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ABSTRACT

TIME ZONE EFFECTS: THE IMPACT OF HUMAN RESOURCE PRACTICESID
CULTURAL INTELLIGENCE ON GLOBAL TEAM OUTCOMES

By

Kaumudi Misra

Inspite of the rapidly growing global workforce, human resource practicesnud been
developed to address the challenges of working in the global context. Researthabteams
has long highlighted both physical as well as temporal distance as uniqoes ape
geographically distributed work that can have important implications for humaurces
management theory and practice. Differences in time zone, as welhdsvets of cultural
diversity in global teams make this a unique work context. However, the stfadegan
resource management literature still remains inadequate to address the cpat@nges of
global work, and its affect on employees. The present work extends the human resource
management and virtual team literatures to develop a model of human resocticegpfar
global teams, and specifically examines the impact of time zone diféeagnccultural
intelligence on the relationship between human resource practices and globalteames.

The conceptualized model is tested using matched multilevel data abliexteglobal
team employees and their supervisors. The results highlight the roleecfdire difference and
cultural intelligence on global team and employee outcomes. While cultuti@rtee has a
greater impact on the performance of global teams, the degree of time zerenddfhas more

significant effects on individual employees’ work-family conflict ameést. Additionally, the



findings emphasize the role of training for global team performance, andpgbgance of
flexible working practices and control over working hours for individuals who work withgethe

teams. These findings are discussed with respect to academic and mbimagjesations.
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CHAPTER 1: INTRODUCTION

In this dissertation, | aim to fill an existing gap in the study of human res@diRde
policy and practice, and extend current knowledge to develop new insights into how HR policy
and practice is experienced by employees who work as part of globa) teaimts effects on
their team performance, as well as individual work-family conflict aresstoutcomes.

The growing prevalence of global workforces as a way to organize work maketewant and
important issue to study today. Global work differs from traditional work priyngong two
characteristics: (1) geographical distance among individuals engageatdimeded work (2)
heavy reliance on technology-mediated communication to coordinate work, due to lack-of f
to-face interaction among these individuals. Working in the global context rethates
employees located in different time zones across the world coordinate worKyvisitia their
counterparts in order to accomplish their tasks. In the modern-day global workt comist
often, employees complete interdependent tasks and work as part of global @arest HR
practices need to be planned and undertaken with sufficient awareness oftcfaedghe
unique demands of work in a global context.

There are significant differences in the job demands and ways in which the work of
global team employees is organized compared with employees in traditionaleforgss
Global work is characterized by inconsistent working hours, conflicting timeszand different
cultural, as well as behavioral expectations from employees. Workingsiarthironment and
having to face these unique challenges may affect the performance, istresisest outcomes of
global team employees. Of special interest in this study, is the effénis ainique work

environment on the work-family lives of global team employees.



Human resource practices have not been developed to address these differences or the
specific needs of these employees. Workers in a global context are guitthedshyne policies
and practices that are implemented for the rest of the organization, arfthttieen done to
explore the effectiveness of workplace practices for the performantebat teams.
Additionally, even though a large proportion of the white-collar workforce worksmat global
virtual work environment, little empirical research has examined individugtgrnces with
global work and the effects of workplace practices on their work-family livesstaess.

This dissertation study unpacks the impact of HR policy and practices on gkobal lig
examining several aspects related to their work. First, the study conttibtieshuman
resource management literature by exploring the effects of HR practiggebal team
performance and employee stress outcomes. Significant gaps exist ietloé l@search on
human resource practices in a global work context. Much of the literature on HiRgsraeis
either focused on impact on organizational or unit-level performance; or when thatioteal
human resource management literature does include global workers, it has focused on
expatriates’ isolated experiences when they travel abroad to work ireediffocation of their
multinational parent company (see Tahvanainen, 2000, Yang, 2007; Harvey and Moeller, 2009
for examples). Little or no research has been done to study the effe&spoéttices on people
coordinating work virtually across the globe.

Moreover, while the impact of HR practices on organizational performance hmas bee
studied widely in different contexts, research on the implications of such psdcticadividual
or team performance has been limited (see Appelbaum, Bailey, Berg aeldekg| 2000; Batt
and Valcour, 2003; White, Hill, McGovern, Mills and Smeaton, 2003, for exceptions). For

example, extant literature on human resources practices has identified andadignpi
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established a set of “best practices” that have been shown to enhance ovenahtonal
performance in production facilities (MacDuffie, 1995; Huselid, 1995; Ichniowskiy &hd
Prennushi, 1997).

Additionally, the set of practices included in the “best practices” paradigym
appropriate for production-level workers in the blue-collar work environments chwiost of
these studies were done (for example, HR practices such as skill-basedmpayesdlikely to be
used in manufacturing settings) (Lawler, Ledford, and Chang 1993). The applicsHlihese
practices to modern-day white-collar professional employees tetimFor example, the use of
traditional rewards systems is difficult in the case of global teams ahdlgeam employees,
due to lack of visibility of members (Handy, 1995; Mohrman, 1999); and best practibesssuc
formal training or problem-solving teams that require regular facae®4ineetings cannot be
implemented for global workforces. More research is needed to assess tbatiapphif these
“best practices” to technical, professional and managerial employeesruica sgonomy (Batt,
2002; Batt and Valcour, 2003). This becomes especially relevant with an incti@ass in the
economy towards the use of service and knowledge workers. The set of “bestgiractice
proposed must assess, and include HR practices relevant to white-collasipnaiigebs
(Mohrman, Mohrman and Cohen, CEO Working Paper).

Also, studies of HR policy and practices have not assessed the impact of #utisegr
on negative outcomes for individuals. Ramsay, Scholarios and Harley (2000) pointed out that
the HR “best practices” that enhance organizational performance may haaiaenegpact on
employees by making them work harder. The principle behind the “best praappesach to
HR policy is that enhanced employee motivation; increased employeeidisangfpower; and

better problem-solving skills among employees result in overall higher pratu¢iippelbaum,
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Bailey, Berg and Kalleberg, 2000). However, sometimes, employees w@ayohaork longer
hours to address problems and employee discretion translates into extra effopan ofi¢che
employee. Discretionary power comes with increased responsibilitiemalyatnpact individual
employees negatively and create an additional burden on them so as to increaseghe
While there is little empirical evidence on this, some research has pointdhbdR “best
practices” may increase the stress of individual employees while aidjagipational
productivity (Ramsay et al., 2000; White et al., 2003).

Second, my study will focus on another unique yet crucial aspect of modern-dady globa
work: the temporal distance among members. Owing to this, and consequent tirracbfe
between members, global team employees face additional challeraged teltheir work as
well as family lives. Practically no research has been done to assegiohaliteam employees
balance their work and family demands. Given the nature of their work, gloiveéteployees
have to work non-standard hours to coordinate work with their counterparts across gitietent
of the globe, located in different time zones. Because working in the globakicoatessitates
working and coordination across different time zones, it can have important iopkcér the
work-family lives of these employees, as they sometimes have to work duririg oig
weekends to adjust to the time differences across locations of counterparsarfpte, if one
global team employee is located in the east coast in the continental Ualiesl (§S), and has
to coordinate work with a counterpart (who could be another employee, client, or manage
located in Asia (e.g. China, Malaysia or India), these two people have to work acrmse than
10-hour time difference. This means that during the normal working day for the Asian
counterpart, it is still late evening or night for the employee in the US atdSHmsed global

team employee has to work after-hours, which may interfere with his or hiér lifen
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Conversely, if an employee is located in Malaysia for example, and has to caovdomiatwith
US-based counterparts, a working daytime in Malaysia is still the previghisimithe US and

this may cause disruptions to the family lives of the global team employdedan Malaysia.
Research in the areas of human resource practices or work-familydife@baddressed these
aspects of work in a global environment - an environment that is increasingiyibggart of

everyday work life.

The degree of time zone difference between global team employees iambtke
counterparts will impact their work-family issues as they have to wdrkadditional time
constraints and would have more need to coordinate work during nights or weekends, owing to
this difference in time zone. The greater the degree of time zone difetbagreater will be
the need for adjustment of working hours and schedules (for example, a more than 8 hour time
difference means day in one place and night in the other). Therefore | propdke thggact of
HR practices on the work-family conflict in the context of global teaml@yeps will depend on
the extent of time zone difference that they coordinate with.

Last but not least, this study addresses the cultural diversity assoeigtt working in a
global context. Specifically, | propose to examine whether individuals’ culhtedligence will
moderate the relationship between HR practices and global team perfern@muopanies can
no longer afford to assume that practices within their own country will transkdt into other
cultures as well; or what works for a manager or employee in Chicagoavkljust as
effectively in the Czech Republic, Beijing or India (Mohrman, 1999; Kirkman, Gibsopjr8ha
2001). Working in the global context often requires coordination with several members from
another country/culture and this can significantly affect the implementatjooliofes and

programs as well as employee effectiveness (see Kirkman and Shapiro, 1981; G399;
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Kirkman, Gibson and Shapiro, 2001). Working with people from different cultures is an
additional challenge faced by global team employees, as they have te thaindgpehavior
frequently in order to be able to communicate effectively with counterparts fftaredi
countries and cultures; learn (and unlearn) their language, manners and cultural nbras. W
people working in collocated environments also might have to work with people from diverse
cultures, the cultural diversity aspect is further highlighted in the contextlodighork because
employees have to work with the additional constraints of lack of face-t@factchnology-
dependent communication. Global team employees have to work with counterparts frsea dive
cultural backgrounds from a distance — sometimes not having had the opportunity to meet the
at all. Moving back and forth between different cultural expectations while wdrkimga
distance is an additional aspect that global team employees have totbealhigh may affect
their performance, as well as make their jobs stressful.

Ang and Van Dyne (2008) developed the concept of cultural intelligence quotient or CQ
to measure the level of an individual’'s cultural intelligence. Culturalligeeice (CQ) is
defined as a person’s capability to function effectively in situations ciesized by cultural
diversity (Ang, Van Dyne, and Koh, 2005; Earley and Ang, 2003; Earley and Mosakowski,
2005; Earley, Ang, and Tan, 2006). An individual’s cultural intelligence is an indicatioeiof
ability to function effectively, and engage in culturally diverse work groapsvell as their
ability to cope with cross-cultural interactions. As such, a person’s culttefligence level
would indicate how appropriately and effectively they are able to interdcpeople from other
cultures. According to them, an individual's CQ determines how effectively e @as

perform in a multicultural environment. As such, | propose that individuals’ CQ megatait



some of the negative effects of global team work and hence moderate ttedfféR practices
on global team performance.

In sum, inconsistent work hours, conflicting time zones, and different cultural agswvell
behavioral expectations, are unique challenges faced by people workingglobal teams and
may impact their performance and stress levels, as well as their worknaihgllives.

In the next section, | list the specific research questions | will asldrékis dissertation and

comment on the theoretical as well as empirical contributions of my study.

Research Questions

The primary objective of this dissertation is to answer the following questmm:do
time-zone differences and individuals’ cultural intelligence impacetfests of HR practices on
the performance of global teams, and the stress and work-family confijictafl team
members? More specifically, in this study, | will address the followésgarch questions:

1. How do human resource (HR) practices affect global team performance, and
individual employee outcomes such as work-family conflict and stress in the
global virtual work context?;

2. How do time zone differences (TZD) moderate the relationship between HR
practices and the performance, stress and work-family conflict of gkdoal t
employees?; and

3. How does Cultural Intelligence (CQ) moderate the relationship between HR

practices and the global team performance?



First and foremost, my study will focus on an important aspect of global work: the
temporal distance among members. | propose that that the extent of time zoaaaifeavill
moderate the relationship between HR practices and the work-familyctafhfjlobal team
employees. Owing to the time difference between global team membersiamethe
counterparts, employees face additional challenges related to theirswoel @as family lives,
as they sometimes have to work with others during nights or weekends to adjust to the time
differences across global locations.

Second, my study will address the cultural issues associated with workingpbah g
work context. Specifically, | propose to examine whether cultural intellggeradierates the
relationship between HR practices and global team performance. Cultel&énce (or CQ)
of individuals has been shown to enable them perform better in working with people from
different cultural backgrounds. | propose that the collective CQ (or groulpdé)eof global
team members will have synergistic effects on their team perform&hgh levels of cultural
intelligence among team members will enhance the way in which they mat@ravork with
each other, as well with outside parties, so that they are able to performrbattgobal work
environment. The ability to work with people from different cultural backgrounds isydarty
salient in the global work environment, and a global teams’ collective G@maible them have
an advantage in this type of environment. Individuals working within these ‘advantggeds

will have an edge, and potentially be able to perform their job better.



Study Contributions

This study aims to make several contributions to the field of research in husnarces
management and practice, as well as research in the area of virtual testns ekamines the
effects of HR policies and practices for individual-level outcomes such@sya stress and
work-family conflict in a globally dispersed virtual work setting. Second,téreds current
understanding of individuals’ experiences in doing global work, by specifieedignining the
effects of time zone difference and cultural intelligence on the penfamenaf global teams.
Third, it also explores the impact of time-zone differentials on the workyfaonflict and
stress of global team employees. Finally, it also extends our current andargtof HR
practices to include knowledge workers.

The study has important implications for the practice of human resource manageme
Globalization, growth of the service sector, and outsourcing trends mean thayessghave to
work virtually and coordinate with overseas partners across different timg. zohes study will
allow more in-depth understanding of how global teams experience HR palciggactices,
depending on the time differentials between them. With global teams having tohet®relork
across different time-zones included in the study, we will be able to learn iawngyin this
context influences the performance of these teams, as well as the work}iasil and stress-
levels of members of these teams.

Through this dissertation study, | hope to ignite fresh inquiry into current undengtandi
of global workforces and the role of HR policy and practice for the managefgobal teams.
By providing new empirical evidence on the effects of HR policies and practigéobal teams

and the employees that work as part of global teams, | hope to generate ésehechr interest
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in the design of effective workplace practices for this growing sectitmeaorkforce. My
dissertation aims to extend existing knowledge in the field of strategic @andatibnal human
resource management theory and practice. Currently, the human resource reahligeature
focuses on links between human resource practices and organizational or grooptt®raks,
such as financial performance and productivity (see Batt and Valcour, 2008erception).
By studying the effects of HR practices on the individual outcomes sucless aitrd work-
family conflict of individuals working in the globally dispersed work contexim @ extend the
application of strategic HR theory to individual outcomes, and include individualsienpes
in the specific global work context. Moreover, | contribute to international humaunrces
management by adding to existing knowledge on the performance and effectofeglebsl
teams that have to coordinate work across different time zones. To my knowledtjeg exi
studies have not assessed the impact of HR practices on the performance oéghobal t
The results of this study will not only inform organizations and their manageus the
design and implementation of human resource practices to make global teayessphore
effective, but also has important implications for employee well-beingurBgrstanding how
HR practices might affect global team performance and employeelstrelss HR managers
and employers in general could implement policies and practices so as togholadilécams
perform efficiently, help global team employees achieve better balatwedretheir work and
family lives, as well as lead a healthier and less stressful life. Alezadind productive
workforce not only signifies direct gains in productivity for the employers andtgpbut also

indirect gains through lower healthcare costs, fewer missed workdays, ahdreser.
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CHAPTER 2: LITERATURE REVIEW AND THEORETICAL EXTENSION

| draw from the human resource management (HRM), virtual team, and work-family
literatures in order to examine the challenges faced by global teamadanduals that work as
part of global teams; and aim to explore the development of human resource policies and
practices for this specific group of employees. To begin, | definelgiedras, examine the
challenges of global team work, and provide a clarification of what the ghalvklcontext
means for the purposes of my study. | primarily focus on two unique aspects oftgéobal
work: (1) time zone difference and (2) the role of cultural intelligencengnglobal team
members. Next, | review the existing HR management, virtual team, and avoiti-€onflict
literatures, and extend it to the specific case of global teams and eepkbyat work as part of

these teams.

Global Teams: Definition and Work Context

Many names have been given to virtual work that involves people working from separate
locations to accomplish common tasks. New forms of working in today’s economy inclatle loc
and regional virtual teams, global virtual teams, teams in which some megibeosrimute (i.e.
work from home), so on and so forth. Within these different forms of virtual work, there is
further classification based on geographical distance (Bell and Kozlowski, 20129 @ad
Shurygailo, 2003; Chudoba, Wynn, Lu and Watson-Manheim, 2005 for typologies of virtual
teams; and Ebrahim, Ahmed, and Taha, 2009 for a review). The geographical distamseotim

also points to another aspect of virtual teams, i.e. the temporal aspect. When irglividual
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working from different locations come together, they are not only separateadlgplaut also
have to span across different time zones as they accomplish common, interdepentslésdeoa
Ebrahim, Ahmed, and Taha, 2009 for a comprehensive review on virtual teams).

While some teams are virtual, with members working remotely but from the same
location (e.g. telecommute or work virtually from different work locations irstimee area);
other virtual teams have members located in different geographical teateparated by
physical as well as temporal distance (e.g. work from different natorgbbal locations). In
order to clarify the focus of my dissertation, it is important to discuss hovinkedgibbal virtual
work and which type of global teams | include in my study.

The focus of my study is global teams that comprise of individuals who coordin&te wor
within their teams, as well as with counterparts in different locationssattreglobe. As such,
although these teams maybe collocated, members have to operate in a dloeddalonk
context characterized by high physical as well as temporal distance jsrt of their work is
organized to be accomplished along with counterparts located in different tinse Adrese
‘counterparts’ could be other employees from within the organization located atlieats,
suppliers, supervisors, or managers etc. Below, | review different typesnod that can be
formed along the two defining dimensions of virtual work: physical and temporatcbsta
conclude with a definition for the specific type of global team that this stainiaes.

Existing research on distributed work points to different, but mostly overlapping
definitions of virtual teams. A review of the different definitions availablpshelarify what
constitutes global teams in the context of my study, and narrows the definitiorutteiacl
certain group of employees. One of the oldest and frequently used terms toed@scki that is

done virtually is “distributed work” (see McDonough et al, 2001; Bell and KoXHp@802;
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Chudoba et al, 2005; Hinds and Keisler, 2005 for examples). While this term denotdisyvirtua
by implying physical separation among people who do the work, it runs the riskgf be
misunderstood as work that necessitates only geographical separatiealityndistributed

work potentially involves more than just physical distance. For example, cultweadity and
technology-mediated communication become obvious yet important challengestedéey
individuals working in the global virtual context. For example, in their study of tHkecbas

and performance of global, virtual, and collocated new product development (NRi3) tea
McDonough, Kahn and Barczak (2001) differentiate between three typesnsfitetéheir

sample according to the extent of physical distance among members, andlalgbtithe

inherent cultural diversity in such teams. According to the authors,

“Collocated NPD teams are comprised of individuals who work together in the same
physical location and are culturally similar; Virtual NPD teams are comprised of
individuals who have a moderate level of physical proximity and are culturally similar.
One example of a virtual team is where team members are located in different parts of
the same country. Another example is where team members are in the same building but
on different floors. Global NPD teams are comprised of individuals who work and live in

different countries and are culturally divers€2004: 111)

As elaborated in the above definition, the most common characteristics of gahal te
conceptualized are geographic dispersion, temporal distance, and national(af)aliltersity.
The following classification provides the spectrum of different types of¢dmsed on the two

primary dimensions that define global virtual work: (1) the temporal dimension, atiek(2)

13



spatial dimension. Both aspects inherently involve cross-cultural diversitglbas
requirements for technology-based communication.

1. Collocated TeamsAt one end of the spectrum is the “ideal” type of team that

consists of members who are neither spatially nor temporally distributed. Mos
interactions are face-to-face in these teams.

2. Local Virtual Teams These are teams that are separated spatially, but not

temporally. For example, some employees have the option to work from home
(telecommute), or may be at a client site within the same time zone. Thesg te
although working virtually, have no temporal distance between them. Team
members are located within the same city/region and share the samzeniene

3. Regional Virtual TeamsRegional Virtual Teams comprise members with little

geographical separation, and members are located in different parts of a
Continent. Although they are geographically distributed, the temporal distance is
relatively low, and members work within low time zone differences. For exsampl
within the Continental USA and Canada employees coordinate work only
between the 5 primary time zones (namely Hawaiian Standard TimecPacifi
Standard Time, Mountain Standard Time, Central Standard Time, Eastern
Standard Time, and Atlantic Standard Time). As such, the maximum time
difference between the 5 primary time zones in this geographical redon is

hours.

