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ABSTRACT

The aim of this study is to evaluate the influence of gender on the relationship between the
dimensions of Work-Family Enrichment (WFE and FWE) and the dimensions of
Organizational Citizenship Behavior (OCB) in the Brazilian Air Force’s military personnel
(FAB). Through a quantitative study, the analyses were performed using the Partial Least
Squares Structural Equation Modeling (PLS-SEM) and Multigroup Analysis (MGA) method.
The results demonstrate that the relationship between the dimensions of WFE and the
dimensions of OCB is equal between genders. However, the research identifies the
characteristics that contribute to the Work-Family Enrichment process and to the
manifestation of Organizational Citizenship Behavior.

Keywords: work-family enrichment; organizational citizenship; behavior; gender; military.

RESUMO

O estudo tem como objetivo analisar a influéncia do género na relagéo entre as dimensdes
do Enriquecimento Trabalho-Familia (ETF e EFT) e as dimens@es do Comportamentos de
Cidadania Organizacional (CCO) nos militares da Forca Aérea Brasileira (FAB). Por meio
de um estudo quantitativo, realizou-se as analises utilizando-se do método Modelo de
Equacdes Estruturais Parciais (PLS-SEM) e de Analise Multigrupo (MGA). Os resultados
demonstram que a relacdo entre as dimensdes do ETF e as dimensdes do CCO sao iguais
entre os géneros. Contudo, a pesquisa possibilita conhecer as caracteristicas que
contribuem para o processo de Enriquecimento Trabalho-Familia e para a manifestacéo de
Comportamento de Cidadania Organizacional.
Palavras-chave: enriquecimento trabalho-familia;
comportamento; género; militares.

cidadania organizacional;

RESUMEN

El estudio tiene como objetivo evaluar la influencia del género en la relacion entre las
dimensiones de Enriquecimiento del Trabajo-Familia (ETF y EFT) y las dimensiones de
Conductas de Ciudadania Organizacional (CCO) entre Personal militar de la Fuerza Aerea
Brasilefia. A través de un estudio cuantitativo, los andlisis se realizaron mediante el modelo
de ecuaciones estructurales de minimos cuadrados parciales (PLS-SEM) y el método de
andlisis multigrupo (MGA). Los resultados demuestran que la relacién entre las dimensiones
del ETF y las dimensiones del CCO son iguales entre géneros. Sin embargo, la investigacion
permite conocer las caracteristicas que contribuyen al proceso de Enriquecimiento Trabajo-
Familia y a la manifestacion del Comportamiento Ciudadano Organizacional.

Palabras clave: enriquecimiento trabajo-familia; ciudadania organizativa; comportamiento;
género; militar.
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1 INTRODUCTION

Research related to the management of work and
family roles has adopted a negative perspective over time,
focusing mainly on the work-family conflict (Oliveira,
Cavazotte & Paciello, 2013; Xue & McMunn, 2021).
However, with the emergence of Positive Psychology, a new
panorama has emerged that emphasizes the positive
aspects in an attempt to minimize the effects of negative
variables in the organizational context (Seligman, 2011;
Yang, Qi, Zeng, Han & Pan, 2020). As part of this trend, the
balance between professional and personal life has
acquired special importance for organizations, for families
and for individuals themselves. Therefore, there is interest
in the study of Work-Family Enrichment (WFE).

The Work-Family Enrichment Theory is based on the
idea that participation in multiple roles can lead to greater
well-being and more effective performance, as individuals
have access to more resources to lead them to success
(Greenhaus & Powell, 2006; Silveira-Rodrigues, Chambel &
Carvalho, 2021). Thus, enrichment can be defined as the
degree to which participation in one role can improve the
quality of life in another. As such, cultural values and gender
role ideologies could affect how individuals experience
different levels of work-family enrichment (Barnett & Hyde,
2001; Greenhaus & Powell, 2006; Shockley, Shen,
DeNunzio, Arvan & Knudsen, 2017; Lapierre, Li, Kwan,
Greenhaus, DiRenzo & Shao, 2018; Junker, Baumeister &
Greenhaus, 2020.

Studies such as that of Silveira-Rodrigues, Chambel
& Carvalho (2021) have demonstrated the importance of the
theme, as they analyzed the contribution of work-family and
family-work enrichment to understand its relationship with
the well-being of military personnel on a mission of peace,
demonstrating in their findings that work-family enrichment
mediated the relationship between the perception of support
from spouses and the perception of health and general
satisfaction of the military with life.

Some studies have shown that women have higher
levels of work-family enrichment than men. Authors such as
Van Den Eynde and Mortelmans (2021) have corroborated
this and also emphasized that single mothers experience
greater levels of work-family enrichment after a separation,
when compared with married women. However, there are
studies that did not find gender differences in the behavior
of individuals (Kim, Shigemoto, Neduvelil & Grzywacz,
2021), leaving room for further investigation.

Another concept that has come to be positively
related to work-family enrichment is Organizational
Citizenship Behavior (OCB), referring to it as an
individualized and discretionary action, not explicitly
recognized by the formal reward system provided by the
functioning organization, considering it essential for the
performance of employees (Hollanda, 2020; Kwan & Mao,
2011; Organ, 1988; Podsakoff, Podsakoff, MacKenzie,
Maynes & Spoelma, 2014). Thus, it is assumed that those
who are in a good relationship between work and family will

be able to reflect these feelings in actions that contribute to
the good of the organization.

In this context, the aim of this study is to analyze the
influence of gender on the relationship between the
dimensions of Work-Family Enrichment (WFE and FWE)
and the dimensions of Organizational Citizenship Behavior
(OCB) in the Brazilian Air Force’s military personnel (FAB).

