
2017-4

The Influence of Management's Work-Life Balance 
on the Organizational Behavior of Employees 

in Small and Medium-sized Enterprises
―Empirical Analysis Focusing on Spillover and Crossover Effects―

Mitsutoshi Hirano　Atsushi Yogo  



 
 

1 
 

The Influence of Management's Work-Life Balance on the Organizational Behavior of 
Employees in Small and Medium-sized Enterprises 

―Empirical Analysis Focusing on Spillover and Crossover Effects― 
 

Mitsutoshi Hirano 
Kobe University, Graduate School of Business Administration 

 
Atsushi Yogo  

Okayama University, Graduate School of Humanities and Social Sciences 
 

Abstract 
This study investigates the crossover effect of work-life balance (WLB) in the relationship 
between the management of small and medium-sized enterprises (SMEs) and their employees. 
SMEs are smaller in scale and have fewer employees than large enterprises, resulting in a close 
relationship between management and employees. In SMEs, it is easier for employees to 
observe the daily behavior of the management. Therefore, if management's WLB satisfaction is 
high, the positive attitude of the management will be transmitted to the employees, and it is 
thought that this will improve employee WLB satisfaction and motivation. In this study, 
business managers (90 people) in Osaka Prefecture and the matched data of employees (1,054 
people) were used for analysis. The results showed that the management's WLB satisfaction 
level had an influence on the degree of work engagement of both male and female employees. 
However, a crossover effect between management and employees' WLB satisfaction while 
observed in men, was not observed in women. It is suggested that the fixed ideas and 
paternalism of male management toward female employees may work to suppress the crossover 
effect on women. 
 
Keywords: work-life balance (WLB); spillover effect; crossover effect; work engagement;  
small and medium-sized enterprises (SMEs) 
 

１．  Introduct ion  

 Work- l i fe  ba lance  (WLB)  i s  ac t ive ly  be ing  d i scussed  as  an  impor tan t  
po l icy  i s sue  involv ing  ach iev ing  gender  equa l i ty  in  soc ie ty.  In  the  
background ,  there  i s  the  rap id ly  dec l in ing  b i r th  ra te  and  rap id  ag ing  o f  the  
Japanese  soc ie ty,  and  a  soc ie ta l  need  fo r  women in  the  workforce .  In  th i s  
s tudy,  knowledge  of  WLB tha t  con t r ibu tes  to  the  success  o f  women in  the  
workp lace  wi l l  be  examined ,  focus ing  on  the  perspec t ive  o f  the  c rossove r  
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between  management  and  employees ,  as  wel l  a s  the  sp i l lover  e ffec t  f rom 
work  in to  pr iva te  l i f e .  In  pa r t i cu lar,  the  re la t ionsh ip  be tween  management  
and  employees  in  smal l  and  medium-s ized  en te rp r i ses  (SMEs)  was  focused  
on ,  and  the  effec t s  o f  management ' s  WLB sa t i s fac t ion  on  employee  work  
engagement ,  a s  wel l  a s  a  gender  compar i son  of  WLB sa t i s fac t ion  effec t s  on  
background ,  was  examined .  

 

2 .  Spi l lover  o f  Work and Private  Li fe  and the  Crossover  of  Managers  

and Employees  

Cons ider ing  pas t  academic  research  on  ba lancing  work  and  home,  in  
Amer ica ,  s ince  the  1980s ,  r esearch  on  Work-Fami ly  Conf l i c t  (WFC)  has  
been  pursued  ac t ive ly  in  psycho logy ,  soc io logy ,  and  bus iness  admini s t ra t ion .  
WFC,  in  t e rms  o f  work  and  househo ld  ro les ,  dep ic t s  a  s i tua t ion  where  
fu l f i l l ing  one  ro le  l eads  to  the  o ther  ro le  no t  be ing  suf f i c ien t ly  fu l f i l l ed .  In  
psychology ,  WFC i s  r egarded  as  a  fo rm of  ro le  conf l ic t ,  and  i t s  de terminant s  
and  ef fec t s  on  s t ress  have  been  analyzed  (Greenhaus  and  Beu te l l ,  1985) .  

