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Abstract

The purpose of this study was to develop and to, subsequently, validate a Spanish version of the Short Work-Family
Enrichment Scale (SP-WFES-6). Using cross-sectional (N = 438) and multi-wave (N = 103) data from a sample of
workers with different backgrounds, this paper conducted a thorough examination of the psychometric properties of
the SP-WFES-6 in terms of its internal consistency, test-retest reliability, dimensionality, factor invariance, gender in-
variance, convergent validity, discriminant validity, and predictive validity. The results from the CFA revealed that the
SP-WFES-6 comprised two factors and that this two-factor structure remained statistically invariant across gender and
sample. Furthermore, both factors reported adequate levels of internal consistency, test-retest reliability, convergent
validity, discriminant validity and predictive validity. Altogether, the findings of this study demonstrated that the sp-
WEFES-6 is a reliable and valid instrument to measure work-family enrichment in Argentina and, possibly, in other
Spanish-speaking countries.

Keywords: work-family enrichment, job satisfaction, burnout, validation.

El lado positivo de la interaccién trabajo-familia: desarrollo
y validacién de la Escala Breve de Enriquecimiento Trabajo-
Familia (SP-WFES-6) en Argentina

Resumen

El propésito de este estudio fue desarrollar y, posteriormente, validar una version en espaiiol de la Escala Breve de
Enriquecimiento Trabajo-Familia (SP-WFES-6). Utilizando datos transversales (N = 438) y longitudinales (N = 103) de
una muestra de trabajadores diversos, este articulo realizo un examen exhaustivo de las propiedades psicométricas de
la SP-WFES-6 en términos de su consistencia interna, confiabilidad test-retest, dimensionalidad, invariancia factorial,
invariancia de género, validez convergente, validez discriminante y validez predictiva. Los resultados del CFA revelaron
que la SP-WFES-6 constaba de dos factores y que esta estructura bi-factorial se mantuvo estadisticamente invariable
segun el género y la muestra. Ademds, ambos factores reportaron niveles adecuados de consistencia interna, confiabili-
dad test-retest, validez convergente, validez discriminante y validez predictiva. En conjunto, los hallazgos de este estu-
dio demostraron que la SP-WEES-6 es un instrumento confiable y valido para medir el enriquecimiento trabajo-familia
en Argentina y, posiblemente, en otros paises hispanoparlantes.

Palabras clave: enriquecimiento trabajo-familia, satisfaccién laboral, burnout, validacion.
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Introduction

THE NATURE of the interaction between
work and family has received a great deal of
attention in organizational psychology research,
resulting in a large number of studies published in
high-impact journals in the last five decades (e.g.,
Herman & Gyllstrom, 1977; Beutell & Greenhaus,
1983; Frone, Russell & Cooper, 1992; Carlson,
Kacmar, & Williams, 2000; Gordon, Whelan-
Berry, & Hamilton, 2007; Masuda, McNall, Allen
& Nicklin, 2012; Kalliath, Kalliath, & Chan, 2017;
Carlson, Thompson, Crawford, & Kacmar, 2019).
This scholarly interest in work-family interface
partly reflects the need to shed light on the dyna-
mics between both domains as means to design
organizational strategies and public policies that,
on the one hand, buffer negative spillovers and, on
the other hand, boost positive interactions (Powell,
Greenhaus, Allen, & Johnson, 2019). These efforts
are thus fundamental to promoting healthy work
environments, long-lasting employee-employer
relationships, and positive attitudes both inside
and outside the organization (Carlson, Ferguson,
Kacmar, Grzywacz, & Whitten, 2011).

