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Abstract
This paper is a part of an extensive study on work-family interface in a cross-cultural context. On a sample of 417 full time female (n=246) and male (n=126) employees from three countries (Romania, n=160; Poland, n=131; Macedonia, n=126) boundary flexibility and transitions over the work and family domains were explored. Boundary Flexibility Scale (α=.80) and Inter-Domain Transitions Scale (α=.78) were used to assess study variables. 
Two-way ANOVA’s revealed that: a) male respondents reported higher ability and stronger willingness to flex work role than female respondents and they did work-to-family transitions more often compared to women; b) female and male participants did not differ in their ability and willingness to flex family role and to make family-to-work transitions; c) work flexibility ability and work flexibility willingness were highest among Polish employees; d) Macedonian employees indicated highest degree of family flexibility ability and family flexibility willingness; e) work-to-family and family-to work transitions were highly expressed among Romanian employees. Interaction effect of gender and country on dependent variables was not statistically significant. 
Additionally, work-to-family transition variable was regressed on work flexibility ability and work flexibility willingness, whereas family-to work transition variable was regressed on family flexibility ability and family flexibility willingness. It was found that these relations differ across the countries.
Results demonstrated that gender and cultural context should be taken into consideration when boundary flexibility and transitions over the work and family domains are investigated.
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Introduction
People function in many domains in the environment where they play different roles. Aimed to simplify and order the environment, they create and maintain boundaries, some of them physical and/or geographic, some idiosyncratic (Ashforth, Kreiner, & Fugate, 2000).    Clark (2000) explains boundaries as demarcation line between two domains or point where relevant behavior starts or ends. Namely, boundaries define the scope of the roles and bound them in space and time – some role is more important in certain location and at certain time of the day or week (Ashforth et al., 2000).
Work and family are one of the most important social domains which boundaries people cross daily. This movement between roles (inter-domain transitions) leads to disengagement from one role (role exit) and engagement in another role (role entry) (Ashforth et al., 2000). According to Mattwes, Barnes-Farell and  Bulger (2010), role transitions as frequency with which work and family domains come into contact. 
Another characteristic of work and family domains’ boundaries is flexibility. It represents degree to which an individual expands domain boundary spatially and/or temporally, in order to respond to demands from another domain (Matthews and Barnes-Farrell, 2010). The authors make distinction between ability and willingness to flex work and family roles. Flexibility ability denotes to individual’s perceptions that he/she is able to move between domains, i.e. to change when and where activities will take place. On the other hand, willingness is motivational characteristic of an individual that contributes to the level of domain segmentation-integration (Matthews and Barnes-Farrell, 2010). As Sundaramurthy and Kreiner (2008) have explained, boundary flexibility answers the question of “when and where” a role can be enacted. Flexible roles contribute to greater ease of transitions between roles (Kossek, Noe and DeMarr, 1999). Winkel and Clayton’s (2010) study showed that ability to flex work and family roles predicted inter-domain transitions.  
Contrary to past  when men were supposed to give precedence to their work activities and women were expected to carry about family and home (Ferree 1990), today gender perspectives assume that man and woman have similar work and family responsibilities. More precisely, there is “gender similarity” model, which postulate that the convergence in men’s and women’s work and family demands will be related to convergence in attitudes toward work and family responsibilities and feelings of work-family balance (Bielby, 1992, Loscocco and Leicht, 1993, as cited in Keene and Quadagno, 2004). On the other hand, “gender difference” model suggests that differences between men and women still remain, i.e. family continue to be women’s domain and paid work is men’s area (Bielby and Bielby 1989, as cited in  Keene and Quadagno, 2004; Ferree 1990; Pleck 1977). Pleck (1977) stated that family responsibilities are expected to interrupt work obligations for women, whereas for men, it is expected work tasks to disrupt family lives. Married women prioritize family over work, while men have more opportunities to assign work and family obligations equally (Bielby and Bielby, 1989, as cited in Keene and Quadagno, 2004). Other studies (e.g. Keene and Quadagno, 2004; Milkie and Peltola, 1999) demonstrated that men and women experience work-family imbalance, but factors that predicted their perceptions on imbalance were different. In more recent study, Mattwes and Barnes-Farell (2010) found gender differences in motivation component of boundary flexibility – female employees were more willing to flex work in order to fulfill family responsibilities, whereas male employees were more willing to flex family for work. In regard to ability component of boundary flexibility, women reported less ability to flex family roles in comparison to men. 