However,  moving  in to  the  2000s ,  WFC as  a  conf ron ta t ion  be tween  work  
and  fami ly  was  no t  a  v iewpoin t  tha t  was  cons ide red ,  and  many  researchers  
examined  WFC f rom the  perspect ive  tha t  the  re la t ionsh ip  be tween  work  and  
fami ly  cou ld  be  one  of  mutua l  benef i t  (Greenhaus  and  Powel l ,  2006) .  The  
cen t ra l  t ene t  i s  tha t  o f  a  pos i t ive  sp i l lover.  Poe lmans ,  Stepanova ,  and  
Masuda  (2008)  p resen t  concep ts  tha t  cap tu re  the  pos i t ive  re la t ionsh ip  
be tween  work  and  fami ly  such  as  pos i t ive  sp i l lover,  work- fami ly  enr ichment ,  
and  work- fami ly  fac i l i t a t ion .  Sp i l lover  involves  the  f low,  f rom one  ro le  to  
ano ther,  o f  exper iences  re la t ing  to  fee l ings ,  sk i l l s ,  va lues ,  e t c .  

The  p remises  o f  pos i t ive  sp i l lover  research  are  tha t  i t  1 )  uses  ind iv idual s  
as  un i t s  o f  ana lys i s ,  2 )  d iv ides  in to  two d i rec t ions  of  " f low f rom work  to  
f ami ly"  and  " f low f rom fami ly  to  work ,"  and  3 )  cons ider s  the  inf luences  o f  
behavio rs  and  charac te r i s t i cs  o f  bo th  work  and  fami ly  f rom the  aspec t s  o f  
the  ins t rumenta l  and  the  affec t ive .  The  ins t rumen ta l  aspec t  r e fe r s  to  cases  
where  sk i l l s  and  ab i l i t i es  acqui red  f rom work  (p r iva te  l i f e )  a re  app l i ed  to  
p r iva te  l i f e  (work) .  The  a ffec t ive  aspec t  r e fe r s  to  cases  where fee l ings  and  
emot ions  ( joy,  sense  o f  fu l f i l lment ,  e t c . )  f rom work  (p r iva te  l i f e )  a re  
t r ans fe r red  to  pr iva te  l i f e  (work) .  F rom the  pe rspect ive  o f  pos i t ive  sp i l lover,  
the  cha l l enges  made by  human  resource  management  a re  to  t ake  in to  
cons idera t ion  l i fe  ou t s ide  of  work ,  in  o rder  to  ra i se  the  WLB sa t i s fac t ion  
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l eve l s  o f  employees .  
 On the  o ther  hand ,  in  recen t  years ,  the re  has  been  a  focus  on  c rossover  i n  
the  in f luences  o f  managers  on  the i r  subord ina te  employees .  Crossover  i s  
when  the  exper ience  of  one  person  in f luences  the  exper ience  o f  o thers  in  the  
same soc ia l  env i ronment  and  there  i s  a  pa i red  effec t  be tween  ind iv idual s .  
This  happens  in  spec i f i c  re la t ionsh ips ,  such  as  a t  the  workp lace  
( super io r / subord ina te ,  co l league)  o r  in  a  fami ly  (marr ied  couple ) .  

There  a re  bo th  negat ive  and  pos i t ive  examples  o f  c rossover.  For  ins tance ,  
even  though i t  i s  wide ly  thought  tha t  employees  wan t  to  f in i sh  work  a t  a  
f ixed  t ime ,  i f  the  super io r  i s  wi l l ing  to  pu t  in  over t ime  and  work  fo r  a  long  
t ime ,  i t  wi l l  be  d i ff i cu l t  fo r  subord ina tes  to  re tu rn  home a t  a  f ixed  t ime  a f t e r  
see ing  the i r  super ior ' s  ded ica t ion .  There fo re ,  employees  cannot  en joy  the i r  
pe r sona l  l ives ,  and  a  s t a te  o f  WLC deve lops .  Thi s  means  tha t  the  behav io r  o f  
the  super ior  a ffec t s  no t  on ly  the  work  o f  the  employees ,  bu t  a lso  aspect s  o f  
the i r  pe r sona l  l ives .  In  th i s  way,  the  super ior ' s  behav ior  cou ld  a l so  have  
been  in f luen t ia l  in  the  persona l  l i f e  o f  h i s  o r  he r  emp loyees ,  and  be  a  source  
of  s t ress  for  many  ind iv idua ls .  

