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I- Origins: Work identity 
•  « Identity is core to human functioning » (Ashforth & Schinoff, 2016: 118). 

•  Identity at work is part of  the whole individual identity.  

•  Def: The collection of  meanings attached to the self  in a work field 
(Miscenko et Day, 2015: 2). 

•  Two theories: Social Identity Theory (S.I.T) and theory of  
recognition.  

•  Organizational roles: transmitted and received roles (Katz and Kahn, 1978). 

•  Non organizational roles: the role of  employee, the role of  leader, the 
role of  father or mother, the role of  the husband or wife.  

à Individual is a complete and indivisible being 



I- Origins: Boundaries and 
transitions between roles (1) 

•  Boundary of  a role:  Set of  elements that define the extent and scope 
of  the role (Ashforth et al., 2000).  

•  A boundary is created and maintained by the individual in order to 
simplify and bring order in its environment (Ibid.). 

•  3 forms of  borders: Spatial, temporal and psychological (Campbell-Clark, 
2000) 

•  Transitions between roles cause borders’ crossing.  

•  Transition between two roles:  “a psychological movement between them that 
allows disengagement of  a role and commitment in another” Ashforth et al. (2000: 
472) .  

•  Three types of  transitions : family-work transition, work-work transition, 
and work-elsewhere transition (Ashforth et al. 2000)  

•  Key concepts : flexibility, permeability and contrast (Ashforth et al., 2000). 



I- Origins: Boundaries and 
transitions between roles (2) 

 

Source: Ashforth et al. (2000: 476) 



I- Origins: Conflict and enrichment between 
work and other spheres of  life (1) 

 1- Work-family conflict 

•  Def: an inter-role conflict that is caused by an incompatibility 
of  the requirements of  these two roles (Katz and Kahn, 1978 ).  

•  Theory of  scarcity of  resources (Dumas, 2008). 

•  Three types of  conflict : based on time, based on tension and 
based on behavior (Greenhaus and Butell, 1985)  

•  Work-family conflict is a two-ways conflict (Gutek et al., 1991).  

•  Sources of  conflict : role at work and working-out role 
(Greenhaus and Butell, 1985). 



I- Origins: Conflict and enrichment between 
work and other spheres of  life (2) 

 2- Work-family enrichment (Kirchmeyer in 1992)  

•  Def: “the extent to which experiences in one role improve the quality of  
life in the other role” (Greenhaus and Powell, 2006: 73)  

•  Resource expansion theory 

•   Two possible ways of  enrichment (Carlson et al, 2006; Greenhaus and Powell, 
2006):  

•  Instrumental way 

•  Emotional way 

•  Enrichment is bidirectional (Greenhaus and Powell, 2006).  



II- Work-life balance practices 

•  Work-life balance: individual, organizational and 
governmental responsibility 

•  Two categories of  work-life balance practices (Colson, 2009): 

•  Working time planning policies: flexible work hours or flexi-
time, shorter working hour, teleworking  

•  Appeasement policies of work-family conflict: facilitating 
access to child-care, special maternity leave arrangements, 
family leave, household support services and employee 
assistance programs 



III- Statistical portrait for the 
French and Canadian cases  

•  Aim: explore the effect of  public work-family balance policies 
on maternal employment rates in Canada and France.  

•  Evolution of  women's employment rates in France and 
Canada.  

•  Work-balance practices used by these two countries: three 
governmental appeasement policies: public spending on family 
benefits, parental leave system and childcare support. 

•  All data was taken from  " OECD Family Database" 















Concluding remarks  
•  Link between employment rates and the public appeasement policies  

•  Canada and France are close in terms of  work-family balance 

•  Canadian policies encourage Canadian women to stay in labor market more 
than do comparable French policies. 

•  Canada: factors encouraging Canadian mothers to work: the public spending 
on families, especially the low level of  spending; childcare support 
characterized by the high gross childcare fees as a percentage of  average 
wage, and the generous total paid leave system . 

•  France:  factors encouraging French mothers to stay at home to take care of  
their children: the high level of  public spending on families, the extent of  
childcare support and the generous total paid leave, especially the generous 
paid maternity. 

•  Study limits: Focusing only on public work-family policies and ignoring 
organizational policies 
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