For decades, research has approached
work-family interactions from a conflict per-
spective, focusing on the factors and mechanisms
that lead to interferences between both domains
(Byron, 2005). In this context, work-family conflict
(WEC) has been defined as a type of role conflict in
which the demands from family and work domains
are mutually incompatible to some extent, so that
participation in one role makes participation in
the other more difficult (Greenhaus & Powell,
2003). Thus, drawing on the so-called ‘scarcity
hypothesis, studies within this research stream
have shown that individuals in such conditions
are more prompted to experiencing a depletion
of energy and valued resources (Lu & Kao, 2013),
which is likely to lead to negative outcomes, such
as job dissatisfaction (e.g., Shockley & Singla
2011), burnout (e.g., Haines III, Harvey, Durand,
& Marchand, 2013), marital dissatisfaction (e.g.,
Kalliath et al., 2017), life dissatisfaction (e.g., Zhang,
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Griffeth, & Fried, 2012), and health symptoms (e.g.,
O’Donnell et al., 2019).

Despite the fact that research on work-family
conflict has certainly had a long-standing tradi-
tion in organizational psychology, a more recent
set of studies has consistently demonstrated that
work-family interactions may result not only
in work-family inferences but also in positive
spillovers between both domains (Greenhaus &
Powell, 2006). In this light, work-family enrichment
(WEE) reflects the degree to which the experiences
in one role enhance the experiences in the other
role (Carlson, Kacmar, Wayne, & Grzywacz, 2006).
From this perspective, individuals’ participation
in one role may provide them with additional
resources, such as knowledge, abilities, esteem,
positive feelings and mood states, or monetary
rewards, which may improve their participation in
the other role (Carlson et al., 2019). Consequently,
based on the so-called ‘expansionist hypothesis’
(see Marks, 1977), WEE is expected to lead to
positive outcomes, such as job satisfaction (e.g.,
Carlson, Hunter, Ferguson & Whitten, 2014),
marital satisfaction (e.g., van Steenbergen, Kluwer,
& Karney, 2014) and life satisfaction (e.g., Lim,
Song, & Choi, 2012).

In this regard, and drawing on Greenhaus and
Powell’s (2006) definition, Carlson et al. (2006) pro-
posed a multi-dimensional model of WEE, in which
each of these dimensions may be subsequently
studied in two directions, namely, work-to-family
enrichment (W->FE) and family-to-work enrich-
ment (F>WE). Regarding W->FE, Carlson et al’s
(2006) model identifies three dimensions: (a)
development W->FE (i.e., participation in work
roles facilitates the acquisition or refinement of
knowledge, abilities or ways of viewing things,
which improves individuals’ participation in family
roles), (b) affect W->FE (i.e., involvement in work
roles leads to a positive emotional state, which
improves individuals’ participation in family roles),
and (c) capital W->FE (i.e., participation in work
roles results in gains of psychosocial resources,
such as security, accomplishment or confidence,
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which helps the individual to be a better family
member). Regarding F>WE, the dimensions are:
(a) development F>WE (i.e., participation in
family roles facilitates the acquisition or refine-
ment of knowledge, abilities or ways of viewing
things, which improves individuals participation
in work roles), (b) aftect F>WE (i.e., involvement
in family roles leads to a positive emotional state,
which improves individuals’ participation in work
roles) and (¢) efficiency F>WE (i.e., involvement in
family roles provides the individual with a sense of
urgency, which helps them to be a better worker).

Although a few scales have been designed
to examine some aspects of positive work-family
interactions in general (e.g., the SWING, Survey
Work-Home Interaction - NijmeGen; Geurts,
Taris, Kompier, Dikkers, Van Hooft, & Kinnu-
nen, 2005), the Work-Family Enrichment Scale
(WFES; Carlson et al., 2006) is perhaps the most
exhaustive and psychometrically sound instrument
to measure WEE specifically. This scale has been
not only validated and used in numerous studies
across several countries and organizational settings,
but also translated to multiple languages including
Spanish (e.g., Omar, Urteaga & Salessi, 2015). In
spite of the several strengths of the WFES (e.g.,
theoretical representativeness, strong psychometric
properties, multi-dimensional measure, evidence
of cross-cultural validity) its length (18 items) may
limit its use in cross-sectional studies assessing
multiple constructs, as well as in longitudinal
or diary studies in which constructs need to be
measured at different points of time (Matthews,
Kath & Barnes-Farrell, 2010).