Wes tman  and  Etz ion  (1999)  descr ibe  c rossover  as  p ing-pong  dynamics ,  
where  the  s t ress  o f  an  indiv idual  has  an  inf luence  on  a  member  o f  a  soc ia l  
sys tem,  such  as  a  fami ly  o r  workplace ,  tha t  even tua l ly  comes  back  to  the  
ind iv idua l .  Th is  means  tha t  the  s t ress  o f  a  subord ina te  caused  by  the  s t ress  
o f  a  super ior  r e turns  to  the  super io r  due  to  a  c rossover  f rom the  subord ina te ,  
and  can  aga in  become a  source  o f  s t ress  fo r  the  super io r.  Therefo re ,  by  
examin ing  crossover  wi th  a  focus  on  the  two-par ty  re la t ionsh ip  be tween  
super ior s  and  the i r  subord ina tes ,  i t  may  be  poss ib le  to  d i scover  new 
de te rminants  o f  mot iva t ion  and  job  sa t i s fac t ion  tha t  were  no t  ev iden t  when  
mere ly  us ing  ind iv idua l s  a s  un i t s  o f  ana lys i s .  In  add i t ion ,  th is  would  be  new 
knowledge  usefu l  fo r  fu r ther ing  WLB in  the  workp lace .  

In  an  empi r ica l  s tudy  of  the  c rossover  e f fec t ,  a s  a  means  of  exp la in ing  a  
s t ress  model  for  nega t ive  c rossover  (Wes tman  and  Etz ion ,  1999) ,  a  
b roaden-and-bui ld  theory  (Car l son  e t  a l . ,  2011)  cor responding  to  pos i t ive  
c rossover  was  developed .  The  broaden-and-bui ld  theory ,  accord ing  to  
Fredr ickson  (2001) ,  was  p roposed  as  a  theory  to  expla in  the  deve lopmen t  o f  
pos i t ive  fee l ings .  Th i s  means  tha t  pos i t ive  emot ions ,  such  as  sa t i s fac t ion  
wi th  WLB,  adapt ive ly  expand  the  reper to i re  o f  thought ,  behav ior ,  and  
human  re la t ions ,  and  consequen t ly ,  var ious  resources  (phys ica l ,  in te l l ec tua l ,  
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psycholog ica l ,  and  soc ia l )  a re  acqu i red .  When  pos i t ive  resources  a re  molded ,  
men ta l  and  phys ica l  hea l th  a re  improved  and  fur ther  pos i t ive  fee l ings  ar i se .  
In  addi t ion ,  th rough  the  expans ion  of  a  r eper to i re  o f  the  pos i t ive  emot ions  
and  behaviors  o f  ind iv idua l s ,  o ther s  in  the  same sys tem have  benef i t t ed .  
That  i s ,  in  a  c lose  re la t ionsh ip  be tween  two  par t ies ,  the  pos i t ive  emot ions  
f rom one  pa r ty ' s  WLB sa t i s fac t ion  wi l l  p ropagate  and  become a  pos i t ive  
emot ion  fo r  the  o the r  par ty .  

However ,  in  the  research  on  c rossover  up  to  da te ,  many  s tudies  have  
ver i f i ed  the  c rossover  o f  negat ive  exper iences ,  bu t  the  amount  o f  research  
per ta in ing  to  pos i t ive  exper iences  has  been  l i t t l e .  Al though  the re  a re  many  
ex i s t ing  s tud ies  tha t  focus  on  the  crossover  be tween  mar r ied  couples ,  the re  
a re  few s tud ies  examin ing  the  re la t ionsh ip  be tween  super io rs  and  
subord ina tes  in  the  workp lace .  I f  the  super ior ' s  l eve l  o f  WLB sa t i s fac t ion  i s  
t r ans fe r red  to  h i s  o r  her  subord ina tes ,  an  improvement  in  the  subord ina tes '  
WLB sa t i s fac t ion ,  mot iva t ion ,  and  p roduct iv i ty  can  be  expec ted .  