As was reported by Thein, Austen, Currie, and Lewin (2010) how women perceive work-life balance depends on cultural context. There is empirical evidence for cross-cultural differences in experience of work-family conflict (e.g. Lu et al., 2009; Billing et al., 2014). But review of the literature accessible to the authors of this article, demonstrated that there aren’t studies on cross-cultural differences in flexibility of work and family boundaries and transitions between these domains. 
Considering what was mention above, the aim of this study was to explore characteristics of work and family domains in different cultural context. Precisely, the focus was on differences in boundary flexibility i.e. its distinct components - work flexibility ability (WFA), work flexibility willingness (WFW), family flexibility ability (FFA), family flexibility willingness (FFW) and transitions over the work and family domains among female and male employees in three countries, Macedonia, Poland and Romania. These countries have historical similarities regarding past social constitution – socialism and the period of transition to pluralism, but, on the other hand, with evident differences in transition process and economical development in the last twenty years.    
Method
Sample and procedure 
Participants in this study were full time employees (246 female and 171 male) from Romania (n=160), Poland (n=131) and Macedonia (n=126). They were employed in different professional fields: education, health care and sales. Most of them were married, with 1 or more children, while others had long romantic relationship. 
Data were collected in the period February-April, 2014 with previous explanation that participation in the study is voluntary and anonymous and that the results will be used in research purposes only.  Questionnaires were filled out in 20 minutes.
Measures

Participants were asked to mark their demographic characteristics: gender, marital status, number of children, level of education and profession.

Boundary Flexibility Scale (Matthews, Barnes-Farrell and Bulger, 2010) was used to assess boundary flexibility of work and family domains. The scale consisted of 19 items devoted in four subscales (work flexibility ability-WFA, work flexibility willingness-WFW), family flexibility ability-FFA and family flexibility willingness subscale-FFW). Answers were given on a 7-piont scale from 1-strongly disagree to 7-strongly agree. Higher score denoted higher ability and stronger willingness to flex work and/or family. Reliability of the scale (Crombach  alpha) was 0.80.
In order to measure frequency of transitions from work to family and from family to work domain, Inter-domain Transitions Scale (Matthews, Barnes-Farrell and Bulger, 2010) was administered. Total of 11 statements in two subscales were rated on a 6-point Likert scale (0-never; 5-five or more days per week). Higher score indicated more frequent transition from one domain to another. Cronbach alpha reliability of the scale was 0.78.  
Statistical analyses 
At first, two-way independent ANOVA was conducted to examine the role of gender and cultural context on each work-family variable.  Additionally, hierarchical multiple linear regression analysis for each cultural context/state/country was performed to investigate prediction of work-to-family and family-to-work transitions on the base of work and family flexibility ability and work and family flexibility willingness. Gender was controlled for by entering in the first step in each regression analysis; in the second step WFA and WFW were entered based on the assumption that they are better predictors of WFT as criterion variable; in the third block FWA and FFW was entered. When FWT was criterion variable, FWA and FFW were enter in the second, whereas WFA and WFW in the third block. 
Results
Study findings (two-way independent ANOVA) demonstrated that female and male employees significantly differ in regard to work flexibility ability and work flexibility willingness (F(1, 411)=7.76; p<.01 and F(1, 411)=4.66; p<.05, respectively). Male respondents reported higher ability and stronger willingness to flex their work role in comparison to female respondents (Table 1 and Table 2). There was statistically significant gender differences considering work-to-family transitions (F(1, 411)=4.27; p<.05). They were more frequent among male employees (Table 3). Female and male participants did not differ in their ability and willingness to flex family role and to make family-to-work transitions.
Table 1. Differences in work flexibility ability and work flexibility willingness according to gender and cultural  

