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Abstract: This study reviews empirical studies on family-to-work enrichment since the year of 
2006, when the theory of work-family enrichment was first proposed. In this article we propose a 
model and offer a series of research propositions that identify the relationships among family 
climate, family-to-work enrichment and two dimensions of job performance: task performance and 
organizational citizenship behavior. 

1 Introduction 
Work and family are two important central domains for most employed adults in contemporary 

society. Many studies investigated how they affect each other negatively. However, work and family 
can also be reciprocal. For example, a good job provides financial foundation to a satisfied family. 
On the other hand, a happy family or a good marriage facilities an individual to work hard. 
Gradually, more and more scholars are transferring research perspective from negative relationship 
to positive relationship. Nowadays, positive energy is one of themes of modern society, especially 
in China. Measures of success consist of not only money and power, but also the ability to balance 
work and family. For individuals to better fulfill personal lives as well as contribute to organizations 
more effectively, it is necessary to understand how to make work and family benefit each other.  

2 Literature Review of Family-to-Work Enrichment 
Work–family enrichment is defined as the extent to which experiences in one role improve the 

quality of life in the other role[1]. Enrichment occurs bidirectional: work-to-family enrichment 
(WFE) and family-to-work enrichment (FWE). FWE is the process through which the positive 
mood, behaviors, sense of accomplishment and support or resource gains in family domain enhance 
the quality of work domain. Carlson, et al. [2] developed and validated a 9-item scale to measure 
FWE. The scale consists of three dimensions: development, affect, and efficiency.  
2.1 Antecedents 

Researchers have examined that enrichment arises from several sources (Table 1).  
Table 1. Antecedents of Family-to-Work Enrichment 

Level Antecedents Support for relationships 

Individual 
Family identity 
Core self-evaluations 
Work engagement 

Wayne, Randel et al. (2006) 
Bhargava and Baral (2009) 
Siu, Lu et al. (2010) 

Organization 
Supervisor support 
Team resources 

Bhargava and Baral (2009);Tang, et al. 
(2014)  
Hunter, Perry et al. (2010) 

Family Family emotional support 
Family support 

Wayne, Randel et al. (2006) 
Bhargava and Baral (2009) 

At individual level, FWE is influenced by individuals’ family identity [3], core self-evaluations 
[4] and work engagement [5]. At Family level, FWE arises from the support received in family 
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domain [3, 4]. At organization level, FWE can occur when employees experience supervisor 
support [4] and team resources[6]. The review about antecedents of FWE shows that predictors of 
FWE tend to come from family domain. 
2.2 Consequences 

FWE is related to work-related, family-related and health-related outcomes [7] (Table 2). 
Table 2. Consequences of Family-to-Work Enrichment 

Aspects Consequences Support for relationships 

Work-related 

Turnover intentions (-) Wayne, Randel et al. (2006) 
Job satisfaction Bhargava and Baral (2009); McNall, Nicklin et al. 

(2010)  
OCB Bhargava and Baral (2009) 
Affective commitment Bhargava and Baral (2009); McNall, Nicklin et al. 

(2010); Wayne, Casper et al. (2013) 

Family-related Family satisfaction Bhargava and Baral (2009); Hunter, Perry et al. 
(2010) 

Health-related Physical and mental 
health 

McNall, Nicklin et al. (2010) 

As to family-related outcomes, family satisfaction is regarded as one outcome of FWE [4, 6]. As 
to work-related outcomes, some examined that greater FWE [3] related to fewer turnover intentions, 
but some didn’t find the relationship [7]. The explanation is that FWE might not necessarily 
facilitate behaviors. Another work-related outcome is job satisfaction, which also has mixed 
findings. Some found a positive relationship between FWE and job satisfaction[4, 7]. However, 
others didn’t find the relationship [6]. These findings are consistent with the study suggesting that 
individuals prefer to attribute benefits of enrichment to the originating, rather than the receiving 
domain [8]. The explanation is that employees experiencing spillover of resources from one role 
into another role tend to increase positive emotion and behavioral investment toward the role 
providing benefits [8]. Besides outcomes listed above, FWE also leads to affective commitment [4, 
7, 9]and OCB [4].  

Although studies listed above have achieved success in exploring antecedents and outcomes of 
FWE, more research is still needed to further understand how and why enrichment happens and 
what will enrichment brings to individuals’ work and family. On one hand, previous studies paid 
relatively few attention to family’s enrichment to work. Future research should explore more on the 
enrichment effect of family to work. On the other hand, a number of studies were conducted 
primarily in Western context. But the contexts and culture characteristics of many Asian countries 
such as China are distinct from those of the West. Therefore, it is worthwhile to explore 
relationships of work and family in different social, economic and political contexts.  

3 Theoretical Foundation and Conceptual framework 

3.1 Work-Family Enrichment Model 
The model of work-family enrichment was founded on the following theories. Social exchange 

theory [10] suggested that when employees perceive help and support by work and family members, 
they will consequently feel obligated to reward with positive attitudes and behaviors. Conservations 
of resources (COR) theory [11] suggested that resources in one role can foster gains that facilitate 
satisfaction or performance in another role. Both theories suggest that individuals’ resources are not 
fixed but actually can be expanded. Investing resources in one domain will result in an increase of 
resources in the other domain [12]. Role accumulation theory [13] proposed that people choose to 
participate in multiple roles for various rewards. Benefits accumulated in role performance may 
cover losses in role involvement. Coincidentally, role expansion theory [14] suggested that role 
fulfillment can create energy to enhance the fulfillment of other roles through the generation of 
resources.  
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3.2 Conceptual framework 
3.2.1 Family Climate and Family-to-Work Enrichment 