Concern ing  the  mechan ism of  c rossover  e f fec t  in  marr ied  coup les  and  
super ior s  and  subord ina tes ,  d i f feren t  mat te r s  a l so  requ i re  a t t en t ion .  The  
re la t ionsh ip  o f  a  marr ied  couple  i s  pa ra l l e l ,  bu t  the  re la t ionsh ip  be tween  a  
super ior  and  subord ina tes  i s  one  o f  ver t ica l  dyad  l inkage  (Dansereau ,  Graen  
and  Haga ,  1975) .  Addi t iona l ly ,  i t  i s  thought  tha t  there  i s  a  va r ia t ion  in  the  
s t r ength  o f  the  re la t ionsh ip  be tween  managers  and  the i r  employees .  I t  i s  
widely  v iewed  tha t ,  a s  a  resu l t ,  the  c rossover  e f fec t  wi l l  change  based  on  the  
re la t ionsh ip  be tween  the  super ior  and  h i s  o r  he r  subord ina tes .  In  th i s  s tudy ,  
we focus  on  the  d i f fe rences  be tween  men and  women in  the  re la t ionsh ip  
be tween  managers  and  the i r  employees .  Thi s  means  tha t  i f  the  super ior  i s  a  
man ,  the re  i s  a  poss ib i l i ty  tha t  the  degree  of  in f luence  f rom the  super io r  to  
male  and  female  subord ina tes  may  d i f fer .  As  a  resu l t ,  we  mus t  ask  whether  
there  i s  a  d i f fe rence  in  the  c rossover  e f fec t  fo r  men  and  women in  the  
re la t ionsh ip  be tween  super iors  and  subord ina tes .  

 

3 .  Analys i s  Framework & Hypotheses  

In  th i s  s tudy,  a  compara t ive  analy s i s ,  by  gender,  o f  the  c rossover  e ffec t s  
in  the  re la t ionships  be tween  management  and  employees  in  SMEs was  
conducted .  SMEs involve  c lose r  r e la t ionsh ips  be tween  management  and  
employees  than  la rge  en te rpr i ses  because  o f  the i r  smal le r  sca le  and  fewer  
employees .  In  SMEs,  i t  i s  eas ie r  fo r  employees  to  observe  the  d a i ly  



 
 

5 
 

behav iors  o f  the  management .  There fo re ,  i f  the  manager ' s  WLB sa t i s fac t ion  
leve l  i s  h igh ,  the  pos i t ive  fee l ings  o f  the  manager  should  be  t r ansfe r red  to  
the  employees ,  and  i t  i s  though t  tha t  th i s  wi l l  have  a  pos i t ive  in f luence  on  
the  work  engagement  and  WLB sa t i s fac t ion  o f  emp loyees .  However,  these  
effec t s  p robab ly  d i ffe r  be tween  men  and  women.  
 The  bas ic  hypothes is  o f  th i s  s tudy  i s  tha t  the  c rossover  e ffec t  f rom 
manager ia l  WLB sa t i s fac t ion  to  employees  d i ffe rs  based  on  gende r.  In  l ine  
wi th  the  ana lys i s  f ramework  shown in  F igure  1 ,  the  fo l lowing  th ree  work ing  
hypotheses  were  es tab l i shed  and  ver i f i ed  by  gender.  
 
Hypothes i s  1 :  Employee  work  engagement  wi l l  increase  as  manager ia l  WLB 
sa t i s fac t ion  increases  (c rossover  e f fec t )  
 
Hypothes i s  2 :  Employee  WLB sa t i s fac t ion  wi l l  increase  as  manager ia l  WLB 
sa t i s fac t ion  increases  (c rossover  e f fec t )  
 
Hypothes i s  3 :  Employee  WLB sa t i s fac t ion  wi l l  inc rease  as  employee  work  
engagement  increases  ( sp i l lover  e f fec t )  
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3 .  Methods  

Data  

The  da ta  used  in  th i s  survey  was  ob ta ined  f rom the  Survey  on  the  

Advancement  o f  Women and  Young People  in  Smal l  and  Medium-S ized  

Enterpr i ses  conducted  jo in t ly  by  the  Osaka  Labor  Associa t ion  and  Kobe  
Univers i ty  in  October  o f  2015 .  The  au thors  par t i c ipa ted  in  the  p ro jec t  a s  
members .  In  the  survey,  a  ques t ionna i re  survey  was  conducted ,  t a rge t ing  1 )  
companies  (managers)  and  2)  jun ior  employees  work ing  fo r  those  
companies .  