4, Global Virtual Teams Global Virtual Teams on the other hand are at the other

end of the spectrum, and comprise of individuals working across significantly

different time zones. Such teams are characterized by high spatial as wel
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temporal distance. For the purpose of this study, a time-zone difference of 4
hours is considered low (as in the case of regional virtual teams in (3) abdve); 5-
hours is considered medium (as in the case between continental USA and Europe,
or Hawaiian Standard time and Atlantic Standard Time for example); and more
than 7 hours is considered significantly high (as in the case of USA and Asia and
Australia; or between Europe and certain parts of Asia and Australia). This
category has an overlap with Regional Virtual Teams, but is differenbgitee
addition of employees having to coordinate across Continents and with time zones
that have greater than 5 hours time difference.

Hybrid Teams In reality, it has been seen that the existence of any of the types of
virtual teams described above in its pure form is rare (Griffith and Neale, 2001,
Fiol and O’Connor, 2005; Cousins, Robey and Zigurs, 2007; Staples and Webster,
2008). Generally, teams comprise of some individuals who may coordinate work
locally, while others may do so regionally or globally, resulting in variations

the amount of temporal coordination handled by different team members.

Another way that variation might occur is in the different degrees of vigtuali

faced by different team members. In other words, one virtual team meraper m
work across a 10-hour time difference for part of the time, as well as emgage i
collocated work rest of the time; and another team member may spend most of
their time coordinating across a 3-hour time difference and work within their
collocated team for the rest of the time. At an extreme, a hybrid teamisnay a

have some members who work only within their collocated team.
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This dissertation focuses on category (5) above, i.e. hybrid global teamss $tudie
global workforces need to address the variation in the constitution and makeup of gloisal te
and since hybrid teams are the rule rather than the exception in the global woxk (@rtith
and Neale, 2001, Fiol and O’Connor, 2005), it is important to examine the experiences of
employees that work within these teams. Klein and Barrett’s (2001) study ollykibpersed

teams elucidates the specific challenges faced by hybrid gl@as tend their members.

The Hybrid Global Team

More specifically, the sample of employees included in this dissertat@mdinate their
work globally, but functions as part of a collocated team. The global coordinationydtirese
employees is necessitated by the fact that they have to work with cousténgraracross the
world (either a client, a supplier, another overseas employee, or a manéhenhem they
have to coordinate their work on a day-to-day basis. But the primary workgroup thiaekbieg
to, operates from within the same location. In other words, for purposes of my saudlghal
team is a collocated team, with members who coordinate either part of whole ofdhewith

overseas counterparts across different time zones.

Global Teams: Role of Time Zone Difference and Cultural Intelligence

As highlighted in the earlier section, the global work context is defined ksiqathynd
temporal distance between members. These characteristics malkabtievgirk context a

unique work environment, and affect the implementation of workplace policies and actice
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Coordinating work with counterparts without any face-to-face interactionl ¢t@mve a
differential impact on the effectiveness of human resource practices.emnaitds, the
implementation of these practices in a global work environment would not have thefteohe
as in a collocated environment, because of the time difference between memtether
unique aspects of the global work context owing to physical separation. For example,
geographical distribution brings with it culturally diverse individuals who work begdor
common, interdependent goals. This highlights the role of cultural intelligemgebal team
work.

In this dissertation, | focus on these two important aspects of global teamtwakzone
difference and cultural intelligence. Below, | discuss the potential ingbdeme Zone
Difference (TZD) and Cultural Intelligence (CQ) on global teams amg@yees that work as
part of these teams. More specifically, | highlight the effects of TZDCfdn (1) the
performance of global teams, and (2) the stress and work-family outéomedividuals

working within these teams. | begin with a discussion of the effects of Timeitiagence.

Time Zone Difference and Global Teams

While recognized as an important aspect of distributed work, the effects of &mpor
distance on employees and the ways in which it influences their work has not besad:xfhe
effects of the time difference faced by members of global teams can béh@ereffects both
on global teams as well as the individuals working within these teams. In thisadieset
explore the different aspects of temporal difference inherent in global watklewelop a

conceptual framework to test its effects on global teams and their members
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The temporal distance between global team members and their countsrgafisad by
the time zone difference between them. For purposes of this study, time zerenddfis
defined as a multi-dimensional construct to capture both the temporal as welphgdival
distance aspects of global team work. It is equivalent to the total amount opénteby a
global team employee coordinating with different time zones during a normaweek. In
other words, the conceptualization of in this dissertation time zone differetogesthe
amount of time difference between an employee and their global counterpal, asthve
proportion of the total working hours they spend working with that counterpart.

A distinction between the amount of time difference as well as the proportion of time
spent coordinating with different time differences becomes salient irmsigeot the type of
hybrid global teams that are the focus of this study. Members of hybrid tgpainas engage in
collocated work for part of their normal working time, and coordinate work with agants in
different time zones for rest of their working time (the standard beingh@diOwork-week). As
such, both the extent of time difference that they coordinate with, as well asdtetarhtime
they spend doing this global coordination work as opposed to collocated work, needs to be
assessed. Both aspects will impact the way a member of a hybrid ghohadtperiences their
work, as well as implemented HR practices.

It is important to note here that in knowledge-based coordinated work, interdependency
of tasks is high (Janz, Colquitt, and Noe, 1997). Employees seldom work in isolation, and the
performance of one person affects the performance of another who is in thesameTdis
becomes especially true in the case of coordinated global work chaedteyitime zone
differences, because the time lags associated with such work getlbatad. With

interdependent tasks, if one person in a workgroup has to wait for a counterpatttiloeate
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different time zone, workflow gets severely affected. This will not onlycatfee performance
of the person who is waiting, but slow down the whole group. Therefore, owing to inherent time
zone differences between employees and other counterparts, the global wexkisont
particularly sensitive to delays in workflow, and impacts team perforenasi@ whole.

An additional challenge posed by time zone difference is the demand on working hours
of global team members. Owing to coordination required in their daily work exeogitial
team members need to adjust their work hours and schedule to match that of theipard(sjter
located in different time zones. This coordination and adjustment of schedule could have
important implications for the work-family lives of global team membexshay might need to
work nights or weekends to get work done or coordinate work across a different tin{e.gone
take a phone call at odd hours, deliver an output in time, attend a conference call, etc.)
Moreover, the time lags associated with global team work could add to the lemgirkinfg
hours of members, as well as require them to work inconsistent hours. All of which could have
an adverse impact on their work-family life.

Further, the effects of HR practices on global teams could be significhifégent
owing to their unique working environment. For example, the effect of communication would
differ owing to the different modes of communication required in virtual work (i.e. plyma
technology aided communication), and the time zone differences involved. Researthabn vir
teams has highlighted the disadvantages of communicating virtually as opposedttefice
(Cascio, 2000; Johnson et al, 2001; Hossain and Wigand, 2004; Kankanhalli et al , 2006; Rice et
al., 2007). This could have a differential impact on global team performance as ogposed t

effects for teams that are engaged in purely collocated work.
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Similarly, training could have a different impact on performance outcomeglabal
work environment. Virtual team members need special training in order tompevidt (Ryssen
and Godar, 2000). While traditional strategic HR theory suggests that traimrayes
employee performance by enhancing individuals’ skills and motivation, ont¥fisggpes of
training would have this positive effect in the global work context. Generad-siidted
training would not be sufficient, and specific types of training would need to be developed for
increasing global team performance. For example, in order to beedffaatl perform well,
global team employees would need additional training in communication technologpy, tim
management skills, cultural issues, conflict management, interpersorabskdlopment to
deal with a culturally diverse environment etc. Also, the advantages of foanatadm
training have to be foregone in the global work context. It would be an additionahgestite
find a convenient time to deliver any online formal training, owing to the facethployees
coordinate work across different time zones and as such, face challengag negetirements
during their normal work hours. Even within hybrid global teams that are collocattidgfa
common schedule that works for every team member becomes a chanllenge bephysesm
have to cooridnate with others in different time zones, and as such, may not alway$abéavai
to meet for hours of training. Any formal or ‘classroom training’ would have torbelja

delivered virtually.

Cultural Intelligence and Global Teams
Apart from the challenges of temporal distance, an additional defining tdrastc of
global work is the inherent cultural diversity among members that cas adeterrent to the

effectiveness of global teams. Chudoba et al. (2005) showed how cultural diversityetega
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affected performance in virtual teams. Research has also shown how cufteirahdes could

impact team performance owing to problems of development of trust and shared raeaorigg
members (Boutellier et al., 1998; Bell and Kozlowski, 2002; Griffith et al., 2003; Munkvold and
Zigurs, 2007; Poehler and Schumacher, 2007; Badrinarayanan and Arnett, 2008). Virtsal tea
have been shown to be more prone to have lack of trust and understanding among members, and
higher levels of conflict owing to cultural differences between membersxi@2000; Kirkman

et al., 2002; Rosen et al., 2007; Baskerville and Nandhakumar, 2007).

Although cultural diversity might exist even in collocated teams, the degresdtaifal
diversity in a global work environment is higher, and is a given characterdto, unlike in
purely collocated work, global team employees have to work with the additional ditzgkaf
lack of face-to-face interaction with counterparts, primarily using Virhaaes of
communication to get work done. As such, the individual cultural knowledge of global team
employees, and their ability to interact well with people from other cultuitekelp them
perform better and remain effective in the global work environment.

The concept of Cultural Intelligence, or CQ, has been developed by Ang and caleague
(2004; 2005; 2008) as an individual trait, along the lines of Emotional Intelligence (EQ).
However, theoretically, CQ could be derived at different levels of concegatiah - as a group-
level trait much like ‘group culture’ or ‘group climate - or even at the fewel! (Ang and
Inkpen, 2008; Shokef and Erez, 2008) . Consequently, the cultural intelligence, or CQ level of a
team or workgroup could have similar effects on the performance of the group, as does
individual cultural intelligence. In other words, the advantages of individual dulitedigence

could be extended to the team-level.
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In the case of global teams, the cultural intelligence level of a parti@am will
determine its overall performance — teams with higher CQ will perforrarlibtin those with
low CQ levels. In their investigation of multicultural teams with MBA stusleBhokef and
Erez (2006) found a positive correlation of mean CQ levels on team performance. Extending
their own work, Shokef and Erez (2008) proposed that high team-level CQ will incraase t
performance, as team members develop trust and mututal understanding oveildmne. A
multicultural teams have been shown to learn from the experience of working sutth a
team, and the opportunity could help them perform better. When global team members are
culturally aware and sensitive, they will perform better in the global@mvient. If group
members are culturally sensitive and awareness about different cukistesaenong members,
other group members can learn from their colleagues, ask questions about patrtitiuies and
raise awareness, as well as set an example of cultural intelligepeers. All the above factors
will contribute to enhanced perormance for the team.

Once again, the arguments related to human resource practices and global team
performance also apply to the cultural intelligence of global team engdoy@lobal teams
often have several members from another country/culture and this can sigyitdtat the
implementation of policies and programs as well as team effectivesgesKitkman and
Shapiro, 1997; Gibson, 1999; Kirkman, Gibson and Shapiro, 2001). Cultural diversity has been
shown to affect people working with each other, owing to the challenges of diffezéstr@d
modes of communication and interpretability of information (Grosse, 2002; BehfaraKer
Brett, 2006). Having to deal with people from different cultures sometimesscstusss owing
simply to differences in working styles. This problem is heightened with thef wagual

modes of communication and lack of face-to-face contact, as there is ainfkfation
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getting “lost in translation”. Differences in understanding and interpyataf work-related
problems could cause conflict and stress among employees as they tiymplétttheir tasks.
It also adds to the time and effort that global employees have to put in to coingiletasks.

In the specific case of communication or training, both of these HR praabiclelsbe
affected by the cultural intelligence of global team members. Forga&ahgher levels of
cultural intelligence could ease communication with culturally diverse agants. More often
than not, cross-cultural communication has been associated with lower performiezras
(Marquardt and Horvarth, 2001; Schmidt, 2007). High levels of cultural awareness and
sentivitity could help mitigate some of the negative effects on globalgedormance. On the
other hand, specific training, directed towards the skills necessary to opesia®bal work
environment will aid the performance of global teams. Higher levels wiralintelligence will
further enhance the ability of global teams to perform well, as they wiletier equipped with
the skills necessary to operate in a cross-cultural environment.

To review, both Time Zone Difference and Cultural Intelligence (CQ)al#r the
effects of HR practices in the global work context, as opposed to the tradititinahted work
context in which existing theories of strategic human resource managemeieea developed
and tested. Further, in the global work context, where employees coordinate mSs ac
different time zones, team-level performance becomes important asetated setbacks faced
by one member could affect the entire team, delaying group processes and dbitpusly,
team-level cultural intelligence can have synergistic positivetsffan the performance of

groups with high cultural intelligence, and vice versa.

23



Human Resource Practices and Global Teams: Limited Research

While global teams are growing in number and importance (Kanawattamach#oo,
2002), human resource policies and practices have not been responsive enough to thge changin
dynamics of the workplace. The human resource management literatunesrémaed to
traditional organizational settings, wherein work is conducted in different ®ffitain a
country, and is yet to fully explore the global work context. When examinedyechsa this
area has been restricted to strategic HR for multinational corporations,umidie experiences
and implementation of, HR practices for expatriate employees (e.g. Dowéaging and Engle,
2008; Schuler and Jackson, 2005; Vance and Paik, 2010).

Little research has been done about the management of, and the implementation of
human resource practices for global teams (Axtell, Fleck, and Turner, 2005;aKirlRasen,
Tesluk, and Gibson, 2004). The few initial studies that do exist, provide only theooetical
conceptual arguments for the practice and implementation of human resourcepiadtie
context of virtual teams in general, and the case of global teams, or glohateployees has
been relatively ignored (sé&hschulteand Steele, 2011; Hertel et al, 2005; Hinds and Kiesler,
2002; Gibson and Cohen, 2003; Axtell et al., 2005; Powell, Piccoli, and Ives, 2004 for reviews).
Further, within the field of virtual teams, researchers lament the faarti@rical studies
including global teams have been limited, and that many aspects of virtugbteeesses and
outcomes remain unexamined (Ebrahim, Ahmed and Taha, 2009; Martins, Gilson and Maynard,
2004).

One of the key elements of these processes is the design and implementdtemtioé e

human resource practices for global teams and their members. DevelopmesttiviecHR
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practices to manage global teams would enable modern-day organizatiohzadhgir human
resources effectively not only to improve job satisfaction and retention amongrtipdoyees,

but also strategically align human resources with organizational goals tounckss in a global
business environment. As such, current HR practices need to be planned and undertaken with
sufficient awareness of, and regard for, the unique differences and needsrkiag \m a

virtual, global context demands.

First, the global work context more often than not, necessitates the use of teghoolog
enable communication among employees. While the use of technology-mediated
communication is not a unique condition for virtual work (for example, some collocatesl team
may also communicate using virtual technology), it remains the most anparay that
members of virtual teams can communicate and coordinate work (Griffith angl, Real; Fiol
and O’Connor, 2005). Second, and no less important, is the cultural diversity inherent in global
team work. Once again, while collocated teams might or might not be diverse ancutiuoss,
global teams are necessarily so, as they include participants fronemlift@untries and cultures.

In order to be effective, human resource practices must take into account thjeseaspiects of
global team work.

Apart from other differences between virtual and conventional work (e.g. technology
mediated communication and long distance coordination), an additional issue is thatahe hum
resource management practices that work effectively for employeelacated settings within
the organization, do not need to account for time zone differences between emahalytesr
global counterparts (Mohrman, 1999; Kirkman, Gibson, Shapiro, 2001). As highlighted earlier,
global team employees work across significant time differentials, andRh@adtices

implemented for employees engaged in purely collocated work may producendiffeteomes
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(wherein the additional aspect of time zone differentials is not taken into accobat). T
challenges faced by global teams and their members are heightenedduy that they have to
adjust to the different working schedules of their counterparts located dezagelte. Neither
the study of human resource management policies and practices, nor theeartubddrature

has addressed these specific challenges.

Human Resource Practices and Individual Outcomes: Limited Research

Another issue with existing research on human resource practices has besnats
attention to individual employee outcomes. Research that links human resourceptactic
employee outcomes has been limited. One of the reasons cited for this hdmbges difficult
to examine cross-level effects between practices that are implena¢tivedorganizational-level
to individual employees. Methodological as well as measurement issates tel analyzing
effects of organizational level practices on individual-level outcomes posélamprfor the
conduct of empirical studies on this topic (Guest, 1997; Gerhart, Wright, McMahan ahd Snel
2000; Wright, Gardner, Moynihan, Park, Gerhart and Delery, 2001). As a resulichasdae
area of human resource management has largely focused on organizationalemeunit-I
outcomes. Batt and colleagues (Batt, 2002; Batt and Valcour, 2003) have shown how HR
practices affected individual outcomes such as turnover and quit rates, ancesdamhers
have examined the effects of “high performance” or “high commitment” H&ipes on other
individual outcomes such as work-family balance (Batt and Valcour, 2003; Bali2603).
However, in general, research on the effects of HR practices on individual outtasrasen

severely limited.

26



Also in general, apart from being examined for their edfeoh organizational
productivity, strategic HR practices or “best practices’enbgen mostly examined in traditional
work arrangements including both blue and white-collar employeedjtédamdhas been done to
assess the impact of these HR practices on those employedmvehto work virtually. In the
next section, | review the human resource management literatappléesd to virtual teamwork,
and identify gaps therein. | first discuss the impact of humanumasagpractices on the
performance of global teams (a group-level outcome). Thewyéemn to discuss implications
of human practices for members of global teams, focusing on wioek-family conflict and

stress (individual-level outcomes).

Human Resource Practices and Team Performance: The Case of Global Teams

The strategic human resource management literature has esthhl@bstive link
between the use of certain human resource practices and organizational performance
(MacDuffie, 1995; Huselid, 1995; Ichniowski, Shaw, and Prennushi, 1997; Appelbaum et al,
2000; Cappelli and Neumark, 2001). The vast majority of empirical research on tiss t@lsb
focused on organizational performance, and most studies show that HR practicescghse
organizational or department-level performance (MacDuffie, 1995; Huselid, 1995; Berg,
Appelbaum, Bailey and Kalleberg, 1996; Ichniowski, Shaw and Prennushi, 1997; Appelbaum et
al, 2000). Extensive research over the last decade or more in this area has showarthat a
environment which focuses on improved employee skills and motivation, and provides

employees’ with the opportunity to participate in decision-making resuilteireased employee
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productivity. The enhanced skill and motivation helps employees perform bettal] as w
increase overall organizational performance (Huselid, 1995).

In the case of global teams, group-level performance is affected bylsawveue
factors. Global teams comprise of white-collar knowledge-workersaiiaileo, 2001;
Kirkman et al, 2004), who are guided by common goals, and engage in completing
interdependent tasks (Bal and Teo, 2001; Gassmann and Von Zedtwitz, 2003; Shin, 2005; Hertel
et al., 2005; Rezgui, 2007). Coordinated teamwork requires that employees communicate
effectively with each other, and meet the deadline-driven demands of team-loaked s can
add to the work intensity of team-members because they have to respond to requekts from
team, communicate effectively with all members of the team, and do so inafasi@bn. The
interdependent nature of tasks could affect the team’s performance sincaxddepeseveral
factors such as timeliness of members’ outputs, effective coordination amangiEmbers, as
well as the quality of output. All members may not be equally effective indbeimunication
or coordination skills, and the ability to meet deadlines can severely affecothEsy
performance owing to coordination issues. Further, participative decision-ntakiltg
contribute to group conflict and it may take longer for teams to arrive at a consenstis. Ne
getting additional skills and formal training, as the high-performance ganaativocates, also
requires more effort on part of the employee owing to the time spent in theseaatver and
above normal job requirements, and can come in the way of group coordination. Since
coordinated teamwork involves interdependent tasks, team-work suffers whemgleyees
have to take time away from their daily work activities to get trainedofAlle above factors

put team-performance at risk, with the implementation of human resourcegsasich as
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participative decision making or formal on-the-job training, especialyteam-based
knowledge work setting.

Further, white-collar employees, such as knowledge workers, face a waortnenent
that comprises deadline-driven projects and the time pressures to compketotdd further
contribute to the intensification of work. The frequency of communication requiredin tea
work as well as participative decision- making can also be a source oftemkity. This can

affect the group-level performance of the team.

Human Resource Practices and Individual Work-Family Conflict: The Casllodl@eams

One important area of research in human resource practices has beedytloé thieir
effects on the work and family lives of individuals. With the number of dual-earnéiefaon
the rise, longer working hours required of working couples and the simultaneous needdo care
children, the elderly and the sick (Kossek, Colquitt, and Noe, 2001; Kossek and Nichols, 1992),
addressing the family pressures of individual employees have become awerkplace
concern. As such, research attention has been drawn to the use of HR practicesrasta me
enhance the work-family needs of individual employees (Perry-Smith and Blum, 2008;&iVhi
al, 2003; Berg et al, 2003; Batt and Valcour, 2003). Also, a relatively large bodgafaesas
examined outcomes associated with flexible work arrangements, and it has aigclime
significant positive outcomes for employees (Kossek and Ozeki 1998; Adams and Jex, 1999;
Baltes et al.1999; Golden, 2001; Goldenhar, 2001).

