: Dell Publishing.

https://doi.org/10.1017/CBO9781107587793.011 Published online by Cambridge University Press


https://doi.org/10.1017/CBO9781107587793.011

236 Tammy D. Allen and E. Layne Paddock

Kasser, T. and Sheldon, K. M. (2009). Time affluence as a path toward per-
sonal happiness and ethical business practice: empirical evidence from
four studies. Journal of Business Ethics, 84,243-55.

Kiburz, K. M. and Allen, T. D. (2012). Dispositional mindfulness as a unique
predictor of work-family conflict. Paper presented at the 27th Annual
Conference of the Society for Industrial and Organizational Psychology,
April 2012, San Diego, CA.

Kiburz, K. M., and Allen, T. D. (2014). Examining the effects of a mindfulness-
based work-family intervention. In J. G. Randall and M. Beier (Co-chairs),
in Mind Wandering and Mindfulness: Self-regulation at Work. Symposium
presented at the 29th Annual Conference of the Society for Industrial and
Organizational Psychology, May 2014, Honolulu, HI.

Kilpatrick, L. A., Suyenobu, B. Y., Smith, S. R., Bueller, J. A., Goodman, T.,
Creswell, J. D., Tillisch, K., Mayer, E. A., and Naliboff, B. D. (2011).
Impact of mindfulness-based stress reduction training on intrinsic brain
connectivity. Neurolmage, 56, 290-8.

Kossek, E. E., Pichler, S., Bodner, T., and Hammer, L. B. (2011). Workplace
social support and work—family conflict: a meta-analysis clarifying the
influence of general and work—family specific supervisor and organiza-
tional support. Personnel Psychology, 64(2),289-313.

Kramer, R. S., Weger, U. W., and Sharma, D. (2013). The effects of mindful-
ness meditation on time perception. Conscious Cognition, 22,246-852.

LaJeunesse, S. and Rodriguez, D. A. (2012). Mindfulness, time affluence, and
journey-based affect: exploring relationships. Transportation Research
Part F, 196-205.

Lapierre, L. M. and Allen, T. D. (2006). Work-supportive family,
family-supportive supervision, use of organizational benefits, and
problem-focused coping: implications for work-family conflict and
employee well-being. Journal of Occupational Health Psychology, 11,
169-81.

Leroy, H., Anseel, E, Dimitrova, N. G., and Sels, L. (2013). Mindfulness,
authentic functioning, and work engagement: a growth modeling
approach. Journal of Vocational Behavior, 82,238-47.

Maertz, C.P. and Boyar, S.L. (2011). Work-family conflict, enrichment,
and balance under “levels” and “episodes” approaches. Journal of
Management, 37(1), 68-98.

Marks, S. R. and MacDermid, S. M. (1996). Multiple roles and the self: a
theory of role balance. Journal of Marriage and the Family, 58,417-32.

Michel, J. S., Kotrba, L. M., Mitchelson, J. K., Clark, M. A., and Baltes, B. B.
(2011). Antecedents of work-family conflict: a meta-analytic review.
Journal of Organizational Behavior, 32, 689-7235.

https://doi.org/10.1017/CBO9781107587793.011 Published online by Cambridge University Press


https://doi.org/10.1017/CBO9781107587793.011

Work-family balance, conflict, and enrichment 237

Milkie, M., Kendig, S., Nomaguchi, K., and Denny, K. (2010). Time with chil-
dren, children’s well-being, and work-family balance among employed
parents. Journal of Marriage and Family, 72, 1329-43.

Mok, A., Morris, M. W., Benet-Martinez, V., and Karakitapoglu-Aygun,
Z. (2007). Embracing American culture: structures of social identity
and social networks among first-generation biculturals. Journal of
Cross-Cultural Psychology, 38, 629-35.

Nolen-Hoeksema, S., Wisco, B. E., and Lyubomirsky, S. (2008). Rethinking
rumination. Perspectives on Psychological Science, 3, 400-24.

O’Brien, K. (2012). How to make time expand. Boston Globe, September
9. Retrieved from www.bostonglobe.com/ideas/2012/09/08/how-make-
time-expand/26nkSfyQPEetCXXoFeZEZM/story.html.

Paddock, E. L., Smith, C. V., Bagger, ]J., and Webster, G. D. (manuscript in
preparation). Extraversion impacts work-family enrichment via mul-
tiple pathways: a multilevel diary study.

Perlow, L. A. (1999). The time famine: toward a sociology of work time.
Administrative Science Quarterly, 44, 57-81.