It is understood that a military career, in the Brazilian
context, has unique aspects compared with other careers.
Military personnel are often required to leave their families
at certain times or for missions (Silveira-Rodrigues,
Chambel & Carvalho, 2021), and have stress levels that
lead to a public health problem (Moreira, 2019), as military
activity has a social impact. Therefore, such activity, which
is important to society, needs to be studied in greater depth,
aiming to understand and make improvements to achieve
good performance of activities without personal or
professional losses.

In this way, the study identifies the characteristics that
contribute to the Work-Family Enrichment process and the
manifestation of Organizational Citizenship Behavior in the
Brazilian Air Force, focusing on gender differences. In
addition, knowledge concerning the effect of the gender
variable on WFE and OCB has increased in cultural
contexts that potentially favor to gender discrimination, as is
the case of military barracks, since cultural values and
gender ideologies could affect how individuals experience
different levels of work-family enrichment and organizational
citizenship behavior (Barnett & Hyde, 2001).

2 THEORETICAL FRAMEWORK

2.1 Work-Family Enrichment

Super (1980) was one of the forerunners of
enrichment theory. When studying career development and
organizational commitment, the author brought to the
discussion the idea that multiple roles can be extensive, that
is, they can support each other. According to Greenhaus &
Powell (2006, p. 73), work-family enrichment refers to “the
extent to which experiences in one role improve the quality
of life in the other role”. For these authors, “quality of life”
means high performance and positive affect. Furthermore,
it is understood that work-family enrichment can occur in
both directions, in a wide range of family contexts and with
different professionals (Kim, et al., 2021). In other words,
regardless of the individual's profession and family
configuration, this phenomenon can occur bidirectionally.

Shein and Chen (2010) reported that the theoretical
model proposed by Greenhaus & Powell (2006) extends the
literature by incorporating a greater amount of resources
generated in one role that can be applied in another role and
by proposing two ways in which these resources can be
applied: the instrumental path and affective path. Through
the instrumental path, resources generated in one domain
act directly on the other domain, increasing performance in
the receiving domain. On the other hand, on the affective
path, there is an indirect influence of the experiences of one
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domain over the other. That is, resources generated in one
domain can promote positive effects within that role, which
in turn produces high performance and positive effects in the
other, in a bidirectional sense (Greenhaus & Powell, 2006).
Furthermore, the authors incorporated moderating variables
into the model, which determine the conditions under which
resources in one role are more likely to enrich the quality of
life in the other role. New moderating variables are welcome
with regard to testing new ETF relationships and behaviors.

In this way, current studies have sought to identify
new variables and deepen the knowledge of their effects
when relating them to WFE. As an example, there are issues
related to the work performance of individuals (Allen,
French, Dumani & Shockley, 2020; Solat, Abrar, Shabbir,
Bashir, Saleem & Sagib, 2020), perception of marital
support (Silveira-Rodrigues, Chambel & Carvalho, 2021),
well-being and personality traits (Kim, et al, 2021),
subjective success and engagement at work (Awan, et al.,
2021) and gender influences (Mishra & Bhatnagar, 2019;
Bansal & Agarwal, 2019; Kim, et al., 2019).

The results of these studies demonstrate direct
relationships between different realities and professions
with work-family enrichment. Solat et al. (2020), when
studying nurses in Pakistan, found that social interactions at
work have a positive effect on work performance and
consequently on WFE. In Brazil, it was found that military
personnel on a peace mission in Haiti, when they perceive
support from their family and especially from their spouse,
feel satisfied, and this positively influences the relationship
with  WFE and FEW (Silveira-Rodrigues, Chambel &
Carvalho, 2021).

In a longitudinal study with employed adults, to gauge
the influence of well-being and individual psychological traits
on WFE, the main finding of Kim et al. (2021) was the
discovery that interventions to improve, over the years,
individual psychological well-being also increase work-
family enrichment. Individual personality traits, on the other
hand, are not associated with changes in the perception of
WEFE. Concerned with organizational performance, Awan, et
al. (2021) carried out a study in the banking sector in which
they found that FWE positively affects subjective success,
mediated by engagement at work. This consequently
improves personal and organizational performance, thus
paying attention to work policies that improve workers'
conditions in favor of better professional development.

On the influence of gender, Kim et al. (2021) carried
out a survey of several studies that used the gender variable
combined with numerous organizational or personal
variables, thereby suggesting that the nature of an
individual's gender can influence work-family enrichment,
and may even transform it into a study construct.

That said, it is observed that work-family enrichment
is influenced by several factors and behavioral variables that
affect individuals’ professional performance. For this study,
the objective was to introduce gender as an influencer of the
relationship between WFE and Organizational Citizenship
Behaviors, since few studies have used gender moderation

and the few that have done so are not in consensus.
Additionally, there are Organizational Citizenship
Behaviors. They are positive individual behaviors that aid
the development of the work environment, which can relate
to and be influenced by gender.

2.2 Organizational Citizenship Behavior

Organizational citizenship comprises “discretionary
individual behaviors, not direct or explicitly recognized by
the formal reward system, and which in aggregate promote
the effective functioning of the organization” (Organ, 1988,
p. 4). The contributions of several scholars, such as Barnard
(1938) and his concept of “the willingness to cooperate”,
Roethlisberger & Dickson (1939) and the concept of
“informal organization”, Blau (1964) with studies on the
dynamics of “social exchanges”, and Katz and Kahn (1973),
who developed the concept of “innovative and spontaneous
behaviors”, are part of the foundation of the concept of
organizational citizenship proposed by Organ (1988).

Two important features were pointed out by Organ
(1988). The first is that the manifestation of such behavior is
not associated with a lack of rewards on the part of the
organization, but rather that there is no contractual
guarantee of any retribution. The second is the lack of a
direct relationship between some OCB instances and the
modification of organizational results. Therefore, there may
be rewards, but they will be indirect or uncertain and not
expected by those who behaved like this, but resulting from
the employees' devotion to the company in order to
voluntarily cooperate with their colleagues and the
organization (Na-Nan; Kanthong & Joungtrakul, 2021).