For the specific case of global team professionals, the nature of work and time

differentials may have a significant impact on the work-family livemembers. Research has
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shown that job demands such as long hours, overtime and coworker conflict reduce wigrk-fami
balance (Greenhaus and Buetell, 1985; Frone, Russell, and Cooper, 1992). Group-working
practices and modern-day team structures also have a negative effecivorktfiemily balance
of employees (see Batt and Valcour, 2003 for a review). For the specdiofogi®bally

working professionals, the unique challenges of working as part of the global waektcamd

the inherent time differentials may have a significant impact on the \aankyflives of

members. In the global virtual work context, communication takes place pyithaough the

use of technology and distributed work systems. Additionally, virtual work requaleasl gl
employees to develop specific interpersonal skills to coordinate with coutgerpigh the

added disadvantage of a lack of face-to-face interaction. In addition to theelaiddraspects,
global employees have to also balance their own personal life situations. lif&/Gddance in

the context of global employees takes on the new dimension of necessitatinggved odd

hours (sometimes nights and weekends) in order to adjust to differences aotiesewith
globally separated counterparts.

Conflict in work and time demands facing global team employees, owing to bati spat
and temporal distance among members, makes the concept of work-family qartlmilarly
salient for them. “Work-family conflict” is one of the most important varisioleinterest in the
work-family literature. Established research on work-family conflast tiscussed the different
sources of role conflict when an individual is required to perform both work and faoleiby r
(Katz and Kahn, 1978; Greenhaus and Beutell, 1985). Derived from a scarcity Bigtithe
assumes a fixed amount of time and human energy, role theory suggests that iisdividual
participate in multiple roles (such as in two different types of jobs, or in twoehtféypes of

roles, e.g. in the work and family domains) inevitably experience confligertGaus and
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Beutell (1985) identified three sources of role conflict in their seminalweiavork-family

conflict studies: time-based conflict (Kahn et al., 1964; Pleck et al., 1980):Isas@a conflict

(Pleck et al., 1980); and behavior-based conflict (Schein, 1973). According to Greamnthaus

Beutell (1985), competing expectations from performing work-roles andyfaioidds may cause

individuals to experience at least one or more of the three types of conflictiedeby them.

From a role theory perspective, all three sources of conflict identified dgnGaus and Beutell

(1985) can significantly affect individuals working in a global context. Firsg-based conflict

arise may arise from the number of hours worked, overtime and shift work, or the lack of

consistency of work schedules (Keith and Schafer, 1980; Pleck et al., 1980). Given themhatur

their work, these employees have to adjust their work schedules; work nonstandard dwdurs; w

with inconsistent schedules related to requirements of their counterparteiardifocations;

and work nights and weekends to coordinate with counterparts in different time zdrods - al

which contribute to time-based conflict. Global team employees’ situatitmei family role

could also be a source of time-based conflict. Marital status, number and agks spausal

employment patterns could impact the work-family conflict of global eygas (Pleck et al.,

1980; Keith and Schafer, 1980; Greenhaus and Kopelman, 1981; Beutell and Greenhaus, 1982)
Secondly, several factors contribute to the strain-based conflict expeiey global

employees. Because global employees have to work nights and odd hours, they must underg

strain and psychological disturbances related to sleeping hours, longedeekkteurs at work,

and also long hours at the computer or phone. Continually working with technology can affect

both the physical and mental well being of employees (Kraut et al, 1998). Working odd and

extended hours creates strain that may hamper the global employeest@bptitform their

family roles.
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Third, global employees potentially face behavior-based conflict owirigetodture of
their work. Studies have suggested that behaviors that are expected to bedeahibi
workplace may be incompatible with those expected at home, and thus become a source of
behavior-based conflict for employees (Bartolome, 1972; Burke, Weir, and DuwWa@ss, 19
Greiff and Muntor 1980). Apart from having to behave differently at work and wihilyf
norms, there is additional pressure on global employees because they have tadwortolget
along with their global and most times, multicultural counterparts. Vivtogk does not allow
for the advantages of face-to-face communication that might enable mstarakrelationships in
a work environment. Working virtually constrains the ability of global employeessblve
potential conflicts at work on a first hand basis, as they have to rely on long distance and
technology-mediated communication to discuss issues. People who engage in onkuzed
to possess certain capabilities in order for them to work effectively withabenterparts. First,
they need sufficient task-related knowledge and skills. They also need to hakidsie work
collaboratively in the virtual space. Researchers believe that they neradl $&tlls to work with
people quite different from themselves. Global team employees need to havarecéofer
ambiguity to deal with the unstructured communication that characterizes mudiaifwork.
For example, both the personality dimensions and skills of virtual team membersblave b
identified as important for the effectiveness of a virtual team (Gibsoahdn, 2003).

Additionally, the lack of face-to-face interaction has been cited ageaeskmitation for
their work productivity (Munck, 2001; Hooks and Higgs, 2002) that needs to be made up by
global team employees (see Van Dyne, Kossek and Lobel, 2007 for a discussionplegel
face-time use). The use of technology to get flexibility at the workplaoes with certain

disadvantages, and global team employees need to engage in proactive behaanag&the
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lack of face-to-face interaction. For example, face-to-face irttenachave the obvious
advantage of facial cues, body language and the opportunity to sort out iss@elataiy
which is absent in a virtual interaction. Gibson and Cohen (2003) discuss the advantages of
face-to-face communication as opposed to interacting virtually with the tedhofology.
Arriving at consensus has been shown to be more difficult in virtual team s¢Holjagshead
and McGrath, 1995). Global team employees may have to talk more, or talk loudly, and need to
be in constant negotiation mode, so that they can convince other members over emag or phon
about their task-related goals.

Another factor affecting the behavior-based work-family conflict is thenall
differences that are incumbent upon all global team employees to manade.tréditional
collocated teams may also consist of members from diverse cultural bacélgy the global
work context often has several members from another country/culture and this Hassigni
implications for global employees (see Kirkman and Shapiro, 1997; Gibson, 1999; Kirkman,
Gibson and Shapiro, 2001 for examples). Working with people from different cultures might
cause additional pressures for global employees, as they have to change thar treqaently
in order to be able to communicate effectively with counterparts from diffesantrees and
cultures; learn (and unlearn) their language, manners and cultural norms. Movingdémitha
between different cultural expectations creates both behavior-based casfli!l as strain-
based conflict.

As such, global team employees are potentially faced with all the threesad work-
family conflict espoused by Greenhaus and Beutell (1985). Extra and incohaisti& hours,
conflicting roles as well as behavior expectations and time pressuagisl ab the role conflict

experienced by global employees and can impact their work-family confli

33



Human Resource Practices and Individual Stress: The Case of Global Teaoydaspl

While the “best practices” identified by the human resource gement literature have
been shown to affect organizational performance positively, one of therlatesras of this line
of research has been that these set of HR practiceslgstaljave negative effects on individual
employees, especially in the knowledge-work setting charaeteby teamwork. Teamwork
means that employees have to be available whenever the teans deciteet, even if the timing
may not be suitable to the needs of individual employees. This eambgative effects on the
well being of employees (White et al, 2003) because it cr@atesmporal “bind” (Hochschild,
1997) as employees adjust their time schedules to meet defmamdbeir teams. Participative
decision-making also comes with its associated negativeteffer employees. Just like
autonomy means greater responsibility and intensive work, participatsonimplies more
responsibility and an intensification of work, especially amongteatollar employees.
Employees achieve the greater productivity by going the exite, and contributing their
“discretionary effort” (Appelbaum et al, 2000), which may cause additiomesstor them.

Ramsay et al. (2000) have shown that the widely held assumptiorthéhgtositive
performance outcomes from high-performance HR practices flav pasitive employee
outcomes like enhanced employee motivation is questionable. Theséandesearchers have
pointed out that enhancing employee motivation could contradictorily téafser job stress for
employees (Ramsay et al., 2000; White et al., 2003). “High peafurei HR practices such as
communication, training, and participation in self-managed teams -icesathat have been
shown to enhance employee discretion and motivation - can contribirte taténsification of

work because they necessitate employees to take their owrodeasid contribute more to the
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workplace. Moreover, new ways of working with the implementatiohigh performance HR
practices’, alongside the implementation of new forms of technolagg lthanged the job
demands of workers. Teamwork requires workers to make moreathscesnd to develop more
interpersonal skills; and continuous improvement techniques, such as psuhleng groups,
demand greater analytical skills among workers.

While some changes in human resource practices at the wakptae improved
working conditions and brought about more job autonomy for workers as well as opportanities
participate in decisions, than previous work systems, there is atdenee that these changes
have led to higher levels of work pressure and work strain (Gallie, Z2fjfhelli et al., 1997).
In addition, some studies find that the pace of technological change psomak
intensification and the psychological strain of workers (Greenvaidtosh. 2001; Green 2001;
Green, 2002). The negative effects of work intensification on indivielmgloyees have been
well documented (Green 2002; Fagan and Burchell, 2002). The intensifiazt work,
especially the time pressures associated with it, dirgogbacts the stress levels of individual
employees. Higher pace of work, which includes both having to worlglatsipeeds as well as
meeting tight deadlines, can also create job stress (Burke, G86n and Mcintosh. 2001;
Green 2001; Green, 2002).

In sum, researchers have argued that the positive aspects of ‘high performance HR
practices’, while mostly beneficial for the organization, can negativelgcetripdividual
employees by increasing their stress (Ramsay, Scholarios ang, 2800; White et al, 2003).
For example, although autonomy is supposed to enable workers accomplish their taskss in w
more suitable to them, greater autonomy among white-collar employeesealss that they

work more hours and experience an intensification of work (Greenan and Mairesse, 2002)
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These arguments point to the reasons high performance HR praatitiesst practices”
may result in more intensive work and time pressures for individudlse impact of HR
practices on individual employees is two-fold and sometimesamtotory: while they enhance
organizational performance by increasing employee motivation kallgl such that employees
become more productive; they can have a potential negative impatividual employees, as
well as the teams that they work in. This problem is eajpe@pplicable to the case of global
teams, which are characterized by unique work environment (sudte dack of face-to-face
communication, cultural diversity, time zone difference, interdependeitasks and deadline-

driven work).

Extending Theories of Human Resource Management to Global Teams

Relevant HR Practices for Global Teams

Drawing from multiple perspectives (namely the human resource managerdesitaal
team literatures), | propose to include the following human resource psdcticg/ study of
global team employees. (1) Communication, (2) Training (3) Flexibl&kMgPractices, and
(4) Autonomy or Control over Work Schedule. My choice was based on relevance of@practi
to the knowledge-based work carried out by global team employees, as edhvasce of a
practice to the virtual nature of work carried out by such employees.

The two aspects of global virtual work that is the focus of this dissertation guide the
choice of relevant HR practices for global teams: (1) time zoneeiiter and (2) cultural

intelligence. Differences in time zones that global team employeesdavork with could
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significantly affect the implementation of different HR policies and prestfor this group of
employees.

First, a lack of opportunity for face-to-face interaction necessitlagesse of technology-
mediated communication among global teams. Communication among global tedrarsie
and their overseas counterparts needs to be accomplished virtually; therefomel¢neeintation
of communication practices for global teams is not the same as practitesliitonal
collocated teams. Second, formal and informal training provided to employeesmbeds t
tailored for global teams, because of the unique challenges of the global wodnerent. For
example, specific training to deal with different cultures, and for bettermanagement help
global team employees remain effective on their jobs. These types of tramiseaifically
helpful for employees working in the global context, as opposed to their collocated partater

Also, global team employees need to be trained to manage technology and use
technology to communicate effectively on a day-to-day basis. As such, technalamgtr
needs to be included as part of skills training for global team employeedly,imee zone
difference has important effects on the schedule of global team empldyaaag to adjust
schedules to different time zones may require global team members to glukori weekends,
and after normal working hours. They may also need to work longer hours as well as work
inconsistent schedules due to the different time zones in which their work cousterpgre
located. Most importantly, since they have to coordinate work with people sitnatéidient
time zones, global team employees have lesser control over their workingahdwsshedule
than collocated team employees. These issues related to time zone diffexemmportant
implications for the implementation of flexible work practices as well a& sdredule for

global team employees. The flexible workplace practices that arenmepted for the rest of the
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organization may not be necessarily effective for global team emgloye@g to the unique
challenges of time zone difference.

Additionally, cultural intelligence has significant implications for glofe@ms, more
than traditional collocated teams. The unique work context requires global tednyess to
work with people from different countries and cultures. While even traditionasteanid be
culturally diverse, the global work context is necessarily so and can baexskpebave a great
extent of cultural diversity among working counterparts. Hence cultursitisety and
intelligence have a significant role to play for the effectivenessobbyteams. Workplace
policies and practices must be implemented with this aspect in mind. For exartipta) ¢
training could help global team employees perform better at their jobs, andesmportant for
global team emplioyees rather than their collocated counterparts. Alsoalkdiwarsity could
pose additional challenges for communication across different time zones. Caatimgniith
people from different cultures could be especially challenging whenauided with lack of
face-to-face interaction. Therefore cultural intellligencempleyees has important
implications for global teams.

| choose the HR practices that have specific implications for the global wotdxt,
based on the unique effects of time zone difference and cultural intelligence efisebese.
Additionally, | examine the select HR practices that have been highlightedhltbe virtual
team and human resource management literatures. The human resource manisgetuzat |
highlights the success of best HR practices developed along the prinéiplesnomy (or
opportunity to participate); communication; skills and training (Appelbaurh) 2000; Huselid,
1995; Batt, 2002). More importantly, autonomy, training, and opportunity to participate in

decision-making have been shown to affect the work-family lives of individuabgegs (see
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Batt and Valcour, 2003). Additionally, the virtual team literature also pan®tkplace
practices such as communication and training that are important for the cohdraip-level
coordinated virtual work. | also examine the effect of flexible work pres@nd control over
work schedule, since these practices are directly related to the roleeafaima difference in a
global work context.

As already mentioned, a review of the virtual teams literature pointed t@sHament
that the practice of human resource management for virtual teams, and the esnplatyeerk
as part of such teams, has been not adequately researched (Axtell, Flecknaend2005;
Kirkman, Rosen, Tesluk, and Gibson, 2004). However, researchers have identifiegttha ne
the same, and some conceptual work on HR practices in virtual teams has been developed. F
example, Hertel, Geister, and Konradt (2005) outline a five-phased approach to hwouereres
management in virtual teams, and identify specific aspects of human regmaatiees that need
to be considered in each phase. The framework not only provides a guideline to the specif
human resource practices that are important for virtual team work, but alsglmighé reasons
each practice would support coordinated work in a virtual environment.

| use Hertel et al's (2005) framework to guide my selection of human resouctiegsa
for my study. Since much of virtual work involves multiple actors, and is done in a team, sett
Hertel’'s framework is based on the different phases identified in a teayclde It is important
to note that since all these HR practices could be simultaneously present at ometpoet
unlike Hertel et al (2005), | examine HR practices at one point in time, and oaglhthe
different phases of the team process. Below | present a list of the rélewagt resource

management concept.
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1. Communication
2. Training
3. Flexible Working Practices

4. Work Schedule

In the following chapter, | draw from the human resource management andl tei@ma
literatures reviewed in the previous paragraphs, and analyze their inoplctair global teams
and employees. More specifically, | examine the effects of HR peadistich as
communication, training, flexible working practices, and work schedule) on therparfoe,
work-family conflict, and stress outcomes of global teams. | also diskeasmplications of
time zone difference and cultural intelligence for global team perfuzenand employee stress.
Finally, based on these theoretical frameworks, | derive the specifichegastthat will be

tested in this study.
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CHAPTER 3: PROPOSED MODEL AND HYPOTHESES

The previously described concepts build the foundation for developing a conceptual
framework for understanding the global team work context. In this sectiovelbgea model to
study relationships between HR practices, individual and team-level outcongésbi@rteams;
and specifically examine the effects of time zone difference and aluhtelligence in this work
context. | then develop relevant hypotheses to test proposed empirical relatianstiasthe
study constructs. An empirical model of the effects of HR practices onl ¢galoa and

individual employee outcomes are depicted in Figure 2.

Effects of HR Practices on Global Team and Individual Employee Outcomes

My selection of HR practices for purposes of this study is based on those that have been
commonly used in the human resource management and virtual work literaturest theskec
HR practices | consider specifically important to understand the outcolaesir® work-family
conflict and stress experienced by global employees, as well as #meiteieel performance: (1)
Training; (2) Communication; (3) Flexible Work Practices; and (4) Work Scaedul

| propose that the effects of HR practices (such as Training, Communjdégaible
Work Practices, and Work Schedule) on the Performance of global teams, and thea&dress
Work-Family Conflict of individual employees working as part of these teardev
moderated by (1) the Time Zone Difference between them; and (2) thedinfeCultural
Intelligence. Please refer to Figure 2 for a graphical reprdésemtd the overall conceptual

model to be tested in this study.

41



Below, | first discuss the direct effects of HR practices on gl@aahtperformance, and
global employee stress. Then, | review the concepts of time zone diff¢feizgeand cultural
intelligence (CQ) and develop theses to illustrate how both TZD and CQ maitherate
hypothesized relationships between HR practices and global team perfoandnodividual
stress outcomes. In so doing, | also analyze the role of work-family cadlecimediator
between HR practices and individual global employee stress. The first EtiR@iadiscuss in

the global work context is: Communication.

Communication

Technology-mediated Communication and Global Team Performance

Perhaps the most widely studied area in the context of distributed or virtual \ebes re
to the use of technology for communication that is necessitated by and helps in the
accomplishment of work from different locations (Jarvenpaa and Ives 1994). Even though
technology-mediated communication (e.g. the use of emails, telephone andonéE@rtcing)
is unavoidable and remains the most common method of communication in a globally dispersed
virtual work setting, research in this area documents the many disadvantages isles of
communication (see Gibson and Cohen, 2003; Kirkman, Rosen, Gibson, Tesluk and McPherson,
2002; Rico and Cohen, 2005 for some examples).

For example, Baltes, Dickson, Sherman, Bauer and LaGanke (2002) find that the use of
computer-mediated technology is anything but ideal for group decision-makitigeid study,
computer-mediated decision-making was found to be less effective thaofiace-t

communication as it takes more time, and allows for less information exchandditiora a
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separate body of research has also discussed the advantages of fag@ve+f&echnology-
mediated communication in virtually dispersed work contexts (e.g. Gibson and Cohen, 2003;
Andres, 2002; McDonough, Kahn and Barczak, 2001; Straus and McGrath, 1994).

Since globally dispersed work necessitates the use of technology-mediated
communication, the resultant ambiguity in communication, and limited ability of Igkedoas to
exchange information with their counterparts and supervisors could interfere idaihetask
execution and affect their performance. The problems associated with teghmeldigited
communication include time lags, communication lapses, and lack of face-tdigaussions, all
of which can create confusion and ambiguity in what is expected of an individual workirg w
a globally dispersed environment. An additional element of the globally dispevsledantext
is the time zone difference between employees and their work counterparts.

Technology-mediated communication across different time zones can haiieang
negative effects on employee performance since it has higher potentiabigudi®s,
hampering decision-making and problem-solving; can be the cause for sighifedays in
communication; and could take more time for interpretation, thereby making sy
difficult for global teams to accomplish their work in a timely and edficimanner. More often
than not, members communicate virtually even within hybrid global teams, iegieaims are
collocated but coordinate with overseas counterparts (Klein and Barrett, 200ihg t0 the
nature of their work, which necessitates separate online coordination with globa&rpattst
hybrid global team members are prone to communicate with a mix of faaee@dhd virtual
modes within their own teams as well.

In this study I include two aspects of technology-mediated communication in globall

dispersed work environments: Communication richness and Communication Overloadhel use
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term “communication richness” to refer to the use of “richer” media alongedescribed by
Daft and Lengel (1984). According to Daft and Lengel’s widely applied nrexfiness theory,
the media classifications in order of decreasing richness are (1pféaeet (2) telephone; (3)
personal documents such as letters or memos; (4) impersonal documents; (5) docoenents
(1986: 560). One of the ways in which the potential negative effects of technologyedediat
communication on virtual work can be reduced in is by having “media richness”. Ndtdiass
refers to the “ability of a medium to change understanding of information within aainté
time” (Daft and Lengel, 1984: 560).