Indeed, in studies in which the length of the
survey is definitely a constraint, short scales are
preferable as a way to reduce participant fatigue,
avoid missing data, and increase response rates
(Rogelberg & Stanton, 2007). Moreover, since
recent research has called for future studies that
examine work-family interactions in a more in-
tegrated and holistic way (e.g., consider WEC and
WEE simultaneously, include other constructs from
the nomological network) an abbreviated measure
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of the WEES is very much needed. With these ideas
in mind, Kacmar, Crawford, Carlson, Ferguson
and Whitten (2014) developed and validated an
abbreviated version of the WFES, which comprised
only six items and showed satisfactory levels
of reliability and discriminant, convergent, and
predictive validity across five samples. Although it
was subjected to thorough validation procedures,
further evidence of its psychometric properties is
required as only few studies have used it outside
the United States (e.g., Haar & Cordier, 2020).
Thus, this study aims to develop and to, sub-
sequently, validate a Spanish version of the Short
Work-Family Enrichment Scale (SP-WEFES-6).
Drawing on cross-sectional and multi-wave data
collected in Argentina, this study conducts a thor-
ough examination of the psychometric properties
of the SP-WFES-6 in terms of its internal consist-
ency, test-retest reliability, factor structure, factor
invariance, gender invariance, convergent validity,
discriminant validity, and predictive validity. The
article contributes to the organizational psychology
literature by, on the one hand, providing addition-
al evidence of the cross-cultural validity of the
original WFES-6 outside the United States and,
on the other hand, developing an instrument that
is drawn from a well-established and psychomet-
rically sound measure, and can be used in future
research on WEE in Spanish-speaking countries.

Outcomes of work-family enrichment

The predictive validity of the SP-WFES-6 is
assessed in this article by analyzing the relationships
of both dimensions of WEFE with specific outcomes
from the nomological network. According to
Greenhaus and Powell (2006), WEE occurs when
individuals’ participation in one role (e.g., work)
provides them with additional resources, such as
knowledge, abilities, esteem, positive feelings and
mood states, or monetary rewards, that improve
their participation in the other role (e.g., family).
Since this process of accumulation of resources
contributes to improve individuals’ personal de-
velopment, mood states and competences, WFE
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is expected to lead to positive states and outcomes
(Carlson et al., 2019). Such ‘expansionist approach’
(see Marks, 1977) is consistent with conservation
of resources theory (Hobfoll, 1989), which posits
that individuals who possess a greater pool of
resources are more capable of resource gain and
thus are more likely to obtain new resources in the
future (resources tend to aggregate in ‘resource
caravans through ‘positive gain spirals’), which
is expected to lead to more positive experiences
both inside and outside the organization (also see
Hobfoll, 2011). With these considerations in mind,
this paper proposes that WFE will be positively
associated with job satisfaction and negatively
associated with emotional exhaustion. It should be
noted that the relationships among these constructs
have been not only demonstrated empirically in
previous research (e.g., Carlson et al., 2014), but also
examined in previous validation studies involving
the original WFE-6 (e.g., Kacmar et al,, 2014).

Method

Translation procedures

The development of the SP-WFES-6 followed
aseries of forward and backward translation pro-
cedures (see Brislin 1980; Hambleton, Merenda, &
Spielberger, 2006). In the first step, two researchers
independently translated the instrument from
English to Spanish and then reached consensus on
the final translated version of the SP-WFES-6. In
the next step, other two researchers performed an
independent back-translation of the SP-WFES-6
from Spanish to English and then agreed on the
final back-translated version of the instrument.
Finally, a bilingual expert, who held a PhD degree
in Linguistics, revised these documents and con-
firmed that the SP-WFES-6 was a linguistically
equivalent and culturally appropriate Spanish
version of the WFES-6.

Participants

Participants were a non-random sample of
active workers from a metropolitan area of Buenos
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Aires, Argentina. Though a total of 464 responses
to the Time 1 survey were provided, 26 duplicated
cases (5.60%) were eliminated by using the ‘man-
age duplicate information’ function in Stata. This
process resulted in 438 valid responses for analysis.
Approximately half of the individuals who partic-
ipated in the study were employees in the private
sector (48.40%) and the remaining participants
either worked in the public sector (23.97%) or
were entrepreneurs (27.63%). In addition to their
working responsibilities, a significant proportion of
the participants were also active students in higher
education institutions (21.46%). Most participants
had a College degree (65.29%).