For  d i s t r ibu t ion ,  a  ques t ionnai re  was  mai led  to  bus iness  owners  wi th  a  
ques t ionna i re  fo r  employees  a l so  enc losed .  Management  o r  the  
headquar te r s '  pe r sonne l  depar tment  was  asked  to  d i s t r ibu te  the  
ques t ionna i res  to  employees ,  which  were  then  co l lec ted  and  sen t  back  to  the  
off ice .  Addi t iona l ly,  a  su rvey  fo r  management  on ly  was  conducted  for  SMEs  
in  the  Kinki  a rea ,  which  i s  ou ts ide  the  Osaka  prefec tu re .  The  employee  
su rvey  was  conducted  a t  the  bus iness  d iv i s ions ,  manufac tu r ing  depar tments ,  
and  o ther  s imi la r  sec t ions  o f  the  companies ;  and  employees  under  the  age  of  
39  (male  and  female )  be long ing  to  the  companies '  co re  depar tmen ts  were  
asked  to  respond.  As  a  resu l t ,  the  depar tmen ts  and  jobs  o f  the  responden ts  
d i ffe red  f rom company  to  company.  

The  subjec t s  o f  the  survey  inc luded  500  smal l  SMEs wi th in  Osaka  
pre fec tu re ,  and  add i t iona l ly,  50  companies  in  each  o f  the  s ix  p re fec tu res  in  
the  Kink i  a rea ,  to ta l ing  an  added  300  companies .  The  co l l ec t ion ra te  was  
18 .2% in  Osaka  p re fec ture  and  19 .6% for  companies  ou t s ide  Osaka .  In  the  
ana lys i s  o f  the  s tudy,  the  matched  da ta  o f  the  management  and  employees  o f  
en terpr i ses  in  Osaka  prefec tu re  con ta ined  79  male  and  11  female  managers  
(90  people ) ;  hence ,  a round  90% were  male .  The  employees  tha t  were  
fu l l - t ime  and  under  39  years  o ld  inc luded  641  men  and  413  women  (1 ,054  
people ) .  

 

Variables  

Both  management  and  employees  were  asked  to  ra te  f ive  s ta tements  abou t  
WLB sa t i s fac t ion  l eve l :  1 )  I  am sa t i s f ied  wi th  my  work- l i fe  ba lance ,  2 )  I  am 
ab le  to  spend  t ime  on  bo th  my  work  and  pe rsona l  l i f e ,  3 )  I  am ab le  to  be  
ambi t ious  as  regards  bo th  my  work  and  pe rsona l  l i f e ,  4 )  I  am ab le  to  fu l f i l l  
my  ro le  in  bo th  my  work  and  persona l  l i f e  we l l ,  and  5 )  I  am sa t i s f i ed  wi th  
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both  my  work  and  persona l  l i fe .  Responses  were  made  us ing  the  f ive-po in t  
Liker t  sca le ,  and  a  score  was  de te rmined  by  averag ing  the  responses  to  the  
f ive  ques t ions  (management -α  =  .902 ,  employee-α  =  .909) .  

Schaufe l i  e t  a l .  (2002)  def ined  work  engagement  as  fo l lows .  Work  
engagement  i s  de f ined  as  a  pos i t ive ,  fu l f i l l ing ,  work- re la ted  s ta te  o f  mind  
tha t  i s  charac te r i zed  by  v igor,  ded ica t ion ,  and  absorp t ion .  