According to the media richness theory (Daft and Lengel, 1984), using meitka and a
mix of face-to-face and technology to communicate and coordinate work caatenitig
disadvantages of having to work virtually from geographically dispersed wodsszaw
enhance global team performance (Maznevski and Chudoba, 2000). The negativefeffects
technology-mediated communication on virtual work can be offset by the richneesliaf used
(Carlson and Zmud, 1999; Hinds and Kiesler, 1995; Jarvenpaa, Rao and Huber, 1988; May and
Carter, 2001; Burgoon, Bonito, Ramirez, Dunbar, Kam and Fischer, 2002). With newer
technologies available for current day global work, and the use of both visual as wel
electronic media to communicate, the disadvantages of virtual communication can be
significantly reduced. In fact, the use of modern technology enables groups of inditido@
able to work effectively from virtual locations and can aid in their task peafocenas seen in
the case of employees working as part of virtual teams, as well as indivathvebrkers (Baker,
2002; Burgoon et al., 2002; Kossek, Lautsch, and Eaton, 2006). Additionally, virtual work has
been shown to be executed optimally with the use of a mix of face-to-face andagghnol

mediated communication (Kirkman, Rosen, Tesluk and Gibson, 2004) and the use of visual
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technology such as video conferencing has been shown to be a key determinant for the
effectiveness of distributed work processes (Lurey and Raisinghani, 2001; Ba@2y. When
richer media is used, coordination among group members can be enhanced, therelyiresult
better overall team performance. Jarvenpaa and Leidner (1999) found that nedtiisnedy
communication was key to building trust and commitment in virtual teams. Coryersatk
of richness in communication media will reduce the performance levels of glabad t

On the other hand, the volume and frequency of information exchanged (e.g. repeated
email communication) could cause work interruptions and take time away from glaival t
employees’ primary work tasks. | use the term “communication overload” tolokesgcessive
amounts and frequency of virtual communication. The use of technology-mediated
communication works well only in moderation and research has shown that virtual eesploy
perform best when a combination of face-to-face and technology-mediatetbogration is
used to coordinate among team members. For example, while technology-mediated
communication is a necessary aid for virtual work, the excessive use of @c@mtunicate
has been shown to have a negative impact on the effectiveness of virtual teaneemploy
(Levine, Lynch, Miyake, and Lucia, 1989; Czerwinski, Horvitz, and Wilhite, 2004)n Eve
though it allows for multi-tasking, constant checking and responding to emailsaataliggocus
of the employee from their current task at hand, and interferes with thdipedormance
(Hollingshead, 1996; Graetz, Boyle, Kimble, Thompson and Garloch, 1998; Cappel and
Windsor, 2000). Email is an impersonal document and many times has numeric documents such
as charts and reports sent as attachments, which require some lengthod@tipher and use.
As such, email communication ranks low on the richness scale identified bgriddfengel

(1984), and when used incessantly, would serve to divert global team employees iirororthe
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and affect their performance negatively. Early research by Kraut aemte\t(1997) cited by
Kiesler and colleagues (1997; 2002) has shown that the use of technology-mediated
communication, especially email, can cause information overload as wellrasgtitas in
communication. The added volume of emails, as sometimes employees are copiegtbmgver
that is remotely related to their work, adds to their workload as well as chssgsions in the
handling of their core job functions (Gillam and Oppenheim, 2006). Excessive use of emalil
while allowing employees to handle multiple tasks at the same time, alsasasrthe pace of
work as well as takes away time from the primary work tasks of the employevi@ski,
Horvitz, and Wilhite, 2004). Examples of excessive use of email include usinig@ma
communicate more frequently than necessary, or for a major proportion of the weviethay
when not necessary, or when work could be completed more quickly over the phone.

| propose that the required use of frequent email and other forms of technology-mediated
communication will not only have a negative impact on the performance of globayeagpl
but this effect will be compounded in global teams, since these teams consist miusume
employees affected by communication overload. Coordination among team meimfiless w
affected by the time pressures faced by coworkers owing to time zonerdifeyand the
completion of shared goals could be delayed. In addition, as explained in the previous pages,
media richness also has a potential effect on global team performanceic&pgdiased on
media richness theory outlined earlier, the lack of media richness issdsdaogith lower
performance of employees, and vice versa. For example, the use of eméteor wr
communication will result in lower employee performance than face-todammunication,
owing to the potentially lower level of shared understanding and coordination pos#ibileen

use of less rich media to conduct work.
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Shared understanding and mutual trust has been shown to be a key determinant of virtual
team performance (Jarvenpaa et al, 1998; Kanawattanachai and Yoo, 2002; Malhotra and
Majchrzak, 2004; Peters and Karren, 2009; Sarker, Ahuja, Sarker, and Kirkeby, 20113l Share
understanding of the tasks at hand and team goals, help those virtual teams o lpetéarthan
teams that do not have this advantage. Moreover, Mitchell and Zigurs’ (2009) régrevied
several themes of trust in virtual teams. Among them, communication was found to be one of
the most important antecedents of trust in virtual teams — both the type and fregfuency
communication determined levels of trust in these teams. Developing a skeam@dgof team
goals, and improved trust between members enables virtual team membaisve #wse goals
more efficiently.

More recently, researchers have identified the development of transaetiveryn
systems within virtual teams, as an important determinant of virtual tedonmpance (Soo
Young, Heeseok, and Youngjin, 2010; Lewis and Herndon, 2011; Maynard, Mathieu, Rapp, and
Gilson, L. L.; 2012). Transactive memory is the shared knowledge of “who knows what” in a
group or team environment. Wegner (1986) introduced the concept of transactiveymemor
systems in groups and defined it as a combination of the knowledge possesséddoggac
member and a group level awareness of “who knows what”. He argued that thismystel®s
group members with access to a level of knowledge that no one member could remember
Moreland and colleagues (Moreland and Argote, 1995; Moreland, Argote, and Krishnan, 1998;
Liang,; Moreland and Myaskovsky, 2000) have identified the development of traasacti
memory systems as a clear advantage for teams. This system combikieswledge possessed
by individual team members with a shared awareness of ‘who knows what’. So when team

members need information, but cannot remember it themselves or are uncertaihebout t
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accuracy of their memories, they can turn to one another for help. A transastha@yrsystem
thus provides access to more and better information than any single team mentbpossess
alone. When individuals work together as part of a team, for the achievement o€ specif
interdependent tasks, transactive memory systems develop through the comamunicati
(Hollingshead, 1998) among team members. As team members become awaneotierés:
expertise, they turn to each other for help, in order to achieve team goalsgyficiéherefore,
participation in teams designed to achieve specific tasks, leads to the developtransactive
memory systems, as members are able to relate to each other and work@lemsely the
achievement of interdependent goals. A transactive memory system is usafidebet can
serve as an external storage device (like a library) for everyone ligkbe beam.

Both communication overload and a lack of communication richness could limit the
development of a transactive memory system among virtual team members. édthen t
members have to respond to frequent emails, or use virtual modes of communication
excessively, their ability to keep track of ‘who knows what'’ is reduced, agcateenot able to
take advantage of a transactive memory system that has been shown to dittairtua
performance. Use of less rich communication media could also contribute to tHisadisge,
owing to its limited ability to enable flow of information across membews.ekample,
telephone or email (a less rich medium of communication) is more prone to ambiguaisaass
delays in communication flow, compared to face-to-face communication. Consegqigamtiy
with high levels of communication overload, as well as low levels of communicatloress are
less able to achieve their team goals effectively.

The quality, not quantity, of communication and information flow, is important for the

development of trust and shared understanding, as well as transactive memogyvatual
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team members. Both an overload of communication, as well as a lack of communication
richness affect the quality of communication negatively, and as such, pbteetiace team
performance.

In sum, communication overload as well as a lack of communication richness in the
global team environment creates barriers to the development of trust and sharsthndiheyr
between members, as well as the achievement common team goals. | prapbseartharent
lack of media richness and frequent use of technology mediated communication (caatiomunic
overload) experienced by global team employees, coupled with the chalkdémgesp-
coordination and trust, and delayed communication, will have a negative impact on the
performance of the team as a whole.

Hypothesis 1-ATechnology-mediated communication will have a negative relationship

with the team-level performance of globally dispersed employees.

Communication and Global Team Performance:

The Moderating Role of Time Zone Difference

| further argue that the extent of time zone difference will moderateftacts of
technology-mediated communication on the performance of global teams. Kloé lac
communication richness and frequent use of technology-mediated communication
(communication overload) reduces the performance levels of global teamgrdtiem is
heightened when members face a high degree of time zone difference withparmtaxot
only does the ease of communication reduce owing to greater physical distameen

counterparts, and limited possibility of face-to-face communication, but alsiskkef time
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lags and delays in communication increases as individual members have to cowiitlnate
counterparts in places with higher time zone differential (resulting in @hidhgree of
virtuality”). For example, with a 13-hour time difference between US and Japamaer of a
global team in the US has to wait for one additional working day to receive eromila f
Japanese counterpart and vice versa. This will have a greater negatieeamghe overall
performance of the US team, as opposed to if the member were working with apantiimeihe
UK (with a 5-hour time difference). Owing to greater time zone difleeethe member has to
face potentially longer delays in communication, to be able to complete theirsksn ta
effect, this could impact the group goals, and ability to meet group deadlines. The
interdependency of tasks in global teams makes the time zone differen@rpecignificant
reason for delays in task completion and affects team performance nggativel

Hypothesis 1-B: Time Zone Difference (TZD) will moderate the relatignisetween
technology-mediated communication and global team performance, such thajatieene

relationship is stronger for higher levels of TZD.

Communication and Global Team Performance:

The Moderating Role of Cultural Intelligence

Individuals working as a part of a globally distributed environment faceaaliferent
challenges owing to the nature of their work and coordination requirements witlerpauits
who may work from different parts of the world. One of these primary challgoge®d out in
the virtual team literature is the lack of face-to-face communicationgkhgsvthe need for

global employees to communicate with counterparts from different culturege &V
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multicultural environment may be considered otherwise ‘normal’ in today’s globabeny

even within a collocated work environment (for example, a culturally diverse,téaam)
collocated environments are not necessarily multicultural. On the other hand, gidkfakees,

by definition, are almost necessarily multicultural. Consequently, one oh#élertges faced by
individuals working in this environment has to do with communication with their counterparts
from different cultures in order to accomplish their tasks. Moreover, this comronibas to

be accomplished virtually, using technology-mediated communication such igseehone,

or video conferencing, etc.

In order to do this, apart from requiring adequate skills to work with virtual
communication technologies, global employees need to work with different sudinde
therefore require additional skills to communicate with their colleaguesamderparts from
across the globe. Awareness about, and an understanding of different cultures othside of
own would particularly help global employees to be able to coordinate theibtsdsand
potentially affect their work performance. While HR practices provideaures from the
organizational environment that could aid the performance of global employees| cultura
awareness and knowledge is a resource that if possessed and utilized properlyscaudda
global team performance.

Communication, especially long distance communication poses challenges whead cult
norms affect the type and ways people prefer to communicate. For example, MArdmg,
Massey and Song (2001) highlight how the use of technology-mediated comiourticat
could have an adverse impact on virtual team outcomes. Similarly, national cldtuappears
to affect interaction among virtual workers, such that members from indi\stoalultures tend

to challenge majority positions more than members from collectivist culfliaes Wei, Watson,
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Clapper and McLean, 1998). Cultural differences have also been found to negatively impa
coordination and communication among people working virtually (Maznevski and Chudoba,
2000; Leidner and Kayworth, 2008). A high cultural intelligence quotient (CQ) amohbagl gl
team members will become an aid for global employees to be able to dodHewih greater
ease by reducing some of the disadvantages of communication with people froemdiffe
cultural backgrounds.

| further argue that the CQ levels of individual members of global tealinsave a
synergistic effect on the group-level CQ. When individuals with high CQ comééogttey
create a learning environment for different cultures; create exjpestdbr fellow-members to
be culturally aware; as well as set a standard for cultural sensitititiyr the team. Also,
members have access to colleagues with cultural awareness and camegouwoth questions
regarding a particular culture, or about how to deal with a counterpart fromaulaartiulture.

If members have a high CQ, they not only spread the awareness but also act adetsieand
‘resident experts’ for culturally sensitive information that may aid tip@iup members to
understand their global work environment and perform better.

Therefore | hypothesize that an enhanced cultural knowledge would better letpaip g
team employees to deal with their counterparts from different cultural lmacidg, and affect
their overall team performance, as group members’ cultural knowledge eslstfdso, a
knowledge and ability to work with different cultures enables global team gegsddo tackle
situations unique to the global work environment (e.g. manage potential conflict with
counterparts owing to lags o communication, enable them to work better with people from
diverse cultures, and to interpret and communicate better with people from divkusal

backgrounds). Given that global team employees already face the disgegaof a lack of
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face-to-face communication, and are physically separated from theieqoans, higher cultural
intelligence among team members could mitigate some of the nedgé&tiets ef working in this
environment. As such, cultural intelligence or CQ acts as an important moderawglalal
work environment | have conceptualized in this study.

In sum, in the global work context, team members’ cultural intelligence quutiknt
moderate the effects of human resource practices on global team perfrriviore
specifically, | propose that the negative effects of technology-meddiatemunication on the
global team performance will be moderated by the cultural intelligenceequ@€Q) of the
team. In other words, the negative effects of communication on the performaaeabteams
will be reduced when members’ collective cultural intelligence (C@ lis high.

Hypothesis 1-C: Cultural Intelligence (CQ) will moderate the imtahip between technology-
mediated communication and the performance of global teams, such that the negative

relationship is weaker for high levels of CQ.

Training

Training and Global Team Performance

An important aspect discussed in research on geographically distributed work is the
temporal coordination among employees (Montoya-Weiss et al., 2001). As global team
employees grapple with issues related to distributed time and space ohiey aelditional skills
to handle their tasks effectively (e.g. proficiency with the technology usedfomunication;
ability to coordinate across different time zones as they deal with asyiocis communication;

ability to work with people from different nationalities and cultures; and speills to deal
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with problems that may arise owing to the virtual nature of the work, as welrzesge conflict
owing to the physical distance between work counterparts). Specific tramuvnigled to
enhance these unique skills required of employees that work in a globally disettiegd s
would help them perform better. For example, Gibson and Cohen (2003) argue for the
development of specific “training programs for virtuality” to be desigoediftual employees.
In addition to regular training to enhance their work-related skills, | algidrtining related to
development of time management skills, interpersonal conflict management, tedimgbuil
specific training for working with different cultures, and on how to achieuwerbsbrk-family
balance (termed ‘work-family training’ for the purposes of my study)vellp employees’
ability to work as part of a global team setting, and hence improve theirrparice.

Several studies have pointed to the contribution of training to better performance among
virtual teams in general (e.g. Tan, B., Wei, K, Huang, W., Ng, G., 2000), and the speeif¢ cas
geographically dispersed teams (e.qg. Kaiser, P., Tullar, W., and McKowen, D., 2000). F
example, it has been shown that early and consistent training of individuals waskagt of
globally dispersed virtual teams enhances their performance (Kaiser 808t. Van Ryssen and
Godar, 2000). Research on this topic has also highlighted the importance of technetbhas w
interpersonal training for better performance and satisfaction outcomesg amployee who do
coordinated virtual work. Training in technology-mediated communication, or tettmaiming
(Townsend, DeMarie and Hendrickson, 1998; Kirkman, Rosen, Gibson, Tesluk, and McPherson,
2002); interpersonal skills (Warkentin and Beranek, 1999; Kirkman et al, 2002); and problem-
solving techniques (Kirkman, Rosen, Tesluk and Gibson, 2004) have been shown to be key
antecedents for the performance of teams engaged in virtual work. Theymeasons

attributed to the enhanced performance are the development of shared understastling, t
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cohesion, and a heightened sense of collaboration among team members thpetifese/pes

of training bring about among team members. More specifically, trainiogmnmunication
technology and problem-solving techniques to be used in order to do virtual work, help team
members overcome the unique challenges of distributed work, as well as help shehdred
understanding of their work-related goals, and the ways in which they can besedblem.
Interpersonal skills training, apart from the obvious impact of building trust andicale@mong
members, specifically helps team members in the cross-cultural trdesaimherent in globally
dispersed work. Training for interpersonal skill development gives employesl/antage to
deal with the lack of face-to-face interaction in this work setting, so that#rework better

with others.

Apart from these, the following types of training could also help global emplogess
out their daily tasks, and perform better in a globally dispersed virtual workxtoiest, time
management skills will help employees develop the skills necessary twittetlie inconsistent
schedules and longer work hours that are characteristic of globally disper&esimioonments.
Second, work-family training programs could provide specific tips to globplogmes on how
to better manage their work-family conflict issues given the unique denaamnitheir schedule.
Work-family training programs could empower employees to take advant#ge wbrk-family
policies and programs by creating employee awareness about the ayaibaioéens, and giving
them tips about how to use these programs to their advantage. One of the reasondauted for
of use of work-family programs in organizations is the lack of awareness ampiuyees
about the availability of these programs (Eaton, 2003). Apart from specifibdipsould be
provided as part of work-family training programs designed to suit the speatfis & global

employees, building awareness through such programs would also empower empitbytes
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necessary information about how to utilize the work-family benefits avatialbleem from their
employer. Last but not the least, training to work with different culturgsdeversity training)
will help employees develop necessary skills to communicate effectivilyheir counterparts
from different geographical locations, and build productive working relationsimpegthem. |
propose that all of these types of training would enable global employesstmh more
effectively and perform better by providing them with the necessary &killsal with the
different, yet unique, aspects of their work.

It is important to note that the different types of training highlighted aboveffactive
as they create a shared understanding, high degree of cohesion, trust andchtioladmong
group members. As such, the training provided to global employees will have dhgroena
effect. In other words, in a global work context, teams that comprise of mewiteigave
received specific types of relevant training will have a better pedocsthan teams that consist
of members who have not received such types of training. As such, the more raiaiegl t
provided, the better the team-level performance of global employedsewill

Hypothesis 2-AThere will be a positive relationship between specific training modules

(such as technical, time-management, interpersonal, diversity and watik-fi@ining)

developed for globally dispersed employees, and their team-level perf@manc

Training and Global Team Performance: The Role of Cultural Intelligence

Next, | examine the moderation impact of CQ on the effects of training on tg@ival
performance. | hypothesize that the moderation impact of CQ on the relationshepietw
training and the performance of global teams is that of an enhancer. In other®@nasl

increase the positive effects of training on the performance of global eeaployiaving a high
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level of cultural intelligence will enable global team employees torjattéorm their work in a
diverse environment. Cultural intelligence helps individuals to better understarnthileages
of cultural differences and makes them better equipped to work with people fronedivers
backgrounds. When individuals’ CQ level is high in a work group, they will be able to learn
from each other, and work better in a global work environment. The cultural knowledge and
proficiency, along with other types of related training geared towardsifjgeness of the
global work context (e.g. technical, interpersonal, diversity, time mareagend work-family
training), will have a combined positive effect and enable global teamsftorpdetter. In the
presence of training to work in a global work context, global teams that possesshiggigvity
to cultural differences will have an advantage, as these teams will beduogtiigped to deal with
counterparts from diverse countries and cultures. Additionally, members oafréea each
other and have enhanced resources in the form of culturally aware teasrfanatéerpreting
culturally diverse interactions with counterparts from other parts of the wdrldhvs an
inherent characteristic of global work environments. A higher degree of ¢skmsitivity and
awareness (high CQ) will give global teams an advantage to perform hattehbse teams that
have lower CQ.

Hypothesis 2-BCultural Intelligence (CQ) will moderate the relationship between

training and global team performance, such that the positive relationshiniges for

high levels of CQ.
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Flexible Work Practices

Flexible Work Practices and Global Team Employee Stress

Research has long highlighted the importance of work-life flexilpliactices as an
effective human resource management tool and discussed ways in which the ingilemeht
work-life flexibility practices could be improved (Kossek and Ozeki, 1999; Farigh and
Blum, 2000; Reilly, 2001; Batt and Valcour, 2003; Eaton, 2003; Kossek and Van Dyne, 2008;
Kossek, Baltes and Matthews, 2011). Work-life flexibility policies and pestive employees
the prerogative to adjust when, where, and how they work in order to balance their work and
personal lives. Blair-Loy and Wharton (2004) discuss the specific challendpes to t
implementation of work-life flexibility practices for the global worlder Their analysis of
workplace flexibility policies and practices shows that the usability sktipelicies depends on
the team workload and coworker support. However, the fact that work-life figxsactices
are particularly important for a global workforce remains. Since they weiular schedules,
and coordinate work across different time zones, the ability of global tepioyeses to adjust
their work schedules could significantly impact their work performance anmdlbwell-being.