Participants’ age ranged from 21 to 71 (M =
39.96, SD = 12.17) years. Most of them were fe-
male (63.93%) and were living with a life partner
(58.90%). A smaller proportion of the participants
were single (29.68%), divorced (10.27%) or widowed
(1.14%). Furthermore, approximately half of the
individuals reported having at least one family
member (adult or child) under their care (49.09%).
Only a relatively small part of the sample (27.63%)
comprised individuals who were single and had
no family member under their care.

Of the 438 individuals who participated in
the first wave of data collection, 295 agreed to
participate in a second wave (67.35%). Of these,
only 103 individuals (34.92%) provided valid re-
sponses to the Time 2 survey. Participants in the
multi-wave sample were mostly female (60.19%)
and lived with a life partner (64.08%). Furthermore,
almost half of the participants (49.51%) indicated
having at least one family member (adult or child)
under their care. The mean age was 39.98 (SD =
11.06) years. Regarding the educational level of
the individuals who participated in wave 2, 61.16%
had a College degree.

Procedure

Considering that Buenos Aires was, at the time
of the data collection (October 2020 to April 2021),
under quite severe restrictions associated with the
Covid-19 pandemic, the potential participants
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were contacted through the internet by using a
networking approach (see Lazzaro-Salazar, 2019).
The procedure involved identifying a few local
organizations and asking them to share an online
survey on work-family interaction and well-being
through their social media profiles. In other words,
these organizations acted as gatekeepers who were
willing to recruit potential participants within their
own circles and networks (see Acknowledgements).

Eligible participants were 18 years or older and
worked atleast 20 hours a week. In compliance with
international ethical standards (see Declaration
of Helsinki, 1964, and Declaration of Singapore,
2010), invitations to the online survey included a
brief description of the purposes of the study and
an electronic content form. The invitation also
asked the individuals to share the link to the survey
with other potential participants and included a
message that asked participants if they would be
interested in completing a follow-up survey 6
months later. To participate in the second wave
of the study, respondents were only required to

indicate their email address. This information is
held confidential.

Variables and instruments
Unless otherwise indicated, all constructs of
interest were measured at times 1 and 2.

Work-family enrichment

Participants completed the six items of the
SP-WFES-6 (see Appendix). Responses to
the survey were anchored in a five-point, Likert
scale ranging from 1 (totally disagree) to 5 (totally
agree). The items reflecting W->FE and F>WE,
respectively, were averaged to compute a score
for each dimension of WFE.

Outcomes of work-family enrichment

Two of the outcome variables measured by
Kacmar et al. (2014) in their validation of the orig-
inal WFES-6 were selected to test the predictive
validity of the SP-WFES-6. As mentioned previ-
ously in this paper, WFE was expected to display
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negative correlations with emotional exhaustion
and positive correlations with job satisfaction. On
the one hand, the emotional exhaustion subscale of
the Maslach Burnout Inventory (Maslach & Jacson,
1981) was used to measure emotional exhaustion.
A sample item is “I feel emotionally drained from
my work” and Cronbach’s alpha coeflicient was a
= .89. Responses to the scale were anchored in a
five-point, Likert scale ranging from 1 (never) to
5 (every day). On the other hand, job satisfaction
was examined using Pujol-Cols and Dabos’ (2019)
Spanish version of the Brief Index of Affective Job
Satisfaction (Thompson & Phua, 2012). It should
be noted that this instrument comprised only four
items (e.g., “I find real enjoyment in my job”) and
exhibited an adequate level of internal consistency
in this study (a = .94). Responses ranged from 1
(totally disagree) to 5 (totally agree).