Such behaviors were divided into three dimensions,
in the view of Bastos, Siqueira & Gomes (2014). The first
dimension concerns behaviors that develop creative actions
or suggestions for the smooth running of the organization.
The second dimension includes behaviors related to the
positive dissemination of the organization's image to
external individuals. The third dimension is characterized by
behaviors that promote cooperation among co-workers. All
these behaviors will always be spontaneous and prioritize
the smooth running of the organizational environment.

Gomes (2011) explained that it is not easy to
demonstrate organizational effectiveness in practical terms
and that not every dimension of OCB would make a
difference in the performance of organizations. However,
factors such as engagement, commitment and job
satisfaction mediate the formation of behaviors favorable to
the good of the organization, organizational citizenship
behaviors (Na-Nan; Kanthong & Joungtrakul, 2021
corroborating with Liu, Zhao and Sheard, 2017), who
understood that even though organizational citizenship
behaviors cannot be directly recognized, they can be
identified as a source of sustainable competitive advantage
for organizations.

Recently, Organ (2018), pointed out that the main
guidelines of studies involving organizational citizenship
behaviors are related to constructs of job satisfaction, justice
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at work and personality traits. However, new efforts are
being made to go beyond such analyses and identify new
causes for the emergence of organizational citizenship
behaviors. Studies are expected to test new connections
and the use of moderating variables (Organ, 2018).

In this sense, studies aimed to identify the
relationship between organizational citizenship behaviors
and work-family conflict/enrichment. For example, Baral &
Bhargava (2010) identified that work-family enrichment has
a positive relationship with organizational factors, such as
OCB. In more recent studies, several variables were tested.

Ozluk & Baykal (2020) intended to analyze the
relationship between CCO, job satisfaction and job
confidence among a sample of nurses from Istanbul,
Turkey. On that occasion, the authors identified a
significantly positive relationship between OCB and the
other tested dimensions, and through a regression, trust at
work can be explained by 13.5% of the OCB levels and
satisfaction was related to 80.9% of the OCB levels in the
studied sample (Ozlik & Baykal, 2020). The notable
contribution of the job satisfaction construct is observed as
being directly related to citizenship behaviors, emphasizing
the need for a good relationship between workers and
organizations to achieve a high level of satisfaction with
work.

Hollanda (2020) investigated, in the Brazilian context,
whether conflict and work-family enrichment, in a
longitudinal variation, was related to the occurrence of
organizational citizenship behaviors. In this case, Holanda
(2020) found that OCB CCO is more closely related to the
work-family conflict due to the demands of time, and by
dedicating more to the organization, less time is available to
spend with the family. Thus, it was found that OCB can be
a predictor of both conflict and work-family enrichment.

Finally, by relating OCC and gender, Gao (2020)
intended to identify whether there are gender differences in
organizational citizenship behaviors, as some studies have
claimed that there are and others have not identified any
differences. Thus, the author studied workers from different
private sectors in China and found that men tend to exhibit
more citizenship behaviors than women in the
organizational context. However, Gao (2020) worked with
the eastern scenario, culture and behaviors, which are
totally different from those observed in the west and more
specifically in Brazil, the context of the present study.
Consequently, this study proposes to go deeper and identify
the influence of gender in the relationships between the
OCB and WFE constructs, as this relationship has not yet
been studied among Brazilians.

2.3 The effect of gender on the relationship between
Work-Family Enrichment and Organizational
Citizenship Behavior

As already noted, the relationship between gender-
moderated FEW and OCB has not yet been studied in the
Brazilian context or in the organizational environment of
military barracks. There is a gradual change in the

occupation of positions in the Brazilian Armed Forces, and
the gradual increase in the admission of women is becoming
apparent (Giannini, Folly & Lima, 2017). However, the
challenges are still great and of the same proportion as
those of other women in different public or private careers.
Some studies have investigated relationships between
gender and FWE and others between gender and OCB, with
relevant results and deeper discussions of the themes,
which aided the construction of the hypotheses of the
present study.

Analyzing the issue of gender as a moderator of work-
family enrichment also involves cultural aspects and gender
expectations in which different behaviors between
professional and family life are expected from women and
men (Kim, et al., 2021). However, in a meta-analytic study,
Lapierre et al. (2018) did not identify gender differences in
relation to FWE. In this respect, Kim et al. (2021) denoted
that gender issues may be tracing two different paths of
interpretation: first, the similarity between men and women
with regard to the FWE may mean that the beliefs in gender
differences are less evident; or, it could mean that this
similarity of experiences may be a tendency towards new
social behavior, ranging from new personality traits to new
experiences between work and family (Kim, et al., 2021).

In a longitudinal study, Kim et al. (2021), when testing
the gender relationship with FWE in a sample of the
American employed population, identified that the stability
of work-family enrichment over the years does not differ by
gender. However, other studies found some significant
differences regarding gender, emphasizing that different
contexts, cultures and samples also influence the results
(Junker et al., 2020).

Mishra & Bhathagar (2019) found two results on
gender differences in a sample of Indian workers. On culture
and work-family enrichment, gender had no influence.
However, when dealing with more specific aspects, such as
the relationship between the salience of the family role and
community support influencing enrichment in the work-
family direction, these were more strongly perceived by
male workers. This led the authors to suggest that it is
necessary for managers and organizational policy makers
to understand the importance of family and community for
the organizational environment (Mishra & Bhatnagar, 2019).

Bansal & Agarwal (2019) used the ideology of
gender as a moderator of FWE, thus identifying that among
workers who think about gender equally, there was greater
work-family enrichment, unlike those who still perceive
gender with different roles between men and women. For
these individuals, the perception of FEW was lower (Bansal
& Agarwal, 2019).