Flexibility practices such as flexible work hours, compensatory time aoffbfeestart and
finish times, paid time off, telecommuting, personal days or personal tinetae care of
family demands, could all contribute to reduction in demands on the time of global team
employees, and help them contribute more to their working time at hours that are eoinigeni
them. | propose that this flexibility in work hours will help global employee#ieir work roles
since they can focus their attention on their job at the times that theynapéetaly ‘available’

(both mentally and physically) to engage in their work. In addition, global engddenefit
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from paid vacation and sick days as these would not only help them get rejuvenated bgfore th
get back to work, but also help them to relax and reduce their stress levels.

Moreover, flexible working practices like the ability to flex start andshrtimes around
some core hours, or the ability to get compensatory time off and/or comprestedegks,
help employees coordinate within their work groups to adjust working time and spéuat, the
convenience of group members are taken into account, and team work is facilitaxdole Fle
working practices also allow group members to specify deadlines around the hdwed fypr
members and coordinate so that these deadlines can be met in time. This type dctcmoigin
of greater importance where there are time lags involved in meeting deadiioss different
time zone differences. As such, the knowledge and practice of flexiblecpsasill help groups
function more effectively and reduce strain from the irregular working hourgltizl team
employees are expected to maintain.

In general, research has shown a direct negative effect of flexible palcigzractices
on the work-related stress of individual employees (e.g. Halpern, 2005). Job stuessaden
the demands of an individual’s job conflicts with their other roles and responsbgitieh as
being with family (Katz and Kahn, 1978; Greenhaus and Beutell, 1985). Specificcasthef
distributed or virtual work, a study by Hill, Ferris and Martinson (2003) with a safrgeh IBM
employees showed that the overall perceived stress was higher amongeesplby worked
from a virtual office than those who worked from a home office.

Given the nature of their work, global team employees have to adjust their work
schedules; work nonstandard hours; work with inconsistent schedules related to r=fsic#m
their counterparts in different locations; and work nights and weekends to coorditatieetvi

counterparts in different time zones - all of which contribute to stress ftaok af time —
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always a limited resource. Because global team employees have to wiskamd odd hours,
they must undergo additional strain and psychological disturbances relaeebiag hours;
long, extended hours at work; and also long hours at the computer or phone. Continually
working with technology can affect both the physical and mental well being of weeglo
(Kraut, Patterson, Lundmark, Kiesler, Mukopadhyay, and Scherlis, 1998).

Flexible working practices such as flexible work hours, compensatory timeeaft)|&
start and finish times, paid time off, telecommuting, personal days or persoaaiftito take
care of family demands, could reduce the job stress of these employees bygrinadi
flexibility to pace their work, and organize their time so that they aterkagile to meet the
demands of their work and family roles; as well as take time off to unwindeftll 2003;
Halpern, 2005).

Hypothesis 3-AThere will be a negative relationship between flexible work practices

(such as flexible start and finish times, comp time off, compressed work wesbngler

time off, and paid vacation days) and the individual-level stress of global team

employees.

Work Schedule

Work Schedule and Global Team Employee Stress

Research on new ways of working has commented on issues of time and work control in
the hands of employees, especially those who work as part of teams. For exaneptenthte
which work groups are self-managed, i.e. members have control over their tasks and work

schedule determines the amount of work-related conflict experienced by rsdifiibemas and
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Ganster, 1995; Tausig and Fenwick, 2001; White et al.3200 the global work context,
the source of these conflicts could be due to several reasons. First, ganticipa global work
context causes time-related conflicts as members have to coordinateditkearcross different
time zones. Second, it is normal for one employee to coordinate with differentrpautste
located in a variety of time zones simultaneously. Third, a global team exaplagre often
than not, works on different projects at the same time, and this requires the enplogedle
different tasks (in the case of a hybrid team, one or more of which may reqlia \gbrk). Of
course, time-based expectations as well as the workload from each differectt gwajet
necessarily match. For example, an information technology analyst mag loaedbroject
which develops a software product in an overseas location, and also be required to help out wit
fixing development code bugs locally (i.e. work within a project that requires ohbgatdd
work). The workload expectations from implementing each of these projectsang obt the
same. Moreover, for the specific case of global team employees, theetjmirements from this
mix of tasks (requiring both local and global coordination), creates further catighs for the
employee. The workload expectations from different types of projects magtietovith each
other and create extra work for employees. Additionally, the different progegise different
time commitments from the employee (both in terms of the number of hours as well as t
timing of the employee’s workday).

These time pressures and deadline driven work adds to the workload of a global
employee significantly. The problem is further aggravated in the casebad gmployees, since
these employees not only do they have to adjust to the work schedules of their cdanterpar
located across the globe with significant time lags—these timedagsg from anywhere

between 0, 3, 7, 10 or sometimes 14 hours. But even within their workgroup, waiting for a job to
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be finished before an employee can accomplish their share of the task asstriaérig by itself.
This, added to the time lags involved in global work, could make this a significant source of
additional work pressure for global employees by adding crucial hours tevibr&ischedule, or
making them work at odd hours. All of these factors could potentially add to theletessof
global team employees. The factors mentioned above complicate mattegs ifud

coordinated knowledge-work environment, which is characterized by interdependeasisof t
and outputs. Adding to work hours, having to work nights and weekends, or having to face
delays in hearing back from global counterparts, create bottlenecks foollaéemployee to
meet their own deadlines and goals. As such, | propose that the nonstandard work schedule
(including both work hours and timing of workday) inherent in global work will potentially
contribute to the strain faced by global team employees.

Therefore, the extent to which global employees have control over their work and
schedule will significantly affect their stress levels. It is ingnairto note here that the concept
of schedule control has been distinguished from flexible work practices (BgamatMoen,

2007 for an example). While flexible work practices refer to general poado@gractices that

enable employees to take time off from work, it may not necessarily provigleyeas the

latitude to decide when and how they do their work (Kelly and Moen, 2007). Control over work
has been shown to have affect individuals’ work-family conflict (Thomas and&€sah395;

Hill, Hawkins, Ferris, and Weitzman, 2001) as well as stress and health ouitGmesek,

1979; Karasek and Theorell, 1990; Schnall, Belkic, Lansbergis, and Baker, 2000, Be
Landsbergis, Schnall, and Baker, 2004). Based on Karasek and Theorell’s job deomdrals

model (Karasek, 1979; Karasek and Theorell, 1990), the demands—control model proposes that

high work demands and little control over how work is done causes psychological and physical
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strain for employees. This effect is highlighted under circumstancee tieze are high work
demands with little control (Karasek and Theorell, 1990). The work-destgatlite and other
recent research (see Batt and Valcour, 2003 for an example), teesefggests that employees
who enjoy greater autonomy at work will experience lower work-fanaihflct and will show
less likelihood of experienced stress and burnout on the job. Employees who haexilasis/fl
at work—including longer work hours and more travel—are likely to report higherfaoniy
conflict and more probability of burnout.

Some recent research by Bailyn and others, also suggests the cleds béaestandard
work schedule (as opposed to long working hours that bleed into the evening and night) on the
experienced strain of employees (Bailyn 1993; Bailyn, Rapoport, and Fletcher 2000; P
1997). Bailyn’s research group undertook intervention projects at three corponatibesarly
1990s. In the instance of a team of product development engineers at Xerox, theltuogk c
emphasized long hours and “face time” as a sign of commitment to work and caregr. L
meetings, documentation requirements, and the interference of supervisors intihelaay-
work of the engineers meant that the real work of product development often took [pbaee be
or after daytime work hours. The long hours interfered with employees’ heaseaind
engendered a vicious circle of longer hours, high stress, and low productivity. A desiga cha
allowing development engineers more choice with the timing of their workdity la major
increase in daytime productivity and a significant reduction in total work hours.

In the case of global employees, the extended hours of work, and having to work nights
and weekends due to time zone differences create unique demands and allovefictmirol
over working time. A nonstandard work schedule (including both aspects — i.e. thedfming

their workday, as well as length of work hours) is particularly relevarglédral workforces,
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and increases their stress. Having to work non-standard hours (including their wor&rttburs
timing of work day) to adjust to different time zones will increase the deresks of global
employees.

Hypothesis H4-AThere will be a positive relationship between the (nonstandard) work

schedule and the individual-level stress of global team employees.

Flexible Work Practices, Work Schedule and Global Employee Work-FamilyaEonfl

Global employees’ working hours and schedule will have a significant impaction the
work-family life. Where and when individuals do their work determines how much timme the
can spare for their personal lives. And this can have a direct, significantosfféeir work-
family conflict for several reasons.

First, autonomy or control over when they work has been shown to affect the work-
family conflict of employees. Ample empirical evidence exists to shoictrdrol over one’s
work schedule can mitigate the negative effects of work on the work-familydeadd
employees (Thomas and Ganster, 1995; Tausig and Fenwick, 2001; White, Hill, MtGove
Mills and Smeaton, 2003). Byron’s (2005) meta-analytic review identified Shearked” as
well as “control over work schedule” as important work-related antecediewtsk-family
conflict. The extent to which employees have the freedom to managewmework hours and
schedule, rather than having to follow directions, will have an impact on their aik:f
conflict.

A related aspect of control over working time is the actual timing of the wyprkda
Having to work non-standard hours (example, nights and weekends) can also have aignifica

effect on the work-family conflict of individuals. While a standard work schedsl®&éan
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traditionally set at sometime between dawn and dusk, many jobs require thajessaplork
longer hours bleeding into the night; start their work beyond dusk; or work through the night.
All of these scenarios could potentially have a negative effect on thefarmaik+conflict of
employees, or where the employee is a single individual not living as pafdraflg unit, can
affect their personal life outside of work. For example, research on caliscanteworking
longer hours has shown that employees have lower work-family balancek/&607; Bohle,
Willaby, Quinlan, and McNamara, 2011). Similarly, research related to stikfnas shown a
negative impact on the work-family lives of the shift-workers (Voydanoff, 1988, 20&ghe

and Quadagno, 2004; DiMilia, Bohle, Loudoun, and Pisarski, 2008).

Human resource practices like flexible work hours, compressed work weeks,
compensatory time off and personal leave will reduce the work-family coafid perceived
work-related stress of global virtual employees (Baltes, Briggd, Mrfght and Neuman, 1999;
Halpern, 2005). Global employees, having to work virtually, and from different timesz
potentially experience multiple forms of role conflict. Flexible work prastiffect the job
stress faced by employees by reducing the role conflict associdbedemands from their work
and family roles.

Flexible work practices can also have a direct impact on the work-familyataifl
global employees. HR practices such as flexible work hours, compensatoftirftexible
start and finish times, paid time off, telecommuting, personal days, or persoaaiftito take
care of family demands, would all contribute to reduction in time-related ddiaftied by global
employees. In addition, these employees would benefit from paid vacation andysiels da
these would not only help their time conflicts, as they can spend more time wittathidigs

and take care of their personal roles, but also help them to relax and reducenhestrdne
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demands of competing work and family roles (Greenhaus and Beutell, 1985; Kellotthgbl
and Barham; 1999).

While flexible work practices have a direct effect on the performance gbgees, they
can also impact their performance indirectly. Research has establisimegjtitiwe effects of
work-family conflict on the job performance of employees (see Alleh 2080 for a review).
Flexible work practices can have a positive impact on the work-family cooflemployees, as
well as a direct positive impact on their performance. However, the negapaetiof work-

family conflict on job performance cannot be ignored.

The Mediating Role of Work-Family Conflict

Research in the work-family domain highlights the stress and healthdrel#tmmes of
experienced work-family conflict by individuals (see Allen, Herst, Bruck, arntbs, 2000 for a
review). An imbalance between the work and family demands faced by engptayeses
psychological strain (Frone, Russel and Cooper, 1997; Kossek and Ozeki, 1998; Adams, 1999;
van Steenbergen and Ellemers, 2009), since employees are unable to strike a balaeoe bet
their individual time and energy resources. Additionally, studies have shown how wolk-fa
conflict mediates the relationship between organizational variables andyempltoess. For
example, Judge and Colquitt (2004) show how work-family conflict mediates themstap
between organizational justice and employee stress; Marks (1998) has shown hoamiyrk-f
conflict acts as a mediator between care-giving and well-being oescfamreceivers; and

Lingard (2005) has tested for effects of work-family conflict on the stressnsftruction
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workers. As such, there seems to be ample evidence to suggest that the edenekdamily
conflict among employees will impact their stress levels negatively.

Putting together evidence that points to the negative outcomes of work-familigtcon
the psychological stress experienced by employees; and research thabpbiatsegative
consequences of work schedule on the work-family conflict of individuals, | argtievork-
family conflict will mediate the effects of flexible work practiceslavork schedule on the
experienced stress levels of global employees.

Further, | also argue that work-family conflict will mediate the@§ of flexible work
practices and work schedule on the ability of global employees to work within gréapsne,
the negative effects of work-family conflict on the job performance of indivschee been
long-documented (Frone, Russel, and Cooper, 1992; Frone, Yardley, and Markel, 1997; Allen et
al., 2000). Additionally, the coordination effects of work-family conflict on wodugs have
also been studied (see Batt and Valcour, 2003 and Bailyn, 1993 for examples). When
individuals are unable to manage their work-family demands, they also have tadjusting to
team-related timelines. For example, making it to meetings with group meothed be a
challenge for an individual who faces work-family conflict. Moreover, trarstrom their
personal work-family demands can make individuals irritable and this mayff@sotheir
interactions with group-mates, and cause conflict. Given that (1) issues relfiéaable work
practices and work schedule cause work-family conflict; and (2) workyfaonflict impacts
their stress, | propose that work-family conflict will mediate the &ffetflexible work practices
and work schedule on the stress levels of global employees, who also face the halignge

of managing time across the globe.
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Hypothesis 3-BWork-family Conflict will mediate the effect of Flexible Work Priaets
(such as flexible start and finish times, comp time off, compressed work wesbnger

time off, and paid vacation days) on the individual-level stress of global teamye®mlo

Hypothesis 4-BWork-family Conflict will mediate the effects of Work Schedule on the

individual-level stress of global team employees.

Flexible Work Practices, Work Schedule and Global Employee Work-familycC.oFifle Role
of Time Zone Difference

| hypothesize that the extent of time zone difference will moderateféetsebdf flexible
work practices and work schedule on the work-family conflict of global erapkyAs global
employees have to coordinate across different time zones and hence work nonstangard hour
most often than not, their work hours “bleed” into evening, weekends and nights. This can cause
disruptions in their personal life and affect their work and family lives adver3élg higher the
extent of time zone difference and hence degree of virtuality, the higher th@agaact on
the work-family lives of global employees expected.

As such, | propose that the effect of flexible work practices (FWP) and whekigle on
work-family conflict will be moderated by the extent of time zone diffeeebetween them and
their counterparts. More specifically, time zone difference will haaugoatitution effect on the
positive relationship between FWP and W-F Conflict of global employeeshénwbrds, the
positive effect of FWP on W-F conflict will be reduced when the extent of timediiaeence
is high. While flexible work practices will allow employees to spare mare tor their family

and personal lives, having to coordinate between high tome zone differences willtheliuce
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ability to do so as they have to work nights and weekends and at other odd hours owing to the
nature of their work demands and time adjustments required of these employees.
Hypothesis 3-CTime Zone Difference will moderate the relationship between flexible
work practices and work-family conflict of global employees, such thatebative

relationship is weaker for higher levels of TZD.

| also hypothesize that the negative effects of work schedule on the wahk-anflict
of global employees will increase with high time zone difference. The nonsdamdek hours
inherent in the global work context get accentuated when the time zone deéfbetneen
global employees and their counterparts is high. Greater time zone diffierefittiawvork
counterparts put global employees at a further disadvantage in terms ofitigedtirtineir work
hours, and pose additional challenges. These challenges may affect global eshployle
hours severely as they have to coordinate work across the world, putting pressure on them t
work after normal working hours (nights or weekends), as well as adding to ttie détigeir
working hours owing to the simultaneous increase in expected time lags.

Hypothesis 4-CTime Zone Difference will moderate the relationship between

(nonstandard) work schedule and work-family conflict of global employeds tisatthe

negative relationship is stronger for higher levels of TZD.
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CHAPTER 4: RESEARCH DESIGN AND METHOD

This chapter discusses and provides the rationale for the research design and
methodology employed to test the proposed research questions. The chapter is divide@ into thre
sections: (1) rationale for research method; (2) data collection proceddr)asample and

measures.

Rationale for Research Method

In order to collect data on the identified measures in the hypothesized model, |
implemented a multi-source multi-level approach in my research design. Biraimn of data
from multiple sources (supervisors and individual employees), was used for thie@mpi
analyses. More specifically, to test the hypothesized relationships dutlitiee empirical
model, | use survey data collected both at the individual level from employeesatuidh
group-level data on Cultural Intelligence and Performance collected fronvsaps.

Social science researchers have more often than not found it difficult tong/yiraued
obtain data from companies. Moreover, specific steps need to be followed in ordeeve ac
estimated response rates. Some of the ways to improve response ratesdlatees
recommend are preparing a professionally looking instrument, keeping it to aatdadength,
following up with e-mails and telephone calls, using a financial incentive, and Haeing
instrument endorsed by a respectful organization. In this dissertation, hicavearated these

suggestions as far as possible.
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The data for the study was obtained via a survey questionnaire sent to globakeesploy
and their supervisors from a cross-section of companies that have globaboger8ith global
employees and their supervisors completed the employee and supervisor portiossiofeye
so as to provide multi-level, multi-source data for the empirical testingedfyihothesized
model and research questions. Depending on the choice of company management, the survey
was administered either online, or with a paper and pencil version. Appropriafglir8val
was obtained for both versions of the survey instruments and consent forms (IRB# 10-1289).
Choosing an option between the web survey and paper-and-pencil versions of the ssirvey wa
based on convenience of participants, as indicated by management. Singeesahal their
supervisors were based out of a single location (and coordinated work with globatgaisite
virtually), it was sometimes easier to administer a paper-and-pemibref the survey, given
the matched design of the survey.

The employee survey questionnaire focuses on employee experiencdsoashgar
global work environment, and was restricted to only 56 questions, which was estonailesl t
no more than 15-20 minutes to complete. Employees were asked to respond on theiopgrcepti
about HR practices, and their individual work-family conflict, and stress outcomes
Additionally, | also collected demographic information with the employee gurve

A separate survey was administered for supervisors, which asked supervisposttorre
the cultural intelligence and performance levels of the work-groupsehatted to them
directly. The supervisor survey included only 13 questions, estimated to take no m&&’tha
minutes to complete for each work-group.

Criteria for selecting research sites was: (1) companies that ludozg gperations, and

locate their employees across the globe, so that employees have to worly virtoier to
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accomplish their tasks; (2) companies that employ global employees i.e. eagolalyo work
across different time zones to accomplish their routine work-related (38flks;cessibility to the
company to conduct research, and willingness of the management to allow empdyees
surveyed; (4) ability to sample a sufficient number of global employees andupervisors, to
capture variability in key constructs; and (5) restrict sample to compéaatesave global
operations, but located within similar macro-level work environments, (e.g.ingamsnpanies
in one country or industry will allow me to control for macro environmental forces).

| also collected contextual information on my specific study sites throarglomal and
phone meetings with senior management at participating organizations. Apamforming
me about the context of my study sites, these meetings provided necessartimridiona
administration of the survey. Specifically, | utilized these conversatiofis explain the
research design and negotiate how to implement the survey in the particulazairgan{2)
share detailed information about the data gathering process with top mantgsmell as other
managers as necessary; (3) discuss steps in the research process &td meguification of
supervisor-work-group matches and develop a system to code surveys to identifictitesma
while keeping responses confidential; and (4) last but not the least, procure eanjdtsyand
obtain what job classes and titles can be included in the study. The single-motininpor
criterion for inclusion in the study sample was based on coordination of at least part
participants’ work with counterparts in different time zones. The targeteplesaras drawn in
each of companies from an employee list procured from the management from mech of

research sites.
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Data Collection Procedure

To collect survey data, | followed Dillman’s (1978) procedure that is based oeade

specifically timed mailings including an initial survey distribution aloriti\& cover letter, an e-

mail reminder sent out after one week after the initial mailing, and, three agekthe original

e-mail, and repeat survey questionnaires sent to all non-respondents. Follosvingttiod over

a 2-month period, | gathered quantitative data from global employees ansutheivisors,

using both a web and paper-and-pencil version. The data collection procedure consisted of the

following steps:

1.