Analysis

The psychometric properties of the Sp-
WFES-6 were examined in terms of its internal
consistency, test-retest reliability, factor structure,
factor invariance, gender invariance, convergent
validity, discriminant validity, and predictive valid-
ity. In the first step, a confirmatory factor analysis
was performed to test whether the instrument
displayed the two-factor structure proposed by
Kacmar et al. (2014). Next, the factor and gender
invariance of the SP-WFES-6 was further tested
by conducting a multi-group confirmatory factor
analysis (see Kline, 2010). Once the dimensionality
of the scale was confirmed, the internal consistency
of the subscales representing both WEE factors
was analyzed by calculating Cronbach’s alpha
coeflicient (see Nunnally, 1978). The reliability of
the instrument was further tested in terms of its
test-retest reliability, by examining the correlations
between both dimensions of WEE at time 1 and
both dimensions of WFE at time 2. In the next
stage, following Hair, Black, Babin and Anderson
(2010), the convergent validity of the instrument
was examined by calculating each factor’s average
variance extracted (AVE) and composite reliability.
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Then, the discriminant validity of the scale was
analyzed by comparing the shared variance of
both factors with their respective AVE values (see
Fornell & Larcker, 1981). Finally, the predictive va-
lidity of the SP-WFES-6 was tested by calculating
the correlations between both dimensions of WFE
and the outcome variables (i.e., job satisfaction
and emotional exhaustion).

Results
A confirmatory factor analysis was conducted
in Amos to examine the dimensionality of the Sp-
WEFES-6 (see Figure 1). To compare the models,
different goodness of fit indices were estimated
(see Hair et al., 2010), including 2 (Chi-square),
CFI (Comparative Fit Index) and RMSEA (Root

Figure 1. Confirmatory factor analysis

Mean Square Error of Approximation). As sug-
gested by Byrne (2001), CFI values greater than
.90 and RMSEA values smaller than .08 indicate
an adequate fit. The hypothesized model proposed
that three items would load into a W>FE factor
and that the remaining three items would load
into a F>WE factor. The results revealed that
the two-factor model provided an adequate fit to
the data, x2 (438, 8) = 30.07, p < .01, CFI = .984,
RMSEA =.079. Furthermore, an alternative model
examined whether the SP-WFES-6 displayed a
unidimensional structure. The fit indices indicated
that the alternative model, x2 (438, 9) = 343.79,
p < .01, CFI = .760, RMSEA = .292, provided a
significantly poorer fit to the cross-sectional data,
Ax2 (438,1) =313.72, p < .01

0.63 WFE #1 4—‘
Work-to-family
enrichment 0.96 » WFE #2
AVE = 0.69
CR = 0.86 0.86
v WFE #3 4—’
Covariance = 0.60
SV=0.36
FWE #1 4—‘
Family-to-work
enrichment 0.84
AVE = 0.64 FWE #2
CR=0.84

Note. n = 438. All factor loadings and correlations are statistically significant at the p <.01 level
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A multi-group confirmatory factor analysis
was conducted to examine whether the dimen-
sionality of the SP-WFES-6 was invariant across
gender (Kline, 2010). Consistently with previous
validation studies (e.g., Pujol-Cols, 2019), four
two-group models were estimated and compared
in Amos 23. The first model hypothesized the
same measurement model across both groups
and allowed the factor loadings, correlations,
and error variances to vary freely within each
sub-sample. The second model held the factor
loadings invariant, but allowed the factor cor-
relations and error variances to vary freely. The
third model allowed the error variances to vary
across both sub-samples, but required the factor
loadings and correlations to be equivalent. Finally,
the fourth model specified that the factor loadings,
factor correlations, and error variances for both
sub-samples should be equal.