Family climate is defined as the extent to which the family unit is sympathetic toward members 
need [15]. It includes family climate for sharing, family climate for sacrifice, family cohesion and 
family adaptability. Previous studies examined that family climate helps to reduce perceptions of 
family-to-work conflict through a cohesive and supportive family network. According to theory of 
work-family enrichment, characteristics of family should impact cross-domain enrichment [1]. 
Family climate provides affective ties and sense of trust among family members. Thus, cohesive 
family members are more likely to link their welfares with each other and conduct reciprocal and 
exchange behaviors. Within family, each member can get benefits and resources provided by other 
members. Therefore, family climate has enrichment effect on individuals’ work domain. These 
arguments lead to the following hypothesis (Fig.1): 

Proposition 1: Family climate is positively related to FWE. 
 
 
 
 
 

 
 
 

Fig.1. Conceptual framework 
3.2.2 Family-to-Work Enrichment and Job Performance 

Job performance is defined as behaviors that an employee contributes both directly and indirectly 
to organizational goals [16]. It consists of task performance and organizational citizenship behavior. 
Theory suggests that enrichment should improve performance indirectly as well as directly [13, 14]. 
Generally, employees enriched from family domain experience not only affective but also 
behavioral improvement. They should exhibit enhanced performance because they pay more efforts 
to the tasks and focus more on role performances. However, previous empirical results are scarce 
and inconclusive. For example, Witt and Carlson [17] didn’t find the direct relationship between 
FWE and job performance. Carlson, et al. [12] examined the process by which FWE related to job 
performance through positive affect and job satisfaction in two distinct samples. But they found 
different results in two studies. In study 1, the indirect relationship was partially mediated by 
positive mood and fully mediated by job satisfaction. But study 2, the sample of which is 
supervisors didn’t support the relationship. These inconsistent findings indicate that more research 
is needed to explore the relationship between FWE and job performance. Based on the above 
arguments, we propose: 

Proposition 2: FWE is positively related to task performance 
Proposition 3: FWE is positively related to organizational citizenship behavior 

3.2.3 Mediating Role of Family-to-Work enrichment 
To this point, we have argued that family climate promotes the enrichment from family domain 

to work domain, and this enrichment, in turn, translates into task performance and organizational 
citizenship behavior. In other words, we have implicitly described a model in which enrichment 
mediates the relationship between family climate and job performance. Family climate brings 
employees enrichment, which links to job performance. It is necessary to show how the 
characteristics of family system indirectly affect employees’ work-related behaviors through its 
contribution in generating FWE. Based on these arguments, we propose:  

Proposition 4a: Perceptions of FWE will mediate the positive relation between the family 
climate and task performance. 

Proposition 4b: Perceptions of FWE will mediate the positive relation between the family 
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climate and organizational citizenship behavior. 

4. Discussion  
Model proposed in this article has some contributions to the literature. First, it enriches the 

research of examining the positive relationship between work and family. Focusing on family’s 
positive role, we proposed that good family climate is strongly related with employees’ 
family-to-work enrichment, which consequently improves job performance. Second, model in this 
article extends the research on family-to-work enrichment by specifying the influence of family 
climate. Few previous studies examined the enrichment effect of family, mainly focusing on family 
support [3, 4]. The proposed model focuses on the enrichment of family climate and proposed that 
family climate plays an important role in facilitating improvement of work domain. Third, we 
extend the research about family climate to individuals’ interface of work and family. Past studies 
about family climate mainly focused on family business. We suggest that family climate can also 
play an important role in organization behavior and applied psychology. Finally, this article gains 
sight into how individuals could achieve improvement at work domain. Most previous studies 
suggested that individuals can be helped to achieve improvement at work by their organizations or 
supervisors. This article suggests that individuals can also be helped by themselves and their 
families to get improved. 
4.1 Implications for Future Research 

Our framework proposes that employees experiencing enrichment from family to work can 
improve in task performance and organizational citizenship behavior. This enrichment mainly 
comes from their family climates. We suggest that more research is needed to examine the validity 
of the proposed model. On one hand, family characteristics besides family climate can also provide 
individuals resources to achieve improvement in their work lives. For example, family members 
could provide individuals help in job search or career promotion through making good use of their 
social capital. Therefore, future research should explore other family characteristics that enrich 
employees’ work domain. On the other hand, because of China’s macro-environment and 
government policy, family climate of Chinese may be different from that of the West. For example, 
the open of two-child policy in China makes many couples spend more time on bringing up children. 
One traditional culture of Chinese is that they prefer to develop various strong ties, which play an 
important role in Chinese’s family domain. Therefore, it is necessary to test the model in different 
cultural contexts.  
4.2 Limitation 

 This article also has some limitations. First, we discuss only one work-related outcomes. Other 
work-related outcomes also exist. Second, our proposed model is limited because it cannot apply to 
all samples and there are always exceptions. Third, there are other family characteristics besides 
family climate that have enrichment effect. Finally, the proposed conceptual model needs some 
moderators to further understand family climate’s enrichment effect on different conditions.  

5. Conclusion 
In this article, we reviewed the empirical studies on family-to-work enrichment since the year of 

2006 when the theory of work-family enrichment was first proposed. We also developed a 
conceptual framework that identifies the relationships among family climate, family-to-work 
enrichment and job performance. We believe that family climate can lead to family-to-work 
enrichment, which leads to task performance and organizational citizenship behavior.  
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