Site contact and entryFirst, | spoke with managers at participating sites to

collect contextual information about each research site. The key criterion for
inclusion of a site was access to surveying global employees, and variabilit

time zone among these employees. Identification of participatingasites
gathering contextual information was done phone calls with top management, and
with follow-ups visits to the actual research site. During these calts/Mi

gathered contextual information on how global employees function in that
particular organization. These visits/conversations with top management were
necessary to gain the trust and cooperation of management for administration of
my survey. | also procured employee lists, organization charts, and other
organizational-level information during these conversations. As mentioned
earlier, | used these conversations to negotiate the research design, med @ébta
usable target sample for my study (including appropriate supervisor-suberdinat

matches).
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2. Quantitative Data | designed and administered a survey to a group of employees

who were selected from the global employee list made available by mamageme
during the site contact phase above. In order to make it convenient for
respondents, and provide options to management for the methods of survey
administration, | used two types of survey instruments: (1) an online version using
Qualtrics’ survey software, and (2) a paper and pencil version. Since the sample
in this study, is by definition, accustomed to working virtually, using appropriate
survey software to administer the web survey to employees and supervisors was
convenient and effective; allowed significant cost control; and immediadssacc

to data as it came in.

As a result of steps (1) and (2) above, | identified three organizations that Mieigtar
participate in the study, and each organization administered the survey withireausimhglf the
company located within India. One of the participating companies chose smegl the web
version of the survey through Qualtrics’, and two companies implemented the padpenail
version to enable ease of matching and collection from supervisor and emplaildbsee
companies operated within the information technology industry. Location withmgle si
country and industry allowed me to control for several macro-environment fdworotld

impact the study design and effects.
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Sample and Measures

Sampling Strategy and Data Sites

Data were collected from three companies operating in the information technology
products and services industry. The information technology industry takes maxdwanmage
of today’s global work context. Companies that perform operations related toatikmn
technology (products, services, or other activities such as support and consulting) dzemte
globally, and coordination between their employees with others acrossrditiare zones, is
almost a given. As such, this industry was well suited and appropriate to tegptileeses
drawn in this dissertation related to employee experiences in working ddfessnt time

Zones.

The Information Technology Industry in India

India is the largest provider of information-technology services in the gladordketand
software services are India’s largest export (ACM Report, 2006). dlibation and reforms in
trade policy in the early 1990s, coupled with a large skilled workforce, who ang ifiu€nglish,
has made India the dominant market for global software products and seraitcayg, (S
Nicholson, and Krishna, 2003; Farrell, Khanna, Sinha, and Woetzel., 2004; ACM Report, 2006).
The United States has dominated the software and information-technologyyiniduste largest
client for such services (Sahay et al., 2003; Laplante, Costello, Singh, Bindigarad
Landon, 2004), and is projected to continue to retain its dominance with the largest share of

revenues in this industry. However, the global offshore outsourcing market @rajscted to
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grow commensurately (Carmel and Tjia, 2005; ACM Report, 2006), with India and China
leading the global offshoring business.

Given this trend, the Indian subcontinent is an important context to understand the nature
and practice of globally dispersed work, and employs a large proportion of thevgtokfrce.
As such, it is an appropriate setting to conduct a study on global workforces, asditeellto
test the hypotheses proposed regarding global employees in this studypvéiptiee Indian
subcontinent is one of the largest suppliers of knowledge-workers to the global work,conte
and this makes it even more suitable for a study of global team employeescemgligowledge
work. Many features of this new ‘knowledge economy’ have important effadtse work ethic

prevalent among the organized workforce in the country.

The Indian Work Context

It is important to note that while sample respondents coordinated work with others in
different countries/time zones, they were themselves located in Ixdep(e3 employees in
Company C were located in Malaysia). The countries that respondents codrdinteere
divided into the three primary international business zones: (1) AMS (The Amp(aSMEA
(Europe, Middle East and Africa); and (3) APJ (Asia Pacific and Japan). (ésuntiuded
within these three zones are (1) North and South America, Mexico; (2) Framecgrye
Poland, Romania, Spain, Switzerland, United Kingdom; and (3) Australia, Japan, Korea,
Malaysia, Singapore. All these countries had at least a 2.5 hour time dé&fevighdndia (Note:
conversely, the three respondents who were located in Malaysia, coordinateduntgrgarts

in India, making their time zone difference also equivalent to 2.5 hours).
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Since the data sites for this dissertation were located in India, it is anptot
understand some of the unique features of this country with respect to the work context, and
other socio-economic aspects. First, the Indian economy comprises of a highiganagfort
knowledge-based workers. It is common for a member of the formal labor fora#artd hold
at least a college degree, and possess at least one or more technicairsktty(bf Human
Resources 2011 publication, India). Also, sometimes people may hold multiple degieas, wit
engineering or medical degree being highly valued amongst the educated $eabnd, with
the opening of the economy in the early to late 1990s, and growing partnerships with global
businesses, the Indian workforce has seen an onslaught of young workers entéaingy the
force. Itis not unusual to find very young men and women straight out of college, or even while
they are working on their college degree, to be working full-time in enigl-kenowledge-based
jobs. Third, it is important to note that while English is not the national language, it is an
informal medium of instruction in schools and colleges, making it easier for tlaa Indiive to
engage in global work.

Next, | turn to the sociological aspects of work in India. First, India llagease
workforce as one its unique features. There are at least fourteen tdfigahges in the Indian
subcontinent, not to mention the hundreds of dialects used by people across the diffescot stat
the nation (CIA World Fact Book). There is a marked difference in the cultures thf &l
South India; as well as between the 29 different states and 9 union territories —ipeople
different regions speak different languages, have varied food habits, anduktocahs and
sensibilities differ quite markedly. In effect, one could expect to see a waekiath high
levels of diversity in religion, language, and value systems. While people gnehgious, and

the majority makes religious observances sincerely, religious diffeseare not an issue at the
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workplace. However, this means that a lot of religious holidays are observed in$adsgpart
from the usual weekend, there is a long list of local and national holidays thixictne s
observed, so offices remain closed.

Another characteristic of the Indian work context is probably the most impéstant
purposes of this study: the collectivistic culture of India (Hofstede, 19&@tathe behavior of
employees at the workplace and makes it easier for them to adapt workplaas pdihe
individual is not the priority — it is the community or the group that dominates the cultural
mindset of Indian employees. Therefore, individual decision-making is subjugated b
managerial decisions or organizational mandates. Also, the culture in loterasterized by
high power distance, and low individualism (Hofstede, 2006). Society is hierareamdahis
has a spillover effect — people abide by their seniors, and are more conforming than
confrontational.

Data Site AThe first company where data was collected is a Fortune 100 information
technology corporation headquartered in California, USA that provides products, teatsologi
software, solutions and services to consumers, small- and medium-sized bus8d8ssand
large enterprises, including customers in the government, health and educatien $taaple
was drawn from the Strategy and Global Analytics Division located in Bamggahdia. | call
this Company A. The global analytics division of Company A has a total of about 1500
employees, of which about 500 employees coordinate across different time zorfésantdi
degrees. The employees of this division in Company A are involved in hard-ctytecana
research and reporting work for businesses across the globe. They are mpaatymnalysts,
consultants and program managers who do analytics, research and repariadvisketing,

Supply chain, Go-To-Market and Finance competencies.
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Teams that coordinate across different time zones to a significant degecieeveified
with the help of the Human Resource Manager, and the paper-and-pencil version of the
employee survey was sent to 125 employees, who worked within 25 teams (i.e. badeaits
consisted of 5 members each). To get matched team-level data, the paper vension of t
supervisor survey was sent to 25 managers who led these teams.

This purposive sampling helped identify and group participants according to pregelecte
criteria relevant to the research questions (i.e. individuals who coordinate wask different
time zones). Questionnaires were distributed to identified participants (maaageeam
members), providing a clear perspective regarding the survey - that iteaas$ to promote
academic work and collaboration. Management emphasized to potential respondents that
participation was voluntary, and responses were strictly confidential, and cecelssexd only
by the researchers. Management also communicated definitively to respdhdents
participation in the study would have no bearing whatsoever on their performanéewithin
the organization.

Following initial explanation provided by management, | met with senior meshage
during the site visit to explain details of survey administration and answered fqil questions
from supervisors. A copy of the consent form approved by IRB was discusheslipervisors
in order to explain the strict academic and confidential nature of the studyr. féfow-ups to
collect complete sets of supervisor-employee matched responses, pagittpar20 teams
(including 100 employees and 20 managers) returned completed surveys, yielding an 80%
average response rate (please refer Table 1 for the actual number of slistrédyuted, and

response rates for all three sites).
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Data Site B Company B, headquartered in New Delhi, India, is a rapidly expanding
organization engaged in a range of software development and information technolampsse
With the help of its 700+ employees, Company B provides offshore development and
outsourcing services to more than 125 clients in North America and Europe. ApproxBoéte
employees in Company B are actively engaged in coordinating work vettiscand
counterparts in different time zones. Employees in Company B are engaged pesdiynm
software development work. They take requirements, process design and othemtkacasne
well as develop the program code for development of software as per client nkegs. T
coordinate with clients to gather requirements, understand design and proaesgsbas meet
delivery specifications. They also coordinate with other employees froroni@aay located at
the client site.

As Table 1 shows, the online version of the employee and supervisor survey was sent to
101 employees and 9 supervisors respectively. Once again, purposive samplingitas use
identify individuals working in teams that operate globally. The HR manager pdoailist of
employees with their emails, and surveys were emailed to potential respondehésQualtrics
website. 46 employees and 8 managers (across 8 teams) returned compleysdseidi@g an
average response rate of 49.1% at Company B.

Data Site C Company C, like Company A, is also headquartered in Bangalore, India. It
provides IT-related and other Strategies, Innovative Solutions and KnowledgeeS¢o
Pharmaceutical, Biotech and Device Organizations and the Consumer Hdaktry for its
client base across the globe. The company’s core expertise coverathefdténical Research
and Support, Pharmaceutical Marketing and Medical Communications, Multifechaology

Solutions and Outreach Services. Company C employs about 60 employees, about 30 of whom
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operate in the global context. These employees are predominantly engagekkimma
communication and IT-related support work for clients in the PharmaceuticacaiBaivices
and Biotech industry.

Once again, a purposive sampling technique was used to identify 21 employees and 5
managers as potential respondents. Once again, management clarifiedipaptethat the
purpose of the survey is solely for academic learning and collaboration, and izexqb tiaest
responses would have no bearing on their role within the organization or performance. 20
employees and 4 managers (across 4 teams) returned completed surldyg,aneaverage
response rate of 92.3% at Company C.

The overall response rate across the three companies was 69.2% (refer.Table 1)

Sample Demographic Information

Table 2 provides a summary of the demographic profile for the sample used in this
dissertation. Of the total 166 employee survey responses received, 29.5% &edrt@0.5%
are male. Company A has the highest proportion of female respondents (38%),onmilang
B has mostly male respondents (87%). Majority of the respondents are sifg)e 468 72.9%
do not report having many kids under 18 years of age living with them. Respondents gre mostl
aged between 25-35 years (65.1%), and have at least a post-graduate degree (63.9%). The
sample comprised of individuals with an average organizational tenure & ket than 3
years (mean=32.8 months); tenure within their department of little less thansiyean=20.5
months); and have worked with their present supervisor for an average of little nmoteytear

(mean=15.5 months). While the tenure levels may seem lower than usual, thisalsityie IT
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industry, which is characterized by project-based work within the organizadiarellbas

frequent job changes, and high turnover rates among IT professionals (Angugtute3|a2004).

Measures

Please refer Appendices C and D for a list of all survey items used in theyemphd
supervisor survey respectively.

Communication Communication was measured using the two dimensions suggested by
Roberts and O’Reilly (1974) for communication in a virtual work environment: Coneation
Overload and Lack of Communication Richness.

Communication Overload was measured using four items modified from Roberts and
O'Rellly’s (1974) scale used to assess employees’ experiendesrgénizational
communication patterns. Items were modified to reflect a global workgeitith virtual
communication modes. Respondents were asked to what extent they felt “thateyos meare
information than you can efficiently use”, “do you have more information thangmu c
consistently handle for making the best possible work-related decisionsptid@geive more
information than what is necessary to meet the requirements of your job”, ‘@agely require
you to respond to emails on an hourly basis”. Responses were given on a 5-point Liert sca
ranging from 1=never or not at all to 5=all of the time or always.

Lack of Communication Richness was similarly measured using four iteaisied
from Roberts and O’Reilly’s (1974) scale used to assess organizationabioczation. Once
again, items were modified to reflect a virtual work setting, within globpl@yees. The first
three items asked respondents whether they felt that “the use of emailinmation hinders

your ability to complete your tasks on time”, “the use of other virtual conuvation (like
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telephone, audio/video conferencing) hinders your ability to complete your tasksedn ti
“written communication (like emails and attachments) are sometinfeutiifo interpret and
fail to provide the necessary information for you to take job-related decisioesioRses were
given on a 5-point Likert scale ranging from 1=strongly disagree to 5gbgragree. For the
fourth item, respondents were asked, “how often do you use face-to-face caatiourto get
your work done”. Responses were given on a 5-point Likert scale ranging frewet+to 5=all
of the time.

Training. To measure training received by global employees, | used items based on
Appelbaum et al.’s (2000) scale to measure formal and informal trainings Wwene adapted to
fit the virtual work done by global employees, and assessed aspects ofjtthatiwere
important in the global work context. Five items were used to ask respondents whether the
received particular types of training from the organization in the past“edne last year, did
you receive training from your organization to effectively use therdifitetypes of
communication technology available to you?”, “In the last year, did you receige ti
management training from your organization to enable you better manageor&day?”, “In
the last year, did you receive interpersonal-skills training from your aatm to enable you
work with others?”, “In the last year, did you receive diversity training fyoor organization to
enable you work with others?”, “In the last year, did you receive work-éfeitrg from your
organization to enable you balance your work and personal life?”. Responsgsverren a 5-
point scale ranging from 1=never to 5=more than 10 (working) days.

Flexible Work Practices Six items from the Galinsky Report (2004) were used to
measure flexible work practices for global employees. The first setesf items were related to

flexible scheduling and asked respondents how often they used certain workplédéylexi
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practices: “How often do you use compensatory time off or “comp time"—i.@iyveec
compensation in the form of extra time off when you work overtime?”, “How often do you
compress your workweek (i.e. work longer hours on fewer weekdays and take thehest of t
week off)?”, “How often do you take some personal time off, i.e. part or a whole fday of
attend to important family or personal needs without having to lose pay cowseagation
time? (e.g. maybe to attend a school conference, or to take care of a sick othler éamily
member)”. Responses for these items were given on a 5-point scale fangirig-never to
5=every week. An additional item asked respondents how often they used a dailgdteoepr
“How often do you vary your work start and quit times, around set core hours?” Redponses
this item were given on a 5-point scale ranging from 1=never to 5=everpdidyh item asked
respondents’ about their use of vacation time: “To what extent are you able to ugeulLtaid
vacation days?” Responses for this item were given on a 5-point scale raogirig=hever to
5=always. The sixth item used to measure flexible work practicessaddbg prevalence of a
work-from-home option available to respondents: “I am able to work from home oretgmot
when | need this sort of flexibility”. Responses for this item were given epcan® scale
ranging from 1=strongly disagree to 5=strongly agree.

Work ScheduleVly measurement of work schedule in the global work context attempts
to capture several different aspects of globally dispersed work hours. @wheyunique nature
of their work context (i.e. geographically and temporally distributed), sgsament of work
hours for global employees involves multiple dimensions. The first dimension isttiad a
length of hours worked (I call this “work hours”). The second dimension is “timing of
workday”. The nonstandard hours they have to work, lends another dimension to the work

schedule of global employees. Since it involves weekend and night-time work, as well
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cyclical work that depends on responses from counterparts in different tinge gloielly
dispersed work, almost always, includes nonstandard working hours, which are outside the
normal working day between dawn and sunset. A third dimension of working hours in the global
work context is the control over schedule that employees in this work context may aom
have. Given they work non-standard hours, having control over their work schedule is an
important aspect for global employees.

| used eight items to measure the different dimensions of “work schedule” irobadl gl
dispersed work context. Items were adapted from past research in theairgaalizontext to
fit the global work context. The first dimension (work hours) was assessed witljl@itggm that
asked respondents the number of hours they worked during an average workweek (“On an
average, how many hours do you work in a typical week?”). Five items were used tioemeas
“nonstandard hours” and asked respondents if they worked consistent hours or no. (“Over the
last one month, would you say you have worked consistent hours (i.e. work for the same number
of hours every day)?”, “Would you say you work cyclically — e.g. different numbdays/hours
every week, because you may have to wait for work to be completed by your sversea
partners?”, “Do you frequently work weekends because your coworkers aesllotather time
zones?”, “Do you frequently have to work during evenings or night-time, because you
coworkers are located in other time zones”, “To what extent has this (i.e. working duri
evenings or weekends) improved during the last month?”. Responses were given on a 5-point
scale ranging from 1=strongly disagree or not at all to 5=strongly agtetally. Lastly,
“control over schedule” was assessed using two items: “To what extent do yoecoh&e over
scheduling your own work hours?”, Overall, how well does your schedule of work hours meet

your own personal needs (for example, you may work 9 to 5 or you may work 8 to 3; or you may
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have to work weekends)?”. Responses were given on a 5-point scale ranging fron aknot a
5=totally.

Work-Family Conflict | used 10 items from Netemeyer, Boles, and McMurrian (1996) to
measure work-family conflict. Work-family conflict has been concdizied as a bi-directional
construct, since individuals’ conflict might arise from either work or home sauxstemeyer et
al. (1996) used five items to assess individuals’ work-to-family conflictregseanother five
items were used to measure conflict that stemmed from individuals’ rolethénfamily
(family-to-work conflict). Work-to-family conflict included the follang items: “The demands
of my job often conflict with my family life”, “The amount of time | spend woikimakes it
difficult to fulfill my family responsibilities”, “The burden of my job makedlifficult to fulfill
my family responsibilities”, “Because of work responsibilities, | ofteneit@vmake changes to
family plans”, and “Things | want to do at home do not get done because of job demands”. On
the other hand, Family-to-work conflict was measured with the following tiwes: “I have to
put off doing things at work because of demands on my time at home”, “Things | want to do at
work don't get done because of family demands”, “Family demands often interierayjob”,

“My family responsibilities often interfere with getting my work donafid “Burden from my
family responsibilities interferes with my ability to perform my job” sRenses were given on a
5-point scale ranging from 1=strongly disagree to 5=strongly agree.

StressFour items were used to assess employees’ experienced stresm lthestgiobal
work context. The first item was developed for this dissertation and assessdicstressa “On
a scale of 1 to 7, how high would you say, is your stress level on an average work day?”
Responses were given on a 7-point scale ranging from 1=extremely lowxtoersay high.

Another three items adapted from Berg and Kalleberg (2002) asked respondatgdheir
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daily levels of on-the-job-stress: “My job is stressful”, “On a typical ldaw often do you feel
depressed about work?”, and “On a typical day how often do you feel stressed mb@dur |
Responses were given on a 5-point scale ranging from 1=strongly disagea&oto
5=strongly agree to always.

Time Zone DifferenceA new measure was developed for this dissertation to measure
time zone difference between global employees. In order to be meaningfukakerehad to
capture both the amount of time difference as well as the amount of working timevepe
each time zone. Time Zone Difference was measured with a singléhdeasked respondents
to calibrate their work-week according to the amount of time they spent wavkimgeople in
different time zones (*On an average during the last month, what proportion (%) afeekly
working hours did you spend coordinating with people in different time zones? (Pl@age N
Total must add up to 100%)”. More specifically, the time zone measure included aitable
different time zone differences on the rows (starting with a zero-houratitfe to a 24-hour
difference), and % notations in a single column. Respondents were then asked to divide 100% of
their weekly working time and indicate the proportion spent coordinating with counsarpa
each of the time zone difference. The total of the column was restrictéd tgpdo 100%. For
example, an individual that worked 50% of the time with other collocated emplogées, a
another 50% with others in a 12-hour time difference, denoted 50% in the zero-hour cifferen
row, and 50% in the 12-hour difference row. Similarly, another individual that coordinated 30%
of the time with others situated in a 3-hour difference, and 70% of the time with otlaet1
hour time difference zone, denoted 30% in the 3-hour row, and 70% in the 10-hour row.

Responses were given as percentages, and a weighted average index veesaloddte
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individual-level time zone difference: Time Zone Difference= [(% of hours*tzone diff 1) +
(% of hours*time zone diff 2) +....(% of hours*time zone diff n)]/100.