In  th i s  s tudy,  fo r  the  ques t ion  i tems ,  a  shor tened  ve r s ion  (9  i t ems)  o f  the  
Ut rech t  Work  Engagement  Sca le  (UWES)  exp lored  in  Schaufe l i ,  Bakker,  and  
Sa lanova  (2006)  was  used .  Work  engagement  uses  a  measure  of  v igor,  
ded ica t ion ,  and  absorp t ion .  Vigor  i s  a  measure  showing  mot iva t ion  fo r  work ,  
ded ica t ion  i s  a  measure  showing  p r ide  and  a t tachment  to  work ,  and  
absorp t ion  i s  a  measure  showing a  focus  on  work .  Ques t ion  i tems  fo r  v igor  
were  th ree  i t ems  inc lud ing  and  s imi lar  to  "At  my work ,  I  f ee l  burs t ing  wi th  
energy"  (α=.856) .  Dedica t ion  inc luded  th ree  i t ems  l ike  "My job  insp i res  me"  
(α= .871) .  Absorp t ion  inc luded  th ree  i t ems inc lud ing  and  s imi la r  to  " I  f ee l  
happy  when  I  am work ing  in tense ly"  (α= .773) .  Al l  i t ems  were  answered  
us ing  the  f ive-po in t  L iker t  sca l e ,  and  then  averaged .  In  addi t ion ,  ana lys i s  
separa ted  samples  by  gender  and  compared  the  fea tures  o f  bo th .  Fu l l - t ime 
employee  ( log) ,  cap i ta l  ( log) ,  dummy by  indus t ry,  dummy by  occupa t ion ,  
age ,  and  hav ing  ch i ld ren  were  se t  as  cont ro l  va r iab les .  

 

4. Resul t s  

As shown in  Tab les  1  and  2 ,  the  management ' s  WLB sa t i s fac t ion  leve l  had  
a  pos i t ive  in f luence  on  the  v igor  o f  work  engagement  fo r  bo th  men  and  
women.  In  o ther  words ,  there  was  a  c rossover  e ffec t  in  the  workp lace  
be tween  management  and  employees ,  and  the re  was  no  d i ffe rence  re la ted  to  
the  gender  o f  the  employees .  Regard ing  ded ica t ion ,  no  s ign i f i can t  
r e la t ionsh ip  based  on  gender  was  d i scovered ,  and  regard ing  absorp t ion ,  
there  was  a  s ign i f i can t  r e la t ionsh ip  a t  a  10% level  fo r  men  on ly.  There fo re ,  
Hypothes i s  1  was  pa r t i a l ly  suppor ted .   
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Table  1  (H1)  Crossover e f fec t  from Management ' s  WLB sat i s fact ion  to  

Employee ' s  Work Engagement  (Male)  

　　　　　　　　　dependent variables
independent variables
Full-time employee(log) -0.019 -0.04 -0.07
Capital(log) -0.046 0.031 0.068
Industry dummy_Manufacturing -0.017 -0.112 -0.082
Industry dummy_Wholesale & Retail 0.041 -0.055 -0.022
Industry dummy_IT 0.013 0.021 0.067
Industry dummy_Medical & Welfare 0.078 0.043 0.063
Industry dummy_Finance, Insurance & Real Estate 0.093 † 0.072 0.106
Industry dummy_Service 0.107 † 0.059 0.035
Occupation dummy_Clerical -0.063 -0.053 -0.022
Occupation dummy_Planning -0.12 * -0.078 -0.086 †
Occupation dummy_Technical 0.015 0.104 0.058
Occupation dummy_Sales 0.079 0.107 0.081
Occupation dummy_Production Skilled -0.106 -0.069 -0.04
Occupation dummy_Service Skilled -0.035 0.032 0.005
Age 0.037 0.009 0.047
Having children dummy -0.068 -0.087 -0.031
Management's WLB satisfaction 0.132 ** 0.167 0.085 †
adj. R2 0.071 0.082 0.048
F value 3.331 *** 3.72 *** 2.55 **
Results are standardizational coefficient β　　***p＜.001, **p＜.01,  *p＜.05,  †p＜.1

Vigor
β

Dedication
β

Absorption
β

 
Table  2  (H1)  Crossover  e f fect  f rom Management 's  WLB sat i s fact ion  to  

Employee 's  Work Engagement  (Female)  

 　　　　　　　　　dependent variables
independent variables
Full-time employee(log) -0.006 -0.039 0.046
Capital(log) -0.101 -0.06 -0.068
Industry dummy_Manufacturing 0.042 0.053 0.001
Industry dummy_Wholesale & Retail 0.119 0.154 0.144
Industry dummy_IT -0.019 0.005 -0.105
Industry dummy_Medical & Welfare 0.1 0.187 † 0.019
Industry dummy_Finance, Insurance & Real Estate 0.07 0.049 0.05
Industry dummy_Service 0.2 † 0.188 0.158
Occupation dummy_Clerical 0.096 0.068 -0.021
Occupation dummy_Planning 0.025 0.031 0.056
Occupation dummy_Technical 0.097 0.104 0.113
Occupation dummy_Sales 0.125 0.125 0.075
Occupation dummy_Production Skilled 0.065 0.092 0.026
Occupation dummy_Service Skilled 0.126 0.066 0.09
Age 0.128 † 0.131 † 0.132 †
Having children dummy -0.178 * -0.101 -0.177 *
Management's WLB satisfaction 0.213 ** 0.143 † 0.088
adj. R2 0.054 0.024 0.039
F value 1.869 * 1.37 1.609 †
Results are standardizational coefficient β　　***p＜.001, **p＜.01,  *p＜.05,  †p＜.1