In studies that adopted the gender relationship as a
moderator of organizational citizenship behaviors, it was
possible to identify contrasts between the results of different
surveys. Gao (2020) was one of the authors who noticed
that in several studies, gender was significantly different
between men and women, but not in others. Therefore, in
his research in the Chinese context, the author found that
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men were more likely to act with organizational citizenship
behaviors. In contrast, Aftab, Ali Shah & Khan (2020)
studied organizational commitment and OCB among a
sample of Pakistani university professors, with women
scoring significantly more in both dimensions compared with
men, showing that in this case women are more prone to
organizational citizenship behaviors. It also shows that
organizational commitment is a predictor of OCB (Aftab; Al
Shah & Khan, 2020).

Finally, in a sample of American public servants, the
relationship between gender and OCB mediated by work
motivation was tested. It was found, once again, that women
were significantly different, indicating a higher level of
motivation at work and, consequently, greater propensities
for organizational citizenship behaviors compared with men
(Alanazi, 2020).

That said, it is evident that several studies have
addressed the issue of gender in different cultural and
organizational contexts. However, there are few studies
involving military workers and in a Latin American context,
more precisely in Brazil. Thus, among so many possible
relationships, a gap was identified and the possibility of
testing the relationship between gender-moderated FWE
and OCB. It is wunderstood that FWE can have
consequences for the performance of workers and that this
may be related to organizational citizenship behaviors in
different ways. Additionally, there is the variable of gender
as a moderator because, as mentioned in several studies,
gender still needs to be studied, since it can have a direct
influence on interpersonal and organizational relationships.

This discussion gave rise to the hypotheses of this
study, highlighting that as such a relationship had not been
tested in previous studies, it was decided to compare
genders in the relationships and moderations between the
dimensions of the FWE scale and the OCB scale. These
hypotheses will be presented below:

H1: Work-Family Enrichment (WFE) moderates the
relationship between Work-Family Enrichment (WFE) and
Organizational Image Disclosure (OID);

H2: Work-Family Enrichment (WFE) moderates the
relationship between Work-Family Enrichment (WFE) and
Creative Suggestion (CS);

H3: Work-Family Enrichment (WFE) moderates the
relationship between Work-Family Enrichment (WFE) and
Colleague Cooperation (CC);

H4a: Work-Family Enrichment (WFE) is
Organizational Image Disclosure (OID);

H4b: Work-Family Enrichment (WFE) is related to Creative
Suggestions (CS);

H4c: Work-Family Enrichment (WFE) is related to Colleague
Cooperation (CC);

H5a: Work-Family Enrichment (WFE) is
Organizational Image Disclosure (OID);

H5b: Work-Family Enrichment (WFE) is related to Creative
Suggestions (CS);

related to

related to

H5c: Work-Family Enrichment (EFT) is related to Colleague
Cooperation (CC).

3 METHOD

From theoretical research in databases such as
Scopus and Web of Science, a theoretical gap was noticed
regarding the themes that deal with Work-Family
Enrichment and Organizational Citizenship Behaviors
applied to military personnel. Thus, as already mentioned,
the objective was outlined to analyze the influence of gender
on the relationship between the dimensions of Work-Family
Enrichment (WFE and FEW) and the dimensions of
Organizational Citizenship Behavior (OCB) in the Brazilian
Air Force's military personnel (FAB).

The target population was composed of soldiers
belonging to the Air Force of a municipality in the Central
Region of Rio Grande do Sul State. It is noteworthy that in
the garrison in question, the ratio of women to men is one
female for every seven male members of the military staff.
Regarding the sample, it was defined as non-probabilistic
sampling by quotas, where, for the calculation of quotas, the
ratio of women to men who serve in the Air Force was
estimated at a minimum sample of 210 men and 30 women
in order to conduct comparative gender analyses. After data
collection, the sample represented 255 military personnel,
of whom 215 were male and 40 were female, a number
higher than the estimated minimum. The data were
constituted from a quantitative stage, which consisted of the
application of an online self-report questionnaire divided into
three parts from March to July 2020. With regard to the
ethical aspects of this research, it should be noted that this
study is part of a project registered and approved by the
Ethics Committee, under records: CAAE n°.
44261821.8.0000.5346 and CONEP no. 4,606,945.

To assess Work-Family Enrichment (WFE), the
instrument developed by Carlson et al. (2006) with 10 items,
validated for the Brazilian context by Gabardo-Martins,
Ferreira & Valentini (2016) was used. The WFE instrument
has a two-factor structure, with a general dimension
associated with work-family enrichment, and two specific
factors, which aggregate items on Enrichment regarding
Work positively influencing the Family (5 items) and
Enrichment in the opposite direction, in which the Family
positively influences relationships at work (5 items).

Regarding the OCB assessment, the instrument used
was proposed by Bastos, Siqueira & Gomes (2014), divided
into three dimensions, Creative Suggestions (CS), related to
actions that the individual can take as innovative proposals
for the organization; Organizational Image Disclosure (OID)
referring to actions that promote the organization's image in
the external environment; and Cooperation with Colleagues
(CC), actions take to support and assist colleagues in the
organization. In addition to these two constructs, questions
referring to the sociodemographic and professional profile
of the participants were included.
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For data analysis, the Partial Least Squares
Structural Equation Modeling (PLS-SEM) method was used.
Multigroup Analysis was used as a gender comparison
technique. For the effect of one dimension (FWE) on the
other (WFE) the data moderation technigque technique
(moderate effect of WFE on FWE), in accordance with Hair
et al. (2017).

The structural equation modeling was done using the
statistical software Smart PLS® version 3.3.3 (Ringle,
Wende & Becker, 2015) and the method used was called
partial least squares, which is adequate for modeling
complex relationships with multiple dependency and
independence relationships between latent variables
(Nascimento & Macedo, 2016).