             context
	Variables
	Work flexibility ability 
	Work flexibility willingness

	Gender
	State/country/cultural context
	M
	SD
	N
	M
	SD
	N

	Female
	Romania
	3,81
	1,333
	84
	4,40
	1,218
	84

	
	Poland
	3,84
	1,335
	69
	4,70
	,988
	69

	
	Macedonia
	3,00
	1,202
	93
	3,82
	1,291
	93

	
	Total
	3,51
	1,342
	246
	4,27
	1,239
	246

	 Male
	Romania
	4,04
	1,384
	76
	4,68
	1,255
	76

	
	Poland
	4,46
	1,365
	62
	5,01
	1,152
	62

	
	Macedonia
	3,28
	1,259
	33
	4,05
	1,295
	33

	
	Total
	4,05
	1,411
	171
	4,68
	1,267
	171

	Total
	Romania
	3,92
	1,358
	160
	4,54
	1,240
	160

	
	Poland
	4,13
	1,380
	131
	4,85
	1,076
	131

	
	Macedonia
	3,07
	1,218
	126
	3,88
	1,291
	126

	
	Total
	3,73
	1,394
	417
	4,43
	1,265
	417


Work flexibility ability and work flexibility willingness were highest among Polish employees (F(1, 411)=17.70; p<.001 and F(1, 411)=16.60; p<.001, respectively) (Table 1 and Table 2). Macedonian employees indicated highest degree of family flexibility ability and family flexibility willingness (F(1, 411)=23.22; p<.001 and F(1, 411)=12.87; p<.01, respectively). Table 3 showed that work-to-family and family-to work transitions were highly expressed among Romanian employees (F(1, 411)=6.52; p<.01) and F(1, 411)=9.26; p<.001, respectively). Interaction effect of gender and country on dependent variables was not statistically significant. 
Table 2. Differences in family flexibility ability and family flexibility willingness according to gender and cultural   

               context
	Variables
	Family flexibility ability
	Family flexibility willingness

	Gender
	Cultural context
	M
	SD
	N
	M
	SD
	N

	Female
	Romania
	4,62
	1,200
	84
	3,64
	1,300
	84

	
	Poland
	3,97
	1,291
	69
	3,23
	1,092
	69

	
	Macedonia
	4,90
	1,221
	93
	4,03
	1,307
	93

	
	Total
	4,54
	1,286
	246
	3,67
	1,283
	246

	Male
	Romania
	5,11
	1,016
	76
	3,93
	1,226
	76

	
	Poland
	4,05
	1,038
	62
	3,41
	1,205
	62

	
	Macedonia
	4,84
	1,268
	33
	3,88
	1,505
	33

	
	Total
	4,67
	1,173
	171
	3,73
	1,292
	171

	Total
	Romania
	4,85
	1,139
	160
	3,78
	1,270
	160

	
	Poland
	4,01
	1,174
	131
	3,32
	1,146
	131

	
	Macedonia
	4,88
	1,229
	126
	3,99
	1,357
	126

	
	Total
	4,60
	1,241
	417
	3,69
	1,286
	417


Table 3. Differences in work  to family transitions  and in family to work transitions according to gender and 

              cultural context
	Variables
	Work to family transitions
	Family to work transitions