Perlow, L. A. and Kelly, E. (2014). Toward a model of work redesign for bet-
ter work and better life. Work and Occupations, 41(1), 111-34.

Poelmans, S. E. A., Greenhaus, J. H., and Las Heras Maestro, M. (2013).
Expanding the boundaries of work-family research: a vision for the
future. Basingstoke: Palgrave Macmillan.

Posner, M. 1. and Rothbart, M. K. (2007). Research on attention networks
as a model of the integration of psychological science. Annual Review
of Psychology, 58, 1-23.

Reb, J., Narayanan, J., and Chaturvedi, S. (2014). Leading mindfully: two
studies on the influence of supervisor trait mindfulness on employee
well-being and performance. Mindfulness, 5, 36-435.

Roccas, S. and Brewer, M. B. (2002). Social identity complexity. Personality
and Social Psychology Review, 6, 88-106.

Roeser, R. W., Schonert-Reichl, K. A., Jha, A., Cullen, M., Wallace, L.,
Wilensky, R., Oberle, E., Thomson, K., Taylor, C., and Harrison, J.
(2013). Mindfulness training and reductions in teacher stress and burn-
out: results from two randomized, waitlist-control field trials. Journal
of Educational Psychology, 105, 787-804.

Rothbard, N. P. and Wilk, S. L. (2011). Waking up on the right or wrong
side of the bed: start-of-workday mood, work events, employee affect,
and performance. Academy of Management Journal, 54, 959-80.

Rubinstein, J. S., Meyer, D. E., and Evans, J. E. (2001). Executive con-
trol of cognitive processes in task switching. Journal of Experimental
Psychology, 27, 763-97.

https://doi.org/10.1017/CBO9781107587793.011 Published online by Cambridge University Press


https://doi.org/10.1017/CBO9781107587793.011

238 Tammy D. Allen and E. Layne Paddock

Rudd, M. (manuscript in preparation a). The power of being present: how

momentary temporal focus influences perceived time affluence.

(manuscript in preparation b). Expand your breath, expand your
time: Boosting perceived time affluence through slow controlled
breathing.

Shah, A. K., Mullainathan, S., and Shafir, E. (2012). Some consequences of
having too little. Science, 338, 682-5.

Shockley, K. M. and Allen, T. D. (2013). Episodic work-family conflict, car-
diovascular indicators, and social support: an experience sampling
approach. Journal of Occupational Health Psychology, 18, 262-75.

(in press). Deciding between work and family: an episodic approach.
Personnel Psychology.

Singh, N. N., Lancioni, G. E., Winton, A. S. W., Singh, J., Singh, A. N.,
Adkins, A. D., and Wahler, R. G. (2010). Training in mindful caregiving
transfers to parent-child interactions. Journal of Child Family Studies,
19, 167-74.

Slaughter, A. (2012). Why women still can’t have it all. The Atlantic, July/
August. Retrieved from www.theatlantic.com/magazine/archive/2012/
07/why-women-still-cant-have-it-all/309020/.

Society for Human Resource Management (2008). Workplace Forecast.
Alexandria, VA: Society for Human Resource Management.

Sonnentag, S., Kuttler, I., and Fritz, C. (2010). Job stressors, emotional
exhaustion, and need for recovery: a multi-source study on the ben-
efits of psychological detachment. Journal of Vocational Behavior, 76,
355-65.

Teper, R., Segal, Z. V., and Inzlicht, M. (2013). Inside the mindful mind: how
mindfulness enhances emotion regulation through improvements in
executive control. Current Directions in Psychological Science, 22,
449-54.

Valcour, M. (2007). Work-based resources moderators of the relation-
ship between work hours and satisfaction with work-family balance.
Journal of Applied Psychology, 92,1512-23.

Waber, B. (2013). People analytics. Upper Saddle River, NJ: FT Press.

Wayne, J. H., Musisca N., and Fleeson, W. (2004). Considering the role of
personality in the work-family experience: relationships of the big five
to work-family conflict and facilitation. Journal of Vocational Bebavior,
64, 108-30.

Webb, T. L., Miles, E., and Sheeran, P. (2012). Dealing with feeling: a
meta-analysis of the effectiveness of strategies derived from the process
model of emotion regulation. Psychological Bulletin, 138, 775-808.

Williams, J. M. (2010). Mindfulness and psychological process. Emotion,
10, 1-7.

https://doi.org/10.1017/CBO9781107587793.011 Published online by Cambridge University Press


https://doi.org/10.1017/CBO9781107587793.011