In order to obtain greater accuracy of the model, a
systematic evaluation was followed by assessing the
internal consistency consisting of Cronbach's alpha (a),
composite reliability ()c) and convergent validity by the
average variance extracted (AVE) and the evaluation of
discriminant validity (Cross loads and HTMT). For the same
purpose, the structural model was evaluated in terms of its
collinearity (VIF), significance and relevance of the
relationships, level of R?, size of the f? effect; and predictive
relevance Q2 (Hair et al.,, 2017). Finally, a multigroup
analysis (MGA) was conducted to understand a possible
difference between genders. Before performing the MGA,
the measurement invariance of composite models (MICOM)
should be tested (Nguyen-Phuoc et al., 2021).
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4 ANALYSIS AND DISCUSSION OF RESULTS

With regard to the research population, the
participants were predominantly male (84.31%), which was
to be expected given the proportionality of the sample and
the place. It was also observed that most respondents were
between 26 and 35 years old (37.25%), married (67.45%),
had completed higher education (29.41%), had no children
(47.45%) and considered themselves the main
breadwinners for their families (32.55%).

The professional profile is predominantly made up of
military personnel who earn between 5 and 10 minimum
wages (40.39%) and most respondents belong to aviation
squadrons  (26.28%). Graduates were the most
representative (45.89%), as were those who had been in
their unit for up to 5 years, totaling 51.76%. Finally,
regarding the weekly workload, most participants responded
that they worked from 31 to 40 hours (45.49%).

After  verifying the  sociodemographic and
professional profile of the sample, the following subsections
present the steps and results of the structural equation
modeling via PLS-SEM.

4.1 Specification of the structural model

Initially, a path model was prepared (Figure 1) for the
dimensions of the WFE and CBO scales influenced by
gender, that is, a diagram design that illustrates the
research hypotheses and shows the relationships between
the variables that will be analyzed (Hair et al., 2017).
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4.2 Specification of the measurement model

This stage of structural equation modeling deals with
the construction of the measurement model, representing
the relationships between dimensions (latent variables —
LV's) and their corresponding observed variables (observed
variables — OV's) (Hair et al., 2017). The model is based on
theory, and this condition is necessary to obtain useful
results from the PLS-SEM. Hypothesis tests involving
structural relationships will only be reliable and valid if the
measurement model explains how these dimensions are
measured. According to Nascimento & Macedo (2016), in
structural equation modeling, there are two types of
measurement scale, reflexive and formative. For the
purposes of this study, the formative was used. The path
diagram and its relationships between gender-moderated
latent variables and observed variables are presented in
Table 1.

Table 1
Path diagram for structural equations of the WFE model *
Moderator - OCB

Exogenous
Endogenous | _ Dimension * + Error
Dimensions B Moderating
Variable
OIDM-F) = B1 WFE * FWE + €op
CSm-F) = B2 WFE * FWE iz Ecs
CCm-r = Bs WFE * FWE + €cc
OIDw-F) = | B4sa WFE + Bsa FWE | + Eoib(M-F)
CSm-F = | Ba WFE +Bsp FWE | + Ecsm-p)
CCm-r) = | Bac WFE + Bsc FWE | + Eccv-p

Source: Survey data based on Hair et al. (2014).

As seen in Table 1, the measurement model has nine
parameters (®’s) with three moderations and six structural
coefficients that connect the two exogenous dimensions
with the three endogenous dimensions, with their 24
observed variables. Following the structuring of the
measurement model, the process of estimating the PLS
path model began.

Table 2

Partial regression models are estimated by PLS-SEM
algorithms in two steps: in the first, dimension scores are
calculated and in the second, the weights, path model
coefficients and R2 values resulting from the predictive
dimensions are calculated (Hair et al., 2009).

The Smart PLS® algorithm was configured for 7
completion criteria. The number of iterations was set at 300,
representing the maximum number of iterations used to
calculate PLS results. Initial weights for external indicators
were set at 1.0. When running the model on Smart PLS®, it
stabilized after 2 interactions.

4.2.1 Evaluation of the Measurement Model

To assess the measurement model, the internal
consistency assessment was used, consisting of
Cronbach's Alpha (a), composite reliability ()c) and
convergent validity by Average Variance Extracted (AVE).
Cronbach's alpha and composite reliability range between 0
and 1, where values between 0.70 and 0.90 are considered
good and efficient (Hair et al., 2017). Values above 0.90 are
not desirable (and definitely undesirable above 0.95), as
they may indicate that respondents may have demonstrated
redundancy or duplicity in their responses, while values
below 0.60 indicate a lack of reliability of internal
consistency (Lopes et al., 2020).

The model's discriminant validity was determined
using the Fornell and Larcker criterion, which determines
that the square root of the AVE’s must be greater than the
values of the correlation matrix (Fornell & Larcker, 1981).
Another and more robust criterion is the HTMT criterion
(Heterotrait - Monotrait Ratio), this measure is an estimate
of what would be the true correlation between dimensions if
they were perfectly measured (Hair et al., 2017). Henseler,
Ringle & Sarstedt (2015) suggested that using the
bootstrapping process for 5,000 subsamples, the upper limit
of the HTMT confidence interval for 95% confidence should
be below 1.0, indicating that the model has discriminant
validity. Table 2 shows the evaluation of the model's internal
consistency and Table 3 the discriminant validity.

Cronbach's alpha, composite reliability and convergent validity for the measurement model

Average Variance

Dimensions Alpha of Cronbach (a) Composite Reliability ()c) Extracted (AVE)
Work-Family Enrichment (WFE) 0.882 0.913 0.678
Work-Family Enrichment (WFE) 0.903 0.928 0.720
Colleague Cooperation (CC) 0.796 0.868 0.623
Organizational Image Disclosure (OID) 0.889 0.919 0.693
Creative Suggestions (CS) 0.906 0.931 0.730

Source: Smart PLS® software v. 3.3.3 (Ringle, Wende and Becker, 2014).