Team Global Work A related measure to the time zone difference variable was also
computed to measure the overall amount of “Global Work” that team members engaged in.
Since respondents belonged to hybrid global teams, an assessment of the teathglavar
work content was also necessary. In other words, in hybrid global teams shiebeasitiuded
in this dissertation, some members were collocated, and some coordinated wssldétzrent
time zones, while others did not. Additionally, the amount of time zone differencedhdiars
worked with was also different. To clarify further, apart from each gtelaan member having
to coordinate their work with external counterparts across different tims,Zeaens were
composed of members who engaged in different amounts of global work. Some did only
collocated work (=0% global work), while others worked across different times zoreegreat
extent (anywhere between 1 to 100%).

In order to separate out the effects of collocated versus global teams wariguted a
team-level dichotomous “Global Work” Variable to measure the proportion of tiate t
members engaged in any kind of coordination with a different time zone. This involved three
steps: (1) An individual-level Global Work measure was calculated based oméhsote
difference measure (the percentage of the respondent’s workweek thspéimégoordinating
with a >0-hour time zone difference was their “global work”). The computatedded a
percentage ranging between 0-100; where 0% indicated complete collocatedmwadoi00%
indicated complete global work; (2) A dichotomous variable was created baseg anwtesre
0=0% global work and 1=>0% global work; and lastly (3) This percentage weesgatgp at the

team-level to yield the aggregate team-level “Global Work” score.
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Team Performancd-our items adapted from Becker, Billings, Eveleth, and Gilbert
(1996), were included in the supervisor survey to assess team-level perfarrApacefrom
indicating absolute team performance, supervisors or team leaderaskedeto indicate how
employees in their team fared with respect to other teams. “Pleadeerateetall quality of
work done by the employees in your workgroup/team, whom you supervise”, “Pitasieer
overall quantity of work done by the employees in your workgroup/team, whom yawisepe
“Please rate the overall performance of the employees in your workgraupvhom you
supervise”, “Relative to other employees you may work with, how would you rakvdrage
performance of the employees in your own workgroup/team?”. Responses tetttiede items
were given on a 7-point scale ranging from 1=very unsatisfactory to 7sagsyactory. For the
last item, used to indicate relative performance, responses were given omas:gler 1=Ilow;
2=medium; and 3=high.

Team Cultural IntelligenceAng and Van Dyne’s (2008) short version the Cultural
Intelligence (CQ scale) to assess overall CQ was included in the supemvissy ® measure
team-level CQ. The scale includes nine items used to assess individuals’ knowkkdge a
understanding of other cultures, as well as their behavioral modifications ta@adéfarent
cultures. Supervisors were accordingly asked to assess the group-levebbfié{pteams,
using the following items: “Would you say that the employees you superviseietgmcting
with people from different cultures.”, “Would you say that the employees youssgpare sure
they can deal with the stresses of adjusting to a culture that is new to thiémild“you say that
the employees you supervise know the cultural values and religious beliefs ofuitilvesc’,
“Would you say that the employees you supervise know the legal and economitssystther

cultures.”, “Would you say that the employees you supervise know the rules (eatpLihang,
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grammar) of other languages.”, “Would you say that the employees you sa@@e/ionscious
of the cultural knowledge they use when interacting with people with differentalult
backgrounds.”, “Would you say that the employees you supervise check the acttnaay o
cultural knowledge as they interact with people from different cultures.”, “tMpal say that
the employees you supervise change their verbal behavior (e.g. accent, tana)ondes-
cultural interaction requires it.”, “Would you say that the employees you sapatvange their
non-verbal behavior when a cross-cultural interaction requires it’. RespongegivesT on a 7—
point scale ranging from 1=strongly disagree to 7=strongly agree.

Other Variables Respondents were asked to provide additional information on their
personal as well as organizational status. Some of these variables providgduratk
information, while others were collected since they were related to indigidvork
experiences, could act as significant controls.

Demographic VariablesRespondents were asked to provide information on their age,
level of education, gender, marital status, number of kids, and regarding their clakidaieer
care responsibilities. The items were chosen based on their status as coosadnly
demographic factors, or owing to their relatedness to primary independent andeidgpe
variables in the hypothesized model. For example, number of kids, or eldercare relgpessibi
could impact individuals’ work-family conflict levels.

Age has six possible response categories: (1) less than 25 years, (2) 2638y 8&r
45 years, (4) 46-55 years, and (5) 56-65 years and (6) more than 65 years. wasneeuested
with two categories: (1) male and (2) female. Education had five possgvieias to reflect
generalizability to worldwide education systems: (1) less than high s¢Bpbbigh school plus a

certificate degree, (3) some college, (4) undergraduate college dagie®) post graduate
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degree. Marital status had five response categories: (1) single/divact®aéd, (2) married,
(3) married with kids, (4) significant other and (5) prefer not to answer. Adeajatstion asked
respondents about the work status of their partner: “If you're married, doepartner work?”
Answers were provided using three response categories: (1) yes, (2) nef¢Bhpt to answer.
Number of kids was asked with a single question: “How many children under the age of 18
currently live with you at your home, at least 3 days a week?” To assessrehdddeselder care
responsibilities respondents were asked, “How often are you involved in caremgfégaching
these children, an activity outside your work?”, and “How often are you involveding ¢ar

any elders, an activity outside your work?” Responses were given on a Sqadentanging
from 1=never to 5=always.

Work-related Variables Three items were used to assess an individuals’ tenure within
the organization. Respondents were asked to indicate how many years/monthsdivegrkad
(1) for the present organization (organization tenure); (2) in the presemtrdept/work group
(department tenure); and (3) with the present supervisor (supervisor tenurdje &oalysis, all
the tenure items were converted to months. Respondents were also asked to nanenthe pres
department they worked in and their job title. Once again, these items were chasgtoowi
their potential relatedness with other variables, as well as to provide atfomnegarding for
group-level analyses. In the analysis, three organization dummy variabkeseated
depending on (1) whether or not the respondent belongs to organization A; (2) whether or not the
respondent belongs to organization B; and (3) whether or not the respondent belongs to
organization C. The country variable was also recoded as a single dichotomownbétem

1=India and O=other.
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CHAPTER 5: DATA ANALYSES AND RESULTS

This chapter reports the empirical findings from the data analyses, provifdingdation
for the discussion, conclusion, and recommendations for future research thatprdsésted in
the next chapter. The first part of this chapter reports the assessment eatgas using
confirmatory factor analyses. The second part presents findings from hypoéiséag using
multiple regression analyses, and further analysis of the moderatints efféime zone
difference, and cultural intelligence, followed by the summary.

| use a combination of multiple linear regression and structural equation mo&ihg
techniques to test the hypothesized relationships in the analytical model. akddderear
regression analysis approaches will be used to test hypotheses. Priongdheshypotheses, |
estimate the measurement model using SEM to perform a confirmatorydaatgses (CFA) of
the adapted measures. CFA provides a test of the convergent and discriminaptofaath
factor, as well as for construct reliability.

The moderating effects of Time Zone difference and Cultural Intellegent be tested
by developing interaction terms among variables of interest. The tesetbation by work-
family conflict will be done following the principles outlined by classic amaent research on
the topic (Baron and Kenny, 1986; Edwards and Lambert, 2007; Preacher, Rucker and Hayes,
2007). Accordingly, for partial mediation to occur, the direct effects of H&ipes on the
employee stress outcome should be suppressed with the introduction of the worlceuftidy
variable into the empirical model. Additionally, a moderated mediation techniqueewiied to
estimate the simultaneous effect of Time Zone difference on the mediatied (|Bdwards and

Lambert, 2007; Preacher et al, 2007; Hayes 2009).
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Analyses Methods

Multiple regression analysis employing 2-way interaction termswilised as a means
to examine the hypothesized relationships. Although this study includes two dependent
variables, and at first glance use of a technique that allows simultarstioogtion of multiple
dependent variables (such as structural equation modeling) seems appropgrcge,tbaise
multivariate regression techniques to analyze data. My selection of tinsciee was based on
its flexibility and adaptability, since this study involves more than tengedj which include
six independent variables, several control variables, along with one mediator, andderator
variables resulting in at least six interaction terms for estima#ioly lkypothesized model.
Regression analysis allows us to objectively assess “the magnitude atidmlifgositive or
negative) of each independent variable’s relationship” to the dependent variablé(tdarson,
Tatham, and Black, 1998: p. 161). Interaction terms in the model are selected on the basis of
theoretical and empirical importance in terms of their relationships wefendent variable.

All analyses were performed using the SPSS software package (excepaE@QSed to estimate

measurement models for the conduct of confirmatory factor analyses).

Regression Analyses

In order to test for individual contribution of predictor variables, as well athehthe
addition of a mediator, or moderator variable (interaction terms) contributes tdfihadd
predictive power, | chose to use multiple regression techniques. For mediated models
independent variables and their interactions were entered sequentially bytgptipraain

predictor variables, step 2. mediator or moderator variable, step 3. interactiwasrbatain
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predictor variables and the moderator to examine if addition of these variatllegeaactions
improve prediction of (1) global team performance, and (2) global employeedunaligtress.

| recognize that there are limitations in regression analysist, Fiultiple regression
does not allow simultaneous analysis with multiple dependent variables. Second, it mastno di
means of accommodating measurement error in estimating the effeatiepéndent variables.
Owing to these problems, structural equation modeling techniques are more elésirtis
simultaneous analyses of multiple dependent variables. However, in order to benefit from
structural equation modeling, elimination of variables and larger sampleas&zesquired,
because the number of parameter estimates more than doubles due to simultéinedises
with two dependent variables and the inclusion of measurement models. Since the main purpose
of this study is simultaneous analysis of the effects of a set of independahtegrather than
analysis with multiple dependent variables, | chose regression analysisaastaohfor data
analyses.

Prior to the regression analysis, confirmatory factor analysis was @eddo examine
the reliability and validity of the scales. SPSS software and EQS sefivegie used for the
purpose. Convergent and discriminant validity was assessed by examininopigidihof
confirmatory factor models as well as variance extracted and shared &antors. The
confirmatory factor analyses to establish valididy of the measures yedglothe study with
structural equation modeling showed that measurement error was not causingpsehl@umss.
This provided further support for the use of multiple regression.

The results of the confirmatory factor analyses (CFA) identifiedah of seven
constructs to measure the four HR practices hypothesized model. The datadnsiocafactors

each that best represented the Communication, Flexible Work Practices, and Wanhkl&c

94



construct. Training was a single factor as initially hypothesized. Badsef CFA established
the internal consistency and validity of these constructs, as well as of theatbk&ucts of

interest in the study (namely Work-family Conflict, Performance, angStre

Measurement Models

Confirmatory Factor Analysis

Confirmatory factor analysis was conducted in order to examine convergent and
discriminant validity of hypothesized constructs. Each subset of constragtested in a
measurement model, where constructs were modeled as first-order dasmnticts and
correlated with each other. All measurement items were examined for itpime&bre the
confirmatory factor analysis. Significant departures from normalitgwet found in items.
Further, normality is not a critical assumption in factor analysis @{ait., 1995).

Tables 3 and 4 show scale reliabilities and item factor loadings of ekitenes, based
on the analysis with the complete data set (N=166 for all variables). To check for
unidimensionality of constructs, all items of independent variables (commuaonidaaining,
flexible work practices, and work schedule) were subjected to a focused coorfyrfiagtor
analysis, since they could be grouped under one underlying construct “human resource
practices”. The central aim of this task is to examine the underlyingustuc all items across
the human resource practices constructs. According to the conceptual model rgpodthiesi
22 items were anticipated to load onto 6 distinct factors (i.e. communication oveaildadf |
communication richness, training, flexible work practices, work hours and ensisif

schedule). | conducted a step-wise factor analysis, to examine theyimptattor structure for

95



each construct. This strip-down approach involved examining 2 related condtaittaato
extract the best-fitting factor structure. The results of this solutioprasented in Table 3.

As shown in Table 3, a 7-factor solution produced a better structure and also supported the
previous factor analysis and theoretical conceptualization of human resoutezpracnamed
the 7 resulting factors for human resource practices according to the it¢émenteuted them:
(1) Communication Overload (comov), (2) Lack of communication richness (comrich), (3)
Training (trg), (4) Flexible Work Practices (flxprac), (5) Flexiderk Policies (flxpol), (6)

Work Hours (wkhrs), and (7) Timing of workday (timeday). All items loaded highljen t
expected factors (except two which were about 0.22, all factor loadings vome @41).

Except for lack of communication richness and training, scale reliabilitieshef constructs
were lower than the threshold of 0.70 (Nunnally, 1978). | decided to analyze the constructs
inspite of relatively low scale reliabilities (particularly in theseaf flexible work policy which
was a two-item measure) in order to give more weight to conceptual andittaoret
considerations rather than empirical data. Additionally, since the factbné¢sawere

reasonably high, | used this criterion to retain the conceptual constructs.

For the work-family conflict (mediator), cultural intelligence (mader) and
performance and stress (outcome) variables, the 4 factor solution produced #teibese and
supported the previous factor analysis and conceptual model. The results of this sa@ution ar
presented in Table 4. All items highly loaded on the expected factors (above shelthod
.40) except work-family conflict items that separated into two factorsi0Agh this separation
was not a surprise (indicating distinction of work-to-family conflict fri@amily-to-work
conflict), to achieve the most representative and parsimonious set o$ faossible, work-

family conflict was kept as one factor in subsequent analyses (scabditglat all 10 items
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comprising the work-family conflict construct was 0.89). There were no @adgbs among
other items (above the threshold of 0.20), supporting the hypothesized factor struadrerbas

theory.

Convergent and Discriminant Validity

Composite reliability and variance extracted for each construct werputed in order to
assess whether the constructs are sufficiently represented by tHedpedicators and the
resulting constructs measured by them are distinct each other. Based ohaforhakcker’s

(1982) formula, the composite reliability of a construct was calculated as:

.. __ (= standardized loadinds)
Construct Reliability = (5 standardized loadindsy = ]

And the variance extracted was calculated as follows:

¥ (standardized loadingis
¥ (standardized loadings} X &

Variance extracted =

wheregj is the measurement error for each indicator.

The measurement error is 1.0 minus the reliability of the indicator, which is the squar
the indicator’s standardized loading (Hair, et al., 1998: p. 612).

The construct reliability and variance statistics are shown in Table Toridkruct
reliability measures demonstrated high reliability (over the thresholtDdf There was also
evidence of discriminant validity for all concepts with one exception, gatsthe Fornell and
Larcker’s (1981) criterion for discriminant validity that variance ested for each construct

should be higher than the variance shared with any other construct. The one exceptionewhere t
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discriminant validity was not established was between work-family coafiid stress, indicating
that these constructs were overlapping. However, the discriminant validisunee were
borderline (variance extracted =0.36 and 0.47 respectively, whereas vaharest\sas equal to
0.50), and did not indicate that the constructs were redundant.

Overall, these results suggest that measures adequately represensthects in the
hypothesized model. Consequently, by taking the means of their indicators, the cemposit
measures of 11 constructs were created for the use in the subsequent meltegression
analyses. When “properly” constructed, summated scales can repres@ierasjiects of
concepts and maintain parsimony in the number of variables in multivariatesnasdetll as
reduce measurement error to some extent (Hair, et. al., 1998). The results @irfalstees
presented here provided empirical support for the proper construction of sumoadésdrom

items specified on the basis of theoretical definition.

Test of Hypotheses

This section presents empirical findings from regression analyses tedthgpotheses
regarding relationships among human resource practices, team performauoca, cul
intelligence, work-family conflict, and stress, variables. It begirs thie examination of the
data for regression analysis, including testing the assumption of multivemeliesis and
influential outliers, followed by the findings related to hypothesis tesyngudtiple regression

analysis and the summary of the mediating and moderating effects.
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Examination of Assumptions

Multivariate normality was assessed by screening the residuals€ddés between
obtained and predicted DV scores) through the normal probability plots of the residuals.
Residual plots are used to examine normality of sample distribution. Non-normeaiittiategh
skewness could affect regression parameters, and it is especially asefel to check for
normality assumptions of multivariate techniques owing to the relatively sample size
(N=166). Small sample sizes are sensitive to normality assumptions of mafévagression,
and hence | chose to closely examine normality and influential outliers inteny da
The plotted residuals values fell roughly along the line with no substantial enstst
departures, except few around 0.5 in the performance model. The scatterplot of gddentiz
residuals versus standardized predicted values also showed that residualsaltg nor
distributed around each predicted DV value in all models. The overall shape of thgkitat
also indicated the linearity of relationship between predicted DV value®siddials as well as

the homoscedasticity of the residuals with no pattern of increasing or degressduals.

Influential Outliers

To identify influential observations, three types of diagnostic statisgcs examined:
Studentized deleted residual, Mahalanobis distance, Cook’s Distance. Each ofstiesstat
provides different information about outliers. Studentized deleted residual infoabsuisthe
deleted residual — “how far the point is from the regression line with casstedleand
Mahalanobis distance is “a measure of the distance between the spseifsicvedues on the
predictor variables and the centroid of the IVs” while Cook’s Distance whfolms us about

“the overall influence of the single case on the regression equation (Cohen, Coheand/es
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Aiken, 2003). Although some outliers were indicated, the relatively low values of Cook’s
distance indicated that the impact of outliers might be small in magnitudéheF; @& case-by-

case removal of outliers did not have any significant impact on model coefficients

Multicollinearity

The degree of multicollinearity and its effect on the regression reseliesexamined in
two steps. First, the correlation matrix, variance inflation factor (VH¢),talerance values were
assessed. Then, these values were compared with the condition index, which “gresents t
collinearity of combinations of variables in the data set” (Hair, et. al., 1998gxp@excted from
the discriminant factor analysis, work-family conflict and stresseshiagasonably high
correlation (0.59). However, it is below the threshold value of .90, and no VIF values ekceede
the threshold of 10.0. Consistent with these values, no condition index was greater than the

threshold value of 30.0, suggesting no serious multicollonearity in the regressios result

Regression Analyses
The correlation for independent and dependent variables is reported in Table 6a, and for
demographic and control variables is reported in Table 6b. The regressionsanaby/si

performed using a complete set of data for each model (N=166).

Effects of HR Practices on Global Team Performance

Table 8 presents the results of hierarchical regression analysis in wiimimaece is

the dependent variable. Since performance was a group-level outcome repasupdnuisors,
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the regression was conducted using adjusted predictors as suggested by Croan and va
Veldhoven (2007). See also Ludtke, O., Marsh, H. W., Robitzsch, A., Trautwein, U.,
Asparouhov, T., and Muthén, B. (2008) for a review of the technique. Multi-level modeling
techniques have long been used to estimate cross-level effects betwedevehand higher-
level variables. However, all types of multilevel models have been used to prgdmmne
variables at the lowest level (for example individual) using predictors atvles (individual) as
well as higher (group) level. Neither hierarchical level modeling (HLMI),SPSS mixed-
models currently estimate outcome variables at the higher level usinglésskpredictors,
such as in my hypothesized model. In the empirical model | have specifiednzeréer has
been assessed at the group-level, using supervisor ratings of emplokgewjs, whereas HR
practices as well as work-family conflict predictor variables Hmen collected at the individual
level from employees themselves.

Simple aggregation of individual-level variables to predict group-level outcameeasot
appropriate, and result in biased estimates (Croon and van Veldhoven, 2007). Furthéa, my da
did not provide evidence for aggregation. Please refer to Table 7 for the issaadficients -
ICC (1), ICC (2) - and within-group agreement (rwg) values for independeables. The
values did not provide support for the data to be directly aggregated. Except for traomegf
the ICC (1) values exceeded 0.20. Further, the ICC (2) values also did not reach the 0.70
benchmark for aggregation (Klein, Bliese, Kozlowski, Dansereau, Gavin, and Griffin, 2000)

Croon et al. (2007) suggest that in order to correctly specify models with heyleér-I
outcomes, regression techniques can be used, but after adjusting the individual-tketerpre
based on the group means of the outcome variable, as well as group size. In essence, th

suggested technique is based on the principle that the individual-level predictors coeladze vi
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as group-level ‘latent’ variables. Estimates of this ‘latent’ variabhlaade using group sizes, the
group means, and between group variances of the predictor and outcome variablégsahevel
grand means of the variables of interest. This group-level ‘latensiblarcan then be used to
predict the group-level outcome. A detailed discussion of how to calculate theeddjus
predictors and perform an “Adjusted Regression Analysis’ is given in their 200¢atidn that
has been recently used to estimate mixed models with higher-level outcoaegfCroon and
van Veldhoven, 2007). The article has been cited 39 times according to Google Swholar a
Proquest search engine results. The citations have discussed the technigileasaapplied it

to different samples. For example, Ludtke et al.’s (2008) review of this tecHoigue similar

results in simulations with different group sizes.

FIGURE 1: Graphical representation of estimation of multi-level modél gvidup-level

outcome (from Croon and van Veldhoven, 2007).