As shown in Table 1, the baseline model
provided an adequate fit to the data, x2 (438,16) =
40.88, p <.01, CFI =.982, RMSEA =.060. Moreover,

Table 1. Tests of gender invariance

LUCAS PUJOL-COLS

the results showed that the baseline model was
not significantly different from the second and
third model. It should be noted, however, that
the baseline model was significantly different
from the model with the factor loadings, factor
correlations and error variances held invariant,
Ax2 (438, 19) = 31.74, p < .05. In this regard, it
should be noted that other fit statistics, especial-
ly CF1, should also be taken into account when
examining factor invariance, since the chi-square
difference test is sensitive to sample size (Kline,
2010). In this sense, changes in CFI values lower
than or equal to .o1 provide evidence of factor
invariance (Cheung & Rensvold, 2002). As Table
1 shows, changes in CFI values were lower than
.o1across the four models and the fit statistics for
the most constrained model were satisfactory.
Altogether, these results supported the gender
invariance of the SP-WFES-6 and thus indicated
that the two-factor structure of the scale can be
generalized across gender.

Model X df Ax? Adf CFI ACFI
Model 1 - No constraints (baseline model) 40.88** 16 982
Model 2 - Factor loadings invariant 43.63** 20 2.75 4 983 .001
_N\od_el 3 — Factor loadings & factor correlations 60.09%* 29 1921 13 978 004
invariant
Model 4 - Factor loadings, factor correlations 72,627 35 31.74% 19 973 009

& error variances invariant

Notes.n =438. **p< .01, * p< .05

The procedure described above was also used
to test whether the factor structure of the scale was
invariant across samples (i.e., factor invariance).
As a preliminary step, the cross-sectional sample
(N = 438) was split into two random samples (n =
219). Then, four models were estimated and com-
pared through multi-group confirmatory factor
analysis in Amos 23. As shown in Table 2, the fit
statistics for the baseline model were satisfactory,
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x2 (438, 16) = 47.47, p < .01, CFI = .978, RMSEA
=.067. Furthermore, chi-square differences were
non-significant and CFI changes were lower than
.01 across the four models. Taken together, these
findings indicated that the two-factor structure of
the SP-WFES-6 mapped well across both samples
with respect to their factor loadings, factor correla-
tions, and error variances, which provided evidence
of the measurement invariance of the instrument.
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Table 2. Tests of sample invariance

Model x? df Ax? Adf CFI ACFI
Model 1 — No constraints (baseline 47 47* 16 978
model)
Model 2 - Factor loadings invariant 53.81* 20 6.34 4 976 .002
Model 3 - Factor loadings & factor 59.88* 29 12.42 13 978 .000
correlations invariant
Model 4 - Factor loadings, factor
correlations & error variances 71.21* 35 23.74 19 974 .004

invariant

Notes. n =438. * p < .01

Table 3 exhibits the means, standard devia-
tions and reliability estimates for the SP-WFES-6.
As shown in this table, the descriptive statistics
and Cronbach’s alpha coefficients obtained for
the cross-sectional sample were very similar to
those reported for the multi-wave sample. In both
samples, the internal consistency estimates were
higher than the conventional level of acceptance
of .70 (DeVellis, 2012; Nunnally, 1978).

Table 3. Descriptives and reliability estimates

Cross-sectional Multi-wave
. . sample sample
Dimension P P
M SD a M SO a

Work-to-family 353 091 0.85

; 3.55 0.93 0.81
enrichment

Family-to-work

) 3.66 0.86 0.84
enrichment

3.67 0.83 0.81

Notes. m = Mean, sd = Standard deviation, & = Cronbach'’s alpha coefficient

Figure 2. Test-retest reliability analysis

Work-to-family

0.37%4:%*

The reliability of the SP-WFES-6 was also
tested by examining its test-retest reliability. Figure
2 reports the correlations among W->FE meas-
ured at time 1, F>WE measured at time 1, W>FE
measured at time 2, and F>WE measured at time
2. As shown in this figure, W>FE (t1) predicted
W-FE (t2), but displayed no significant correla-
tions with F>WE (t2). Similarly, F>WE (t1) was
significantly related to W->FE (t2), but did not
predict F>WE (t2).