Vigor Dedication Absorption
β β β
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The  impac t  o f  a  manager ' s  WLB sa t i s fac t ion  on  the  WLB sa t i s fac t ion  of  

employees  i s  shown in  Tab le  3 ,  where  men  can  be  seen  to  have  a  pos i t ive  
re la t ionsh ip  a t  the  1% leve l ,  bu t  no  such  re la t ionsh ip  was  seen in  women.  
Therefo re ,  Hypo thes i s  2  was  suppor ted  fo r  men  bu t  d i smissed  fo r  women .  
 

Table3  (H2)  Crossover  e f fect  f rom Management ' s  WLB sat i s fact ion to  

Employee' s  WLB sat i s fact ion  

　　　　　　　　　dependent variables
independent variables
Full-time employee(log) 0.108 * -0.023
Capital(log) -0.946 0.118
Industry dummy_Manufacturing -0.042 0.126
Industry dummy_Wholesale & Retail 0.045 -0.024
Industry dummy_IT 0.018 -0.011
Industry dummy_Medical & Welfare 0.039 0.12
Industry dummy_Finance, Insurance & Real Estate 0.05 0.01
Industry dummy_Service 0.146 * -0.019
Occupation dummy_Clerical -0.096 0.155
Occupation dummy_Planning -0.088 † 0.124 †
Occupation dummy_Technical -0.027 0.064
Occupation dummy_Sales -0.067 -0.087
Occupation dummy_Production Skilled -0.024 -0.014
Occupation dummy_Service Skilled -0.015 0.062
Age -0.077 -0.031
Having children dummy -0.078 -0.036
Management's WLB satisfaction 0.165 ** 0.085
adj. R2 0.023 0.014
F value 1.708 * 1.217
Results are standardizational coefficient β　　***p＜.001, **p＜.01,  *p＜.05,  †p＜.1

β β

Male Female
WLB satisfaction

 

 
As  Table  4  shows ,  as  work  engagement  (v igor )  increases  for  bo th  men and  

women,  WLB sa t i s fac t ion  increases .  There  i s  a  sp i l lover  e ffec t  f rom work  
in to  persona l  l i f e  regard less  o f  gender.  Therefo re ,  hypothes i s  3  was  
suppor ted  fo r  bo th  men  and  women .  
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Table  4  (H3)  Spi l lover ef fect  f rom Employee' s  Work Engagement  to  

Employee' s  WLB sat i s fact ion  

 
　　　　　　　　　dependent variables

independent variables
Full-time employee(log) 0.114 * -0.013
Capital(log) -0.027 -0.068
Industry dummy_Manufacturing 0.05 0.082
Industry dummy_Wholesale & Retail 0.003 -0.084
Industry dummy_IT 0.035 -0.007
Industry dummy_Medical & Welfare -0.081 0.066
Industry dummy_Finance, Insurance & Real Estate 0.023 -0.024
Industry dummy_Service 0.112 * -0.123
Occupation dummy_Clerical -0.075 0.105
Occupation dummy_Planning -0.049 0.116  †
Occupation dummy_Technical -0.032 0.032
Occupation dummy_Sales -0.092 -0.139  †
Occupation dummy_Production Skilled 0.011 -0.04
Occupation dummy_Service Skilled -0.005 -0.003
Age -0.088 † -0.089
Having children dummy 0.056 -0.055
Management's WLB satisfaction 0.123 ** -0.039
Employee's Work Engagement(Vigor) 0.321 *** 0.525 ***
adj. R2 0.117 0.266
F value 4.785 *** 6.13 ***
Results are standardizational coefficient β　　***p＜.001, **p＜.01,  *p＜.05,  †p＜.1