Cronbach's alphas and composite reliability for the
WFE and OCB instruments presented values between
0.868 and 0.928 and the AVE values from 0.623. Therefore,

the model presents internal consistency and convergent
validity. Table 3 shows the discriminant validity of the model:

Contextus — Contemporary Journal of Economics and Management (2022), 20(3), 27-41 | 33



Rocha, Lopes, Silva, Moreira & Santos — The influence of gender on the relationship between work-family enrichment...

Table 3

Analysis of discriminant validity using the Fornell-Larcker and HTMT criteria

. . Pearson Correlation Matrix
Dimensions VVME cC oID FWE WFE CS
CC 0.790 1.000
OID 0.833 0.304 1.000
FWE 0.823 0.158 0.272 1.000
WFT 0.849 0.138 0.547 0.352 1.000
CS 0.854 0.598 0.382 0.225 0.231 1.000
UL (HTMT)97.5%
OID 0.519
FWE 0.337 0.459
WFT 0.299 0.702 0.523
CS 0.795 0.556 0.400 0.379

Source: Smart PLS® software v. 3.3.3 (Ringle, Wende and Becker, 2015).

4.2.2 Structural Model Assessment

This step aims to assess whether the moderation
model represents the underlying theories of the path model,
allowing an analysis of the predictive capacity of the model
and the relationships (hypotheses) between dimensions.
The systematic approach to evaluating the structural

Table 4
VIF, f2, R2 and Q2 values for moderation model dimensions

moderation model was performed by analyzing the
collinearity of the model (Variance Inflation Factor - VIF); by
the coefficient of explanation of the predictive dimensions
(R?) and the size of the effect f2 between the exogenous and
endogenous dimensions. Finally, the predictive relevance
(Q?) was evaluated using the blindfolding method (Table 4):

) ) Endogenous Dimensions (VIF)
Exogenous Dimensions
cC OID Cs
FWE 1.141 1.141 1.141
WFE 1.141 1.141 1.141
2 (p-value)

FWE 0.034 (0.186) 0.005 (0.638) 0.047 (0.134)
WFE 0.003 (0.774) 0.339 (0.001) 0.019 (0.400)
R? (p — value) 0.070 (0.011) 0.309 (0.000) 0.107 (0.002)

Q? 0.038 0.203 0.072

Source: Smart PLS® software v. 3.3.3 (Ringle, Wende and Becker, 2015).

As shown in Table 4, the VIF values for the
dimensions are all below 5, so it can be stated that the
collinearity does not reach critical levels due to the
dimensions, not being a problem in the estimation of the
moderation model. As for the explanation coefficient, the
dimensions Cooperation with Colleagues (CC) (R? = 0.309)
and Organizational Image Disclosure (OID) (R?=0.203) had
a strong effect, while Creative Suggestions (CS) (R? =
0.072) had a weak effect with regard to the explanation of
the final model (Cohen, 1988; Lopes et al., 2020).

As for the size of the effect between the dimensions,
it was observed that: FWE — (CC (f2 = 0.034; p = 0.186),
OID (f2 = 0.005; p = 0.638) and CS (f2 = 0.047; p = 0.134)
presented non-significant effects, but did not prevent a
possible relationship between dimensions. FWE — (CC (f2
=0.003; p=0.774) and CS (2 =0.019; p = 0.400)) also had
non-significant effects, only FWE — OID (f> = 0.309; p =
0.000) had a large and significant effect (p < 0.05) (Cohen,
1988; Lopes et al., 2020). If the OID dimension with a value
of Q2 > 0.25 is considered a value of strong degree, the
others are considered of weak degree Q2 < 0.075 (Chin,
2010; Lopes et al., 2020).

4.3 Evaluation of the Structural Model Hypotheses

Following the analysis, the significance of the
coefficients of the structural model was evaluated. In the
case of the structural model the betas must be statistically
different from zero for the hypotheses to be confirmed. For
Hair et al. (2017) the SmartPLS® software calculates the
Student's t test between the original values of the data and
between the values obtained from the subsamples through
the bootstrapping technique for each relationship between
the exogenous dimensions and the endogenous
dimensions, forming the model with the structural
coefficients (B's).

To compare Hypotheses H4(a-c) and H5(a-c), the
multigroup analysis technique (MGA) was applied to
compare the genders. Before performing the MGA, the
measurement invariance of composite models (MICOM)
must be tested using the three-step procedure, a necessary
requirement (Sininkovics et al., 2016). Nguyen-Phuoc et al.
(2021) suggest three steps: 1) assessment of configuration
invariance; 2) the evaluation of compositional invariance;
and 3) test for means and variances (Table 5).
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Table 5
Invariance measurement testing using permutations
Step 1 Step 2
. . Invariance (same algorithm for Composition Invariance Partial invariance
Dimensions both genders) Original Confidence established
Correlation Interval PRENE
ccC Yes 0.968 [0.943; 1.000] 0.451 Yes
OID Yes 0.997 [0.989; 1.000] 0.256 Yes
FWE Yes 0.998 [0.932; 1.000] 0.862 Yes
WFE Yes 0.997 [0.993; 1.000] 0.263 Yes
Cs Yes 0.996 [0.910; 1.000] 0.563 Yes
Step 3-Part 1 Step 3 - Part 2
Dimensions Test for the average Test for Variance Total invariance
DM (M-F) IC p-valor Equal DV (M-F) IC p-valor Equal established
ccC -0.142  [-0.335; 0.363] 0.410 Yes -0.010 [-0.340; 0.519] 0.565  Yes Yes
OoID -0.024 [-0.340; 0.349] 0.872 Yes 0.177 [-0.493; 0.680] 0.565 Yes Yes
FWE 0.017  [-0.344;0.364] 0.913 Yes -0.138  [-0.559; 0.592] 0.655  Yes Yes
WFE -0.054 [-0.335; 0.357] 0.773 Yes 0.060 [-0.431;0.592] 0.830 Yes Yes
Cs 0.004  [-0.340; 0.319] 0.966 Yes -0.094 [-0.430; 0.548] 0.696  Yes Yes

DBM = Difference between Means; DVO = Difference between Variances; and Cl = Confidence Interval
Source: Smart PLS® software v. 3.3.3 (Ringle, Wende and Becker, 2015).