Z, - Y,
Level 2
(group)
E
g
¥ Level 1
{Xlg, x?g!' g xng} (individual)

102



In the Croon and van Veldhoven model (2007), the outcome varigpie defined at the
macro-level and is predicted by a direct effect of anothacrmlevel variable, £ and an
indirect effect through a micro-level mediating variablg, ¥igure 1 presents the model to be
estimated. According to the Croon and van Veldhoven approach, a laiabte;dg, is defined
at the macro-level and the individual scores grase treated as reflective indicators for the
unobserved group scores. The performance of the Croon and van Veldhoven mdukrhas
tested in various situations such as one in which all variables mdtel are dichotomous, or a
mix of dichotomous and continuous variables. The method seemed to perédirmitiv the
estimated parameters approximating the population parametersh(M@alla and McDonald,
1988; Goldstein and Rabash, 1996; Bauer, Preacher and Gil, 2006).

Table 8 shows the values of,Rtandard errors, model significance, and standardized
regression coefficients with their significance levels for dependeiatolar Global Team
Performance. Model 1 examines the direct effects of communication overload, lack of
communication richness, and training predictors (adjusted to reflect ¢zath-dn team-level
performance. Model 2 examines the direct effects of adjusted individual-ledattors
communication overload, lack of communication richness, and training variables, and adds the
time zone difference variable, to be tested as a possible moderator. Fimall, 3Vintroduces
interaction terms between communication overload, lack of communication richagssgtr
and time zone difference in the full estimated model with global team perficenas the
dependent variable. This is done by adding time zone difference as a moderator to Miodel 1.
important to note that while the predicted independent variables (perceived hsmacee
practices) were adjusted to reflect the team-level, time zone ditere@n objective measure of

time zone difference faced by each team member, and is not a perceived varedde.it Mas
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not adjusted to the team-level. Instead, | controlled for a team-level globdaleariable to
capture unobserved group-level effects that would be caused by the level of edlicaaus
global work that a particular global team engaged in. Other control variabdesization
tenure and supervisor tenure) were aggregated to the team level to controhftevieleeffects.

As seen from Table 8, team global work (a control variable), was conlyistigmificant
in all 3 models. Expectedly, the more global work that a team is engaged in, ¢éneHeiv
performance. Organization tenure and supervisor tenure also had a consisterd aeffget on
global team performance. This might indicate that while working with the sapsvisor and
within the same organization for a longer time meant that they had to work harder.n€alton
3 in Table 8 also show that organization 2 was significant in all the three models. @heeneg
coefficients (b=-0.410; -0.464; and -0.639, p<0.05) show that the performance of teams in
organization 2 were lower compared to organization 1 (the omitted category).

Hypotheses 1-A proposed that technology-mediated communication will have a negative
relationship with the global team performance. Controlling for team-lewbablvork, both
communication overload, and the lack of communication richness had a positive efson t
performance (b= 0.231 and 0.171; p<0.05). Communication overload was an assessment of
experienced overload of information as reported by global team employees, sudetea
whether they felt that they had to deal with more information than they could haadle of
communication richness was a measure of perceived difficultiesdétatee use of email,
phone and other technology, and asked global team employees whether technologgdmediat
communication acted as a hindrance to the completion of their work. As such, | hypdthesize

that both overload and a hindrance to work would result in lower performance of global team
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However the finding that both of these measures had a positive effect on global team
performance was contrary to what was hypothesized. Team-level perfonmgnoeed, even
when employees perceived that they received more information than they could handle
(communication overload) or that the use of technology to communicate posed diffifarltie
their work (lack of communication richness). One reason why this could happen is that whe
global team employees feel overloaded with information, or face difficultiedo
communication via technology, it essentially means that they are having to eovorér deal
with higher loads of information exchange, and put in more effort to meet group goals — a
having to do this using technology to communicate amongst each other as well &giwith t
overseas counterparts.

The higher levels of effort and coordination among members results in irctease
performance. Even though overload and hindrance to work is reported by individuals, the team
goals supersede individual interests, and more information exchange (communicatmadpyver
as well as perceived hindrance from frequent email and other technologyadediat
communication (lack of communication richness) does not affect team perfornesatvely.
Rather, teams that have members exchanging more information than thepadlan dnrad
communicating via email and other technology, perform better in the global o,

This finding fits with the earlier discussion of the Indian work context. Within a
collective, hierarchical society such as India, the collective gkastarecedence over individual
perceptions; employees are subservient to mandates from the organizaticerah, geke
directions from supervisors and try to please them by working harder (H2@0® Kelly,

2009). In the work-culture of the new economy in India, it is not uncommon to find employees
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working late hours and doing everything they can to perform well and meet deadlthey a
strive to benefit from the recent changes in the workplace owing to an apengc
Hypothesis 2-A proposed that there will be a positive relationship between trantdng
global team performance. Once again, a contrary finding was seen and trathangduative
relationship with global team performance (b= -0.265; p<0.05). With more training| tdaba
performance actually reduced. While training takes away hours that exeploguld otherwise
spend working at their daily tasks, it remains to be seen whether these ndtgtigsenesre
mitigated by a presence of cultural intelligence among team menalsdrlave hypothesized in

the study.

Moderated Regression Analysis: Time Zone Difference and Global TeaanRanice

Hypotheses 1-B proposed that Time Zone Difference (TZD) moderates thenskgt
between technology-mediated communication and global team performance, stioh tha
negative relationship is stronger for higher levels of TZD. Columns 2 and 3 of TableBtpres
the results for the test of moderation by time zone difference. To saestyiteria for
moderation, the results show that time zone difference had a significantoeffgiobal team
performance (0.178; p<0.05 in column 2). Also, column 3 showed that communication overload
had a significant interaction effect with time zone difference. The dstinnateraction
coefficient is positive (b= 0.297; p<0.10), meaning that, at higher levels of time zaremi#,
the impact of communication overload on global team performance is positive. In otder w

as the time zone difference increases, higher levels of communication oveslaadhreigher
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team performance. While this is contrary to the prediction in hypothesis 1-Borissstent with
the earlier finding that communication overload increases global teanrparice.

Figure 1-B (corresponding to hypothesis 1-B) is a graphical representétihis effect.
Figure 1-B shows that compared to low levels of time zone difference, thizg@esiect of
communication overload on global team performance is stronger at high leveis abnhe
difference. Having controlled for the amount of global work teams engage in, wigendira
difference is high among teams, communication overload does not seem to come ynadhe wa
global team performance.

Once again, this finding is contrary to what one might expect. However, the ability of
global teams to work with technology may improve as they are required to coordinatarrdor
more across time zones, and hence a perceived overload of communication does notitower the
team performance. The perceived overload of information exchange among membesshat
they are putting in extra effort to accomplish group goals, which helps thes peaform
better. And more so when they are separated by higher degrees of time zyeaakffrom
their working counterparts. Individual team members, faced with higheztimeecoordination,
deliver outcomes inspite of communication overloads, and as such, their teamsfilzenehe
higher levels of information exchanged. Hence team performance improvesaighifi In
contrast, at low levels of time zone difference, a perceived overload of conatnumi&and

information exchange still enhances team performance, but is not as influential.
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Moderated Regression Analysis: Cultural Intelligence and Global Teawrfarfce

Hypotheses 1-C proposed to test the moderating effects of Cultural Intedligerice
effects of technology-mediated communication on global team performancetsRéshé
adjusted regression analyses for team-level performance outcomes witra@@pdsrator are
presented in Table 9. (It is important to note that because of the relatiylelganrelation
among some of the variables in this analysis, the regression coefficientgrestey than 1.00 in
some cases — for example, the correlation between performance and CQ is 0.48sulihenr
Table 9 show that as expected, CQ had a significant positive effect on glohgl¢eformance
(b=0.997; p<0.05). This meant that teams with high CQ performed significantly beiger. A
communication overload and training had a significant direct effect on CQ, as shoalumn
1.

Column 2 of Table 9 shows partial support of hypothesis 1-C. Hypotheses 1-C proposed
that Cultural Intelligence (CQ) will moderate the relationship betwegmblogy- mediated
communication and the performance of global teams. Only communication overload had
significant interaction effect with CQ. CQ moderates the relationship erte@mmunication
overload and global team performance, such that the positive relationship is feekgh
levels of CQ. While the direct effect of communication overload is positive (b=1.686; p<0.05
the interaction effect with the addition of CQ is significant and becomes ne(lative.280;
p<0.05).

Please refer to Figure 1-C for a graphical representation of this. eFggyure 1-C shows
that compared to teams with high-levels of CQ, the positive impact of commanioagrload

on global team performance is stronger in teams that have low-levels oh@@et words, the
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lower the team-level CQ, the greater the effect of communication overloddbah ggam
performance. In sum, perception of communication overload among members seems ® be mor
helpful for the performance of teams with low cultural intelligence thatefons with high

cultural intelligence.

To explain further, at low levels of CQ, as communication overload increases,
performance of global teams increases. In other words, the more teamrsparbeive an
overload of communication and information exchange, the better the team perforreaeneat
high levels of CQ, communication overload enhances team performance. However,Qvhen C
levels are low in teams, the positive effect of communication overload on global team
performance is intensified.

This finding could mean that in a global work environment, when teams have lower CQ
levels, perceptions of communication overload results in better team perforiantes is not
necessarily true when team CQ levels are high. At high levels of CQ, comrmammatrioad
makes little difference to the performance of the workgroups. However, whegvElQ &re
low, members’ perceptions of communication overload and more information exchange than
they can handle, means they contribute more to the team and helps their teams\pelit
Table 9 also shows support for hypotheses 2-B, but in an unexpected direction. HypeBheses 2
predicted that Cultural (CQ) Intelligence will moderate the @ahip between training and
global team performance, such that the positive relationship is strongertideveds of CQ. As
seen from Figure 2-B, CQ moderates the relationship between trainingphattgam
performance. However, the relationship is stronger for groups with low levels,sa®@r than
for groups with low levels of CQ (b=-0.213; p<0.01). Once again, this may be due to the fact

that training makes a bigger difference to groups with low levels of CQ, aghgreups with
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higher levels of CQ perform well as it is, and training related to the devetbmingkills for
global work, has lesser impact for these groups.
Next, | discuss the Direct Effects of HR Practices on the IndivideaélLStress

outcomes of global employees. Results of this analysis are presented if(fable

Effects of HR Practices on Global Employee Individual Stress

Table 10 shows results from hierarchical regression analyses using indlexklal
predictors (flexible work practices; work hours; work-family conflict) anradividual-level
outcome (employee stress). Flexible Work Practices were measured/avithriables (flexible
work policies such as vacation and leave policy; and flexible work practices incluitid gs
such as flextime, compressed workweek, and personal time off). Similaslyatvables (actual
work hours and the timing of workday) denoted global employees’ Work Schedule.

Table 10 includes the values of, Rtandard errors, model significance, and standardized
regression coefficients with their significance levels. Model 1 (gkeenn 1) examines the
direct effects of flexible work practices, flexible work policies, work hourd,taning of
workday variables. To test for mediation effects, Model 2 introduces work-faomnljict and
estimates direct effects of all variables in Model 1 with work-family ladirds the dependent
variable. Model 3 adds work-family conflict to Model 1 as a predictor variable) agi stress
as the dependent variable.

Table 10 shows that supervisor tenure had a significant negative effect on lssttastre
work-family conflict. This finding is in line with conventional arguments te&itronship

developed with supervisors over time enables the individual win the confidence of their
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supervisor and get their support. Both general supervisor support (House, 1981), as well as
work-family specific supervisor support (Hammer, Kossek, Yragui, BodreHanson, 2009;
Thomas and Ganster, 1995) have been shown to reduce employee work-famity aondfli
stress. The longer an employee works with a supervisor, they are moredikaletbetter
support and hence felt work-stress reduces. Additionally, the results in Table 1Gahwow t
comparison with organization 1 (the omitted category), employees in both organizatid® 2 a
report higher levels of stress, regardless of work-family conflict. \Vémiiployees in all three
organizations did similar types of work, organization 2 and 3 were significanty lavgize

than organization 1, and this could be reason why employees are able to feel and ieport the
work-related stress. The level of global work that individuals engaged in didaxtaerence

to their work-family or stress outcomes.

Hypothesis 3-A proposed that there will be a negative relationstweée flexible work
practices and the individual-level stress of global team emgdoyelable 10 shows patrtial
support for hypothesis 3-A. While flexible practices did not makiffarence, flexible work
policies had a significant negative effect (b = -0.170; p<0.05), shothetgpolicies such as
vacation time or telecommuting options reduces the stress of employees workiggirteams.
Hypothesis 4-A proposed that there will be a positive relationship between the iidand}a
work schedule and the individual-level stress of global team employees. Om;elapgée 10
shows partial support for hypotheses 4-A. Work hours had a significant positivgleffec
0.338; p<0.01) on the individual-level stress of global team employees, indicatimgptkang
long hours and with an inconsistent schedule increases individuals’ stress wheorthestiain

global teams.
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HR Practices and Global Team Employee Stress: Work-family Coa#lia Mediator

Table 10 also provides reasonably high evidence for the work-family conflicatioedi
outlined in hypotheses 3-B and 4-B. Hypotheses 3-B proposed that Work-family Owiiiflic
mediate the effect of Flexible Work Practices (such as flexibieastd finish times, comp time
off, compressed work week, personal time off, and paid vacation days) on the individual-level
stress of global team employees. In order for mediation to be supported, founosndiist be
satisfied (Baron and Kenny, 1986): (a) Flexible Work Practices should haysifecant effect
on Stress in Model 1; (b) Flexible Work Practices should have a significartt@ff&¢ork-

Family Conflict in Model 2; (c) Work-Family Conflict should have a signifioaffiect on Stress
in Model 3; (d) the relationship between Flexible Work Practices and Stressdiel Bishould
be nonsignificant (indicating complete mediation) or significantly sm@heicating partial
mediation) than the relationship between Flexible Work Practices and $tidesdél 1.

A closer examination of Table 10 shows partial support for Hypothesis 3-B. All
conditions for mediation are satisfied for flexible work policies (positive ayrdfiant beta
values in Models 1 and 2), but not for flexible work practices. Additionally, work-yamil
conflict has a significant positive effect on stress in Model 3 (b= 0.452; p<0.01). The result
show that work-family conflict completely mediates the effects oflflexivork policies on the
stress of global team employees in this sample. For flexible work ali@ebeta values in
Model 1 and 3 are b=-0.170; p<0.05, and b= -0.076; non-significant respectively. This means
that the effects of flexible work policies on stress are completely neddigtwork-family
conflict. Therefore hypotheses 3-B is only partially supported (only flemibhi policies have

a significant impact on employee stress), with complete mediation byfeumiky conflict.
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Next, Table 10 shows only partial support for Hypothesis 4-B, which proposed that work-
family conflict will mediate the effects of Work Schedule on global em@®geess. Only one
measure of work schedule (work hours) had significant positive effects on botlyempltess
and work-family conflict, this direct effect was not completely mediabeit significantly
reduced with the addition of work-family conflict into the model (b= 0.338; p<0.01 in Model 1;
b= 0.134; p<0.10 in Model 3).

Therefore | conclude that work-family conflict partially mediates ¢ffects of work
hours on employee stress. This result means that the length of work hours and contvollover
hours increased the stress of global team employees. And this was due to the in¢hesais
work-family conflict. As opposed to the actual work hours and how much control they had over
their work hours, the timing of work day (which measured whether or not they workasteons

schedules over the week) mattered less to the work-family conflict ofl g¢ézma employees.

HR practices and Global Employee Stress: Time Zone Difference asl@raor

Hypotheses 3-C and 4-C proposed that time zone difference will moderate the
relationship between human resource practices and the work-family confiiobal team
employees. Moderation tests have to be conducted on the mediated model, including work-
family conflict as the mediator and stress as the outcome. This is bebausieett effects of
human resource practices on employee stress are hypothesized to be medvatdefamily
conflict and estimating the moderation effects of time zone on this mediatedwilbgeltial

out the moderation effects on both the direct and indirect effects of HR practiceployee
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stress. This will allow for simultaneous estimation of the complete modklding the
mediator and moderator); comparability of results; and avoid the risk of modglauifscation.

While simple moderation analyses can be conducted using regression techniques,
mediated moderation requires additional considerations. Such as whether it isi@anedi
moderation (such that the. time zone difference moderator is transmitted througitkhe
family conflict mediator variable), or a moderated mediation model, sucththateditation is
evidenced through the moderator variable. More recent research on the topiedtaseal the
integration of moderation and mediation, and suggested different ways to analyefestsh
(see Edwards and Lambert, 2007; Hayes, 2009 for examples).

In order to test the moderation hypotheses involving time zone difference as a orpderat
along with work-family conflict as a mediator between human resourceqasetnd stress
outcome variables, | use the approach suggested by Edwards and Lambert (2007)efThe pap
used bootstrap estimates of estimated regression coefficients from nuoderadlels (including
interaction terms between moderator and independent as well as mediatdesgatapartial
out the direct as well as indirect effects of the moderator variable. Sughesmnallows for
simultaneous test of moderation effects of time zone difference on all hyaetheelationships
in the mediated model (in this study, these paths are between flexible workgsastrk
schedule, and work-family conflict; and between work-family conflict stress).

Hypothesis 3-C and 4-C proposed respectively that, Time Zone Differenceoslérate
the relationship of flexible work practices and work schedule with the workyfawniflict
experienced by global employees. The mediated moderation regressidnite émove
hypotheses included several steps. First, hierarchical regression modelsmquoiteraction

terms with the moderator variable are estimated (see Table 11). SecaigniinEant
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moderation effects are identified, and the coefficients for the First, Sebordt, Indirect and
Total Effects for Moderation are calculated using the coefficients fraloheTL1. Tables 12 and
13 present the results for two significant moderated variables identifiexkiblEIWork Policies
and Work Hours respectively. Both these variables have a significant titenatth time zone
difference (b = 0.052, and b = —0.080; p<0.05 respectively), providing partial support for
Hypotheses 3-C and 4-C.

The calculation of moderated mediation effects is done in the following wayable T
12, for rows labeled low and high, table entries are simple effects computedduatiofs
using coefficient estimates for Flexible Work Policies from Table 1bw*land “High” time
zone effects are calculated based on -2.754 and 2.754 for low and high time zone difference
one standard deviation above and below the mean of the centered time zone differelnled. varia
Differences in simple effects are computed by subtracting the eféediggh time zone
difference from the effects for low time zone difference. Tests ofrdiftees for the first stage,
second stage, and direct effects are equivalent to tests of the direct aatkdefiects of
flexible work policies on stress, as reported in Table 11. To clarify, the difect is equivalent
to the direct effect of flexible work policies on stress. The first stdgete$ equivalent to the
direct effect of flexible work policies on work-family conflict (the metdr). The second stage
effect is the effect of work-family conflict on stress. Finally, tb&td of differences for the
indirect and total effect were based on the bias-corrected confidencelstirraed from
bootstrap estimates of the direct, first and second stage effects.

Table 12 shows that the effect between flexible work policies and strasslesated in
the second stage (i.e. through work-family conflict). The relationship batfiexible work

policies and work-family conflict (first stage) is not moderated by tioreeadifference.
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Similarly, Table 13 shows that work hours are moderated in both the first and segesd sta
Therefore the relationship between work hours and work-family conflist fiage) as well as
that between work-family conflict and stress is moderated by time zffegedce.

Figures 12-A to 12-E plot the mediated moderation effects of time zonesdifk=pn
work-family conflict and stress. The results of Figure 12-A through $RBel#v differences in
simple slopes for low and high time zone difference. Figure 12-A shows that, fostis¢age
of the indirect effect, the relationship between flexible work policies and-faanky conflict
was only slightly different for low and high time zone difference (as previoustyinttis effect
was not significant). Figure 12-B shows that the relationship between worlk-taonflict and
stress was steeper for high time zone difference, and stress was highegh tome zone
differences, at all levels of work-family conflict. However, the iadirand total effects depicted
in Figures 12-C and 12-E, respectively, indicated a less steep slope beexdsda fWork
policies and stress for high time zone differences, and a higher intercept fonéownonhe
difference. This meant that while high time zone difference accentha&teegative effects of
work-family conflict on stress, the presence of flexible work policiegateed some of the
negative effects of high time zone difference on the stress of global emgloye

The effects of work hours on stress were similarly analyzed as shown ind-ig4fe
through 13-E. Once again, the negative effect of work-family conflict orssir@s increased
with a high time zone difference [see Figure 13-B]. Figure 13-A showexditterence
between low and high time zone difference. Figure 13-D shows that the nega&tteeffon
standard work hours on the stress of global employees