Male Female

β β
WLB satisfaction

 

 

 

5 . Discuss ion  

Management ' s  WLB sa t i s fac t ion  l eve l  in f luences  the  work  engagement  
(v igor )  o f  bo th  men  and  women.  In  o the r  words ,  the re  i s  a  c rossover  e ffec t  
be tween  management  and  employees  in  the  workplace  fo r  bo th  men  and  
women .  However,  the  in f luence  o f  the  managers '  WLB sa t i s fac t ion  on  tha t  
o f  employees '  whi le  observed  in  male  subord ina tes  i s  no t  observed  in  female  
subord ina tes .  The  resu l t s  a re  summar ized  in  F igure  2 .  
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The managers  sampled  in  th i s  s tudy  were  overwhe lming ly  domina ted  by  
men  a t  90%.  For  female  employees ,  i t  i s  l ike ly  d i ff i cu l t  fo r  male  manager s  
(apar t  f rom the  workp lace)  to  become WLB ro le  models  fo r  the i r  persona l  
l ives .  In  addi t ion ,  the  s t e reo types  and  pa te rna l i sm tha t  male  managemen t  
has  towards  female  subord ina tes  a re  a l so  poss ib le  causes  o f  the  suppress ion  
o f  the  c rossover  e ffec t  on  women .  

Al though  c rossover  i s  descr ibed  as  a  sp read  o f  wel l -be ing  among c lo se  
ind iv idual s  (Bakker,  e t  a l . ,  2011) ,  compared  to  mar i t a l  r e la t ionsh ips ,  the  
re la t ionsh ips  be tween  management  and  employees  cannot  a l l  be  sa id  to  be  
c lose  re la t ionsh ips .  That  i s ,  g iven  tha t  the  c rossover  e ffec t  re l i es  on  the  
c loseness  of  the  re la t ionship  between  ind iv idual s ,  the re  i s  a  poss ib i l i ty  tha t  
the  re la t ionsh ips  be tween  male  managers  and  female  subord ina tes  a re  
quant i ta t ive ly  d i ffe ren t  f rom those  wi th  male  subord ina tes ,  the reby  
affec t ing  the  resu l t s .   

In  a  ve r t i ca l  dyad  l inkage  mode l ,  the  d i ffe rences  in  ro le  expecta t ion  and  
qua l i ty  o f  ro le  f reedom between  super io rs  and  subord ina tes  a re  thought  to  
def ine  the  a t t i tudes  and  ac t ions  of  subord ina tes .  In  pa r t i cu lar,  managemen t  
may  es tab l i sh  h igh-qua l i ty  re la t ionsh ips  of  t rus t  and  care  wi th  favored  
employees  ( fo r  example ,  men) .  However,  l ess  favored  employees  ( fo r  
example ,  women)  may  have  s imple  re la t ionsh ips  tha t  do  no t  ex tend  beyond  
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the  workplace .  Male  management ,  in  o rder  to  p ropaga te  pos i t ive  fee l ings ,  
needs  to  have  h igh  expec ta t ions  fo r  the  ro les  o f  f emale  subord ina tes ,  and  
increase  the  degree  o f  f reedom of  ro les  based  on  t rus t .  Fur ther,  in  o rder  to  
be  a  good  ro le  mode l  fo r  female  employees  as  wel l  as  male  employees ,  i t  i s  
impor tan t  tha t  management  a l so  p rac t ice  WLB.  

The  fo l lowing  four  po in t s  a re  the  l imi t s  to  th i s  s tudy.  1 )  Analys i s  was  
done  us ing  c ross- sec t ion  da ta .  2 )  Desp i t e  hav ing  h ie rarch ica l  da ta ,  the  da ta  
was  ana lyzed  wi thout  regard  to  h ie ra rchy  due  to  the  i s sue  of  sample  s i ze .  3 )  
Female  managers  were  a l so  inc luded  in  the  da ta  bu t  ana lys i s  was on ly  done  
regard ing  how male  management  re l a tes  to  subord ina tes .  4 )  The  qual i t a t ive  
aspec t  o f  the  ver t i ca l  exchange  re la t ionsh ip  be tween  super io rs  and  
subord ina tes  was  no t  cap tured .  
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