Analyzing Table 5, the results show that the
measurement invariance of both groups was fully
established. A minimum requirement to assess the
significant difference between the two groups using MGA
(Hair et al., 2017). The MGA results are presented in Table
6. The Henseler MGA method (non-parametric method) and

Table 6
Multigroup analysis results: male (M) x female (F)

the Permutation Test were used as comparative tests
between men and women. In the Henseler MGA method, a
p value greater than 0.05 does not demonstrate significant
differences between the specific path coefficients for the
groups at a significance level of 5%. The same criteria were
used for the Permutation Test (Nguyen-Phuoc et al., 2021).

p-value (differences M-F)

Hip. REIHee €S (47 Henseler Test Permutations Test RESES
H1 WFE * EFT — OID 0.115 0.473 0.475 N/N
H2 WFE *EFT — CS 0.038 0.796 0.758 N/N
H3 WFE * EFT —- CC 0.159 0.286 0.275 N/N
H4a WFE — OID 0.138 0.388 0.340 N/N

H4b WFE — CS -0.277 0.239 0.238 N/N
H4c WFE — CC -0.045 0.870 0.852 N/N

H5a FWE — OID -0.121 0.466 0.444 N/N

H5b FWE — CS 0.253 0.224 0.238 N/N
H5c FWE — CC 0.188 0.440 0.325 N/N

CC = path coefficient; N = no

Source: Smart PLS® software v. 3.3.3 (Ringle, Wende and Becker, 2015).

Table 6 shows that there was no significant difference
in the relationships between genders. This does not support
the main assumption of this study, which was to analyze the
influence of gender on the relationship between WFE and
OCB in FAB military personnel. This result cannot be
directly compared with other studies, as these relationships
have never been tested before. Therefore, it was an
unprecedented result that gender among Brazilian Air Force
military personnel does not interfere in their behavior with
regard to the dimensions of WFE and OCB. However, there
is a similarity to different results from previous studies that
identified the gender variable as non-significant. The gender
variable can be influenced by cultural aspects and the
individuals' conception of gender ideology (Bansal &
Agarwal, 2019; Kim, et al., 2021). With that, their

experiences and experiences in the family and professional
environment become different. The non-significance of
gender in this study corroborates the findings of Lapierre et
al. (2018), when they do not identify differences between
men and women in the WFE dimension, as well as the
results of Kim et al. (2021).

However, when comparing these results with the
OCB dimension, it was observed that the present study
shows a different result from other studies mentioned here.
Several authors were able to identify a gender difference in
organizational citizenship behaviors. Gao (2020) found that
men are more likely to have organizational citizenship
behaviors, whereas Aftab, Ali Shah & Khan (2020) found
that women are more inclined to this type of behavior
towards the organization. The work of Alanazi (2020) also
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shows that women are more likely than men to show this
behavior.

Considering the context of the current research, the
non-differentiation of gender may be related to the
masculine environment that characterizes military matters.
Thus, there may be changes in the behavior of individuals,
or even a homogenization of behaviors, as the environment
has strict behavioral rules and follows a culture that is far

investigations that focus on the context and culture of the
military work environment.

That said, Table 7 presents the test of the hypotheses
presented in the study, in which genders are already
analyzed in a clustered manner, as there was no gender
differentiation within the studied sample. Table 7 presents
the values of the relationships between dimensions
considering the original sample and the mean of the

removed from the reality of other organizational subsamples, standard deviation, t statistic and p values.

environments. This result leaves room for further

Table 7

Relationships between latent variables of the structural model

. . . s Statistic T

Hip. Structural relationship B’s DP (I8 / DPJ) P - Value
H1 WFE * EFT — DIO -0.045 0.068 0.661 0.508
H2 WFE * EFT — SC 0.146 0.066 2.217 0.027
H3 WFE * EFT — CC 0.164 0.052 3.161 0.002
H4a WFE — DIO 0.524 0.057 9.187 0.000
H4b WFE — SC 0.143 0.074 1.916 0.055
H4c WFE — CC 0.059 0.076 0.788 0.431
H5a FWE — DIO 0.070 0.061 1.141 0.254
H5b FWE — SC 0.233 0.072 3.238 0.001
H5¢ FWE — CC 0.202 0.071 2.839 0.005

SD = Standard Deviation

Source: Smart PLS® software v. 3.3.3 (Ringle, Wende and Becker, 2015).

It was observed in Table 7 that in Hypotheses 1 to 3,
with interference from the moderating variable (FWE),
hypothesis H1: WFE— DIO was the only one not confirmed
(p > 0.05), that is, Work-Family Enrichment (WFE) does not
moderate  the relationship  between  Work-Family
Enrichment (WFE) and Organizational Image Disclosure
(OID). This means that regardless of whether the individual
is comfortable with the family dimension, it does not assume
an effect on enrichment in the work-family direction, which
in turn does not modify behavior in the organization,
regarding the dimension of dissemination of organizational
image. In other words, an individual even when satisfied
with family relationships will not overflow this feeling to the
dimension of work and the desire to positively publicize the
organization to people outside it. Addressing the results of
Ozluk & Baykal (2020), due to the level of job satisfaction,
impacts and is strongly related to the OCB. This result is
gender-independent and reveals to what extent the family
dimension may affect the organizational environment, a
relevant factor for the improvement in the area of people
management.