Regarding the convergent validity of the
SP-WFES-6, the results from the confirmatory
factor analysis (Figure 1) revealed that the factor
loadings of the six items of the scale were in most
cases higher than .70. Moreover, AVE values were
.69 and .64 for the W>FE subscale and the F>WE
subscale, respectively, which exceeded the conven-
tional level of acceptance of .50. Additionally, the

Work-to-family

enrichment (t1)

0.57#**

Family-to-work
enrichment (t1)

enrichment (t2)

. 0.40%**

.|  Family-to-work
enrichment (t2)

Notes. n = 103. * p <.10, *** p <.01. Full lines indicate significant correlations. Dotted lines indicate non-significant correlations
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composite reliability of both subscales was higher
than .70 (.86 and .84 for the W->FE subscale and
the F>WE subscale, respectively). Altogether,
these findings provided evidence of the convergent
validity of the SP-WFES-6 (for a more detailed
description of this procedure, see Hair et al., 2010).

The discriminant validity of the SP-WFES-6
was tested by comparing each factor’s AVE with
their shared variance estimates (see Hubley
2014). According to Fornell and Larcker (1981),
the discriminant validity of an instrument is
demonstrated if each factor’s AVE (e.g., the AVE
of W->FE) is greater than its squared correlations
(i.e., shared variance) with other factors. As shown
in Figure 1, the shared variance between both
factors (.36) was lower than their respective AVE
values (.69 and .64), which provided evidence of
the discriminant validity of the scale.

The predictive validity of the instrument was
examined by analyzing the correlations between
the two dimensions of work-family enrichment
and two outcomes from the nomological net-
work (see Table 4). The model hypothesized that
both WFE dimensions should display positive

Table 4. Predictive validity analysis

js@t1) ee(1) js(t2) ee(t2)
w-fe (t1)  050**  -0.30**  0.45**  -0.25*
fowe (t1)  022**  -0.15**  0.08 -0.15
w-fe (t2) 0.39**  -0.20*
fowe (t2) 0.08 -0.01

Notes. js = Job satisfaction, ee = Emotional exhaustion. * p <.05, ** p <.017.

correlations with job satisfaction and nega-
tive correlations with emotional exhaustion. As
shown in Table 4, in the cross-sectional sample,
both W->FE (t1) and F>WE (t1) were found to
be positively correlated with job satisfaction (t1)
and negatively correlated with emotional exhaus-
tion (t1). Similarly, in the multi-wave sample,
W-EE (t2) displayed positive correlations with
job satisfaction (t2) and negative correlations
with emotional exhaustion (t2). Finally, in the
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multi-wave sample, W>FE (t1) was found to be
a significant predictor of both job satisfaction
(t2) and emotional exhaustion (t2)

Discussion

Although numerous studies have demon-
strated that the WFES is an exhaustive, robust and
psychometrically sound instrument to measure
WEE, evidence of its cross-cultural validity outside
the United States is still very limited. With these
considerations in mind, Omar et al. (2015) devel-
oped and validated a Spanish version of this scale
(the sP-WEFES) and reported adequate reliability
and validity levels in the Argentinian context. In
spite of these valuable efforts, the original WFES
comprises 18 items, which may limit its use in
longitudinal designs, diary studies or cross-sec-
tional research that involves assessing multiple
constructs (see Rogelberg & Stanton, 2007). Thus,
this study developed a Spanish version of Kacmar
et al’s (2014) 6-item version of the WFES and ex-
amined its psychometric properties in terms of its
internal consistency, test-retest reliability, factor
structure, factor invariance, gender invariance,
convergent validity, discriminant validity, and
predictive validity.

The results from the confirmatory factor
analysis revealed that the SP-WFES-6 exhibited a
two-dimensional structure (i.e. W->FE and F>WE)
and that this dimensionality was invariant across
gender and sample, which provided evidence of
measurement and gender invariance. Moreover,
both factors showed adequate levels of internal
consistency (a > .84 in the cross-sectional sample
and a = .81in the multi-wave sample) and test-retest
reliability (W->FE and F>WE at time 1 predicted
W->FE at time 2). Furthermore, the SP-WFES-6
exhibited satisfactory levels of convergent validity
and discriminant validity, with AVE values > .64,
composite reliability estimates > .84 and AVE values
> shared variance estimates (.36). Finally, W->FE
and F>WE were found to be positively correlated
with job satisfaction and negatively correlated
with emotional exhaustion in the cross-sectional
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sample. In the multi-wave sample, however, only
W-FE (at time 1) was found to be a significant
predictor of both job satisfaction (at time 2) and
emotional exhaustion (at time 2). Altogether, the
findings of this study supported the reliability and
validity of the SP-WFES-6 in Argentina.