	Gender
	Cultural context
	M
	SD
	N
	M
	SD
	N

	Female
	Romania
	1,56
	,931
	84
	1,98
	1,079
	84

	
	Poland
	1,09
	,793
	69
	1,51
	,805
	69

	
	Macedonia
	1,08
	,639
	93
	1,47
	,975
	93

	
	Total
	1,25
	,820
	246
	1,66
	,993
	246

	Male
	Romania
	1,51
	,896
	76
	1,93
	1,053
	76

	
	Poland
	1,44
	,751
	62
	1,89
	1,259
	62

	
	Macedonia
	1,31
	,872
	33
	1,34
	,816
	33

	
	Total
	1,45
	,839
	171
	1,80
	1,112
	171

	Total
	Romania
	1,54
	,912
	160
	1,96
	1,063
	160

	
	Poland
	1,26
	,790
	131
	1,69
	1,058
	131

	
	Macedonia
	1,14
	,711
	126
	1,43
	,934
	126

	
	Total
	1,33
	,833
	417
	1,72
	1,044
	417


In general, participants in this study expressed that their ability to flex the work is evidently lower than their motivation to flex the work.  The results are opposite for family flexibility ability and family flexibility willingness. Surveyed employees reported that they make more frequent transitions from family to work than from work to family.
As could be seen in Table 4 results from multiple hierarchical linear regression analysis obtained on a Romanian sample showed that when gender is controlled for, 40.8% of the variance in the work-to-family transitions is explained by work flexibility ability and work flexibility willingness (F(2, 156)=53.86, p<0.001) and only 1,2 not significant proportion of the variance is explained by family flexibility ability and family flexibility willingness (F(2, 154)=1.65, p>0.05). Both, WFA and WFW are significant and positive predictors of WFT (β=0.31, p<0.001 and β=0.43, p<0.001, respectively); when they are highly expressed, transitions from work to family domain are more frequent. 
Multiple hierarchical linear regression analysis revealed that WFA and WFW accounted for 23.4% in the variability of WFT among Polish respondents (F(2, 127)=20.63, p<0.001). Gender as a control variable shared to additional statistically significant 4,8% in the variability of WFT (F(1, 129)=6.46, p<0.01), while FFA and FFW contributed to only 1.9% in the variance in the criterion variable (F(2, 125)=1.71, p>0.05). WFA and WFW significantly and positively predicted WFT ((β=0.30, p<0.01 and β=0.26, p<0.01, respectively) indicating that employees more frequently transit from work to family domain when they are more able and motivated to flex work responsibilities. 
As was found, WFA and WFW accounted for significant, but relatively small part in the variance in WFT among Macedonian surveyed employees (8%; (F(2, 122)=5.42, p<0.01). But these variables were not statistically significant predictors of WFT. 
Table 4. Results of hierarchical linear regression analysis: criterion work-to-family transitions  
	
	Romania (n=160)
	
	Poland (n=131)
	
	Macedonia (n=126)

	Model 3
	B
	Beta
	R2change
	Model 3
	B
	Beta
	R2change
	Model 3
	B
	Beta
	R2change

	Constant 
	-,050
	
	
	Constant 
	-,582
	
	
	Constant 
	,205
	
	

	Gender
	-,142
	-,078
	,001
	Gender
	,167
	,106
	,048
	Gender
	,190
	,118
	,021

	WFA
	,207
	,308**
	,408
	WFA
	,172
	,301*
	,234
	WFA
	,083
	,142
	,08

	WFW
	,319
	,433**
	
	WFW
	,192
	,262*
	
	WFW
	,097
	,176
	

	FFA
	-,096)
	-,120
	,012
	FFA
	-,100
	-,148
	,019
	FFA
	-,019
	-,034
	,005

	FFW
	,002
	,002
	
	FFW
	,106
	,153
	
	FFW
	,041
	,078
	


Conducted analysis revealed that FFA and FFW (Model 3, Table 5) accounted for 12% in the variability of FWT among Romanian employees when gender is controlled for, but only FFW significantly predicted FWT (β=0.38, p<0.01). Both, FFA and FFW shared significant proportion of the variance in FWT (14,7%; F(2, 127)=11.35, p<0.001) in Polish sample. Additional small, but significant part of 3.3% in the variance of the criterion variable was explained by respondents’ gender (F(1, 129)=4.33, p<0.05). Standardized regression coefficients showed that FFW is stronger and positive predictor of FWT – highly expressed motivation to flex family role was related to more frequent transitions from family to work domain (β=0.46, p<0.001). On the other hand, higher family flexibility ability was linked to less frequent transitions from family to work (β=-0.32, p<0.01). Results demonstrated that FFA and FFW accounted for smallest, but significant 7,4% in the variance of FWT among Macedonian respondents (F(2, 122)=4.89, p<0.01), but both variables did not predicted FWT significantly. 
Table 5.  Results of hierarchical linear regression analysis: criterion family-to-work transitions 
	
	Romania (n=160)
	
	Poland (n=131)
	
	Macedonia (n=126)

	Model 3
	B
	Beta
	R2change
	Model 3
	B
	Beta
	R2change
	Model 3
	B
	Beta
	R2change

	Constant 
	,767
	
	
	Constant 
	1,070
	
	
	Constant 
	,548
	
	