As for direct relationships without interference from
the moderating variable, it was observed that the WFE
dimension is significantly related only to the OID dimension
(p < 0.05). This result shows that when there is no
relationship with FWE, that is, the family interfering with
work, there is a different result. Hypothesis H4a shows that
positive levels of enrichment in the work-family direction
affect organizational behaviors to the point that workers feel
like talking about the company, disclosing the organizational
image to other people. It has been shown that the feeling
that work also enriches the family dimension results in

positive returns for the organization, corroborating, to a
certain extent, the study by Kim et al. (2021), since these
authors identified that organizational interventions in favor
of workers' psychological well-being also increased the
perception of WFE.

Conversely, there are hypotheses related to the FWE
dimension. In this case, hypothesis H5a was not confirmed,
in which a relationship between FWE and OID is supposed.
Unlike Hypothesis H4a, the FWE-OID relationship indicates
that enrichment towards the famly in work does not result in
voluntary behaviors of dissemination of the organizational
image. Hypotheses H5b and H5c revealed a significant
relationship between FWE-CS and FWE-CC. It is inferred
that when positive aspects of the family dimension affect the
work dimension, the individual is more prone to
organizational citizenship behaviors in the dimensions of
creative suggestions and cooperation with colleagues.
These results are in keeping with the findings of Silveira-
Rodrigues, Chambel & Carvalho (2021), who also studied
the military context. At the time, the authors found that
family-work enrichment, through the support of the spouse,
improves the perception of well-being and satisfaction with
work, in other words, being satisfied with the family
dimension has an impact on good actions at work. This is
positive for FAB military personnel, since such work
demands a great deal from its workers and being well in one
dimension will lead to positive results to the other
dimension.

To finalize and better visualize the analysis of the
results, Table 8 and Figure 2 present the final path diagram
for the relationship between the WFE * OCB models:
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Table 8
Final path diagram model for WFE * FWE — OCB

Endogenous Dimensions = Exogenous Dimension * Moderating Variable + Error
CSm-F) = 0.146 (ETF) * FWE + Ecsm-F)
CCm-F = 0.164 (ETF) * FWE + Eccv-p
OIDm-F) = 0.524 WFE T Eoip(v-F)
CSm-F) = 0.233 FWE + Ecsv-F)
CCwm-r = 0.164 FWE T Eccv-r)

Source: Survey data based on Hair, et al. (2014).
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With the presentation of the final model of the initially
proposed relationships, it is evident that changes occurred
between the expected (Figure 2) and final results (Figure 2)
for the sample of military personnel from the FAB in Rio
Grande do Sul, Brazil. The main difference between the
initial and final models is the issue of gender, as it was not
possible to identify the influence of gender on the perception
of the respondents. Now that the results have been
presented and discussed, the final considerations of the
study can be given.

5 FINAL CONSIDERATIONS

The study aimed to analyze the influence of gender
on the relationship between the dimensions of Work-Family

Enrichment (WFE and FWE) and the dimensions of
Organizational Citizenship Behavior (OCB) in the Brazilian
Air Force (FAB) military personnel. Based on the responses
of 255 Brazilian Air Force military personnel from a
municipality in the central region of Rio Grande do Sul State,
with theoretical support, it was possible to structure 9
hypotheses, 3 of which focused on the mediation of FWE in
the relationship of WFE with the dimensions of the OCB (
H1, H2, H3), 3 focused on the relationship between WFE
and the dimensions of OCB (H4a, H4b. H4c), and finally the
last 3 focused on the relationship of FWE with the
dimensions of the OCB (H5a, H5b, H5c). It is understood
that the objective of this research was achieved, since it was
possible to conduct the tests, and the results contributed to
the research field.
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By proposing relationships that have not yet been
made between FWE and OCB in a different context,
Brazilian military barracks, and also assuming a gender
influence, this study shows its relevance and differentiation.
It was evident, in the case under study, that gender was not
significant in the relationships that were made and did not
affect and differentiate the research results. This could
demonstrate that individuals have different behaviors
regarding the interpretation of gender ideology and its roles
in society and family life (Kim, et al., 2021). New directions
may be emerging, in which the family and professional
weight between men and women no longer make a
difference as they once did. However, this cannot be stated
with certainty, which leaves room for further investigations.

Regarding the study hypotheses, it is evident that
there are clearly positive relationships between WFE and
OCB. However, the bidirectional aspect of work-family
enrichment and the dimensions of OCB should be
emphasized, since the hypotheses demonstrate that the
effect of the direction of enrichment modifies the behavior of
the military. It is evident that the good progress and
satisfaction of workers with the family and professional
dimension have results and directly affect their
organizational citizenship behavior.

Thus, even if the environment in question is rigid, it is
important to consider these issues and promote a healthy
and conducive environment for military personnel to be able
to fully exercise their functions without personal or family
losses, promoting balance between work and family.

Furthermore, this study has theoretical implications,
as it demonstrates through empirical data that gender does
not influence WFE, FWE and OCB relationships, contrary to
other studies conducted in different contexts, cultures and
organizational environments. This reflects on the theme and
seeking to contribute to future studies addressing these
topics, and encourages new research in different
organizational environments, such as military barracks.

Finally, the limitations of this study include the
number of respondents, as well as being applied to only part
of the military. Another limitation is the concept adopted for
gender. Here gender was used as binary and
heteronormative, issues that limit the results by not
considering different realities. Therefore, there is an
opportunity for further research with different individuals and
contexts to provide a broader understanding of the
phenomenon.
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