Regarding the practical implications of this
paper, on the one hand, the findings provided
evidence of the impact of WFE on individuals’
well-being. More specifically, the results showed
that those workers who reported higher levels of
W->FE at time 1 tended to experience higher levels
of job satisfaction and lower levels of emotional
exhaustion at time 2. In this sense, employers
should pay close attention to the enrichment that
employees experience as it can lead to more pos-
itive attitudes and states both inside and outside
the organization. This could be done, for instance,
by designing challenging and empowering jobs,
providing sufficient opportunities for career ad-
vancement and self-actualization, adopting a
supportive leadership style, and promoting healthy
working environments and cultures (see Lapierre,
Li, Kwan, Greenhaus, DiRenzo, & Shao, 2018). On
the other hand, in addition to the multiple research
implications of the SP-WFES-6, it is possible that
this instrument is also useful to measure WFE in
professional practice as long as participants feel
that their responses to the survey will be held
confidential. Indeed, unless confidentiality can
be ensured, employees either will not participate
in the study or will complete the questionnaire in
a socially desirable way (see Piedmont, McCrae,
Riemann, & Angleitner, 2000).

This article has several strengths. For instance,
this was the first study to develop a Spanish version
of the WFES-6 and to conduct a thorough and
rigorous evaluation of its psychometric properties.
To this end, the study drew on data collected from
workers with different backgrounds, which allowed
testing the scale across multiple organizational
settings. Moreover, the inclusion of multi-wave
data allowed testing the predictive validity of the
scale while also reducing the common method
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bias (see Podsakoff, MacKenzie, Lee, & Podsakoff,
2003). Furthermore, since the results reported in
this article were consistent with those reported by
Kacmar et al. (2014) in their validation study, the
findings provided evidence of the cross-cultural
validity of the original WFES-6 outside the United
States. Additionally, these findings also indicated
that the SP-WFES-6 is a linguistically equivalent
and culturally appropriate instrument to measure
WEE in Argentina and, possibly, in other Span-
ish-speaking countries.

Despite the valuable contributions of this
paper to the field of organizational psychology,
it is necessary to address some of its limitations.
First, the individuals who participated in the study
were from a metropolitan area of Buenos Aires,
Argentina. Since workers from smaller cities, rural
areas or other countries were not included in the
sample, future research should further examine
whether the psychometric properties of the Sp-
WEES-6 hold across countries, regions and organ-
izational settings (see Pujol-Cols, 2021). Second,
the predictive validity of the scale was examined
only in terms of the correlations between WFE,
emotional exhaustion and job satisfaction. Future
studies should also consider other family-related
outcomes, such as marital satisfaction, or even
other non-work constructs, such as life satisfac-
tion. Moreover, future research should analyze
the nomological validity of the SP-WFES-6 more
extensively by considering different antecedents
of WEE (e.g., family demands, work demands,
personality traits).
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Appendix
Short version of the Spanish Work-Family
Enrichment Scale (SP-WFES-6)
Mi participacion en mi trabajo:

1. me ayuda a entender diferentes puntos de
vista y esto me ayuda a ser un mejor miembro
de mi familia.

2. me hace sentir feliz y esto me ayuda a ser un
mejor miembro de mi familia.

3. meayudaasentirme personalmente realizado
y esto me ayuda a ser un mejor miembro de
mi familia.

Mi participacion en mi familia:

1. me ayuda a adquirir habilidades y esto me
ayuda a ser un mejor trabajador.

2. me pone de buen humor y esto me ayuda a
ser un mejor trabajador.

3. me incentiva a usar mi tiempo en el trabajo
de una manera més enfocada y esto me ayuda
a ser un mejor trabajador.
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