	Gender
	-,139
	-,066
	,000
	Gender
	,371
	,176
	,033
	Gender
	-,11
	-,052
	,004

	FFA
	-,050
	-,053
	,120
	FFA
	-,289
	-,321*
	,147
	FFA
	,093
	,123
	,071

	FFW
	,323
	,385**
	
	FFW
	,424
	,460**
	
	FFW
	,131
	,190
	

	WFA
	,138
	,176
	,022
	WFA
	-,083
	-,108
	,007
	WFA
	,02
	,026
	,003

	WFW
	-,027
	-,031
	
	WFW
	,035
	,036
	
	WFW
	-,003
	-,005
	


Discussion
The aim of this study was to explore gender and cross-cultural differences in boundary flexibility of work and family domains and transitions between them among full-time employees in Macedonia, Poland and Romania. 
Two-way ANOVA revealed that male respondents reported higher ability and stronger willingness to flex work role than female respondents, whereas gender differences considering family flexibility ability and family flexibility willingness were not found. Contrary to Mattews and Barnes-Farell (2010) who found gender differences in regard to boundary flexibility components, this research reflected on gender differences in work domain and gender similarities in family domain. This results are opposite from traditional beliefs on female and male roles, but they are partially in line with the “similarity model” which posits convergences in gender roles. 
A possible explanation of differences in work flexibility ability could be higher women’s access not only to labor market, but to higher work positions, changed attitudes toward career and consequently to that, enhanced work role salience. But on the other hand, maybe female employees perceive that they could lose their position or even their job easily in comparison to male employees. These results might be accounted to recent changes in parental leave which lead to men’s perception that they are more able to flex work role.  Even more, it was found that they did work-to-family transitions more often compared to women. Female and male participants did not differ in frequency of family-to-work transitions.
In regard to cross-cultural variations, conducted study demonstrated that work flexibility ability and work flexibility willingness were highest among Polish employees, whereas Macedonian employees indicated highest degree of family flexibility ability and family flexibility willingness. One of the reasons for these results is economic situation, especially high unemployment rate and work insecurity in Macedonian context.
Work-to-family and family-to-work transitions were highly expressed among Romanian employees. Interaction effect of gender and country on dependent variables was not statistically significant. 

Findings from hierarchical linear regression analyses showed that relation of boundary flexibility components to inter-domain transitions is stronger among Romanian employees, weaker but significant among Polish surveyed work professionals and non significant among Macedonian employed professionals.  This implies that cultural context should be considered in research of relationship among work-family variables. 
Additional studies aimed to make in-depth explorations of gender in transitions and boundary flexibility of work and family domains will contribute to enlargement of literature in work-family balance field. Also, they will be beneficial for organizations in creation of practices intended to support work-family balance among their employees.  
Conclusion 

Reported findings imply that gender and cultural context should be taken into consideration when work-family balance is examined. In general, participants in this study expressed that they are willing to flex work role in order to accomplish family responsibilities. On the other hand, they assessed ability to flex work role at lower level. In regard to family flexibility ability and family flexibility willingness, results were opposite.   
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Кратка содржина
Овој труд е дел од поголема студија за начинот на којшто вработените  ја одржуваат рамнотежата помеѓу  доменот на работата и доменот семејството во крос културен контекст. Истражувањето беше спроведено на примерок од 417 вработени со целосно работно време (246 од женски пол  и 126 од машки пол ) од три различни земји (Романија n=160, Полска n=131 и  Македонија n=126). За мерење на варијаблите во истражувањето беа применети два прашалници: Boundary Flexibility Scale (α=.80) и Inter-Domain Transitions Scale (α=.78). 
Двонасочната АНОВА покажа дека: а) мажите оценуваат дека имаат поголема способност за флексибилност на работата улога  и соопштуваат поизразена  желба за флексибилност на доменот на работата отколку жените, б) не постои разлика помеѓу жените и мажите во поглед на перципираната способност и мотвираноста  за флексибилност на семејната улога, г) перципираната способност за флексибилност на работата и желбата за флексибилност на работата заради исполнување на семејните обврски  се изразени во повисок степен  кај полските испитаници во споредба со романските и македонските испитани работници, д) македонските вработени способноста и подготвеноста  за флексибилност на доменот на семејството ги оценуваат повисоко од оние во Полска и Романија  и ѓ) преминот од работната  кон семејната улога  и обратно, преминот од семејната кон работната улога се почести  кај романските учесниците во истражувањето отколку кај полските и македонските. Интеракцискиот ефект на полот и културниот контекст  не е статисички значаен.  
Хиерархиската линеарна регресивна анализа покажа дека компонентите на флексибилноста на границите на работниот и семејниот домен се значајни предиктори на зачестеноста со која вработените излегуваат од едниот и влегуваат во другиот домен во текот на денот или седмицата. Но, истовремено, се покажа дека степенот на поврзаност на истражуваните варијабли е различен во трите земји. 
Од добиените наоди може да се констатира дека  полот и културниот контекст треба да се земат предвид кога се испитуваат флексибилноста и преминот меѓу границите на работниот  и семејниот домен  кај вработените.
Клучни зборови: флексибилност на границите на работниот и семејниот домен, премини меѓу домените, пол, крос-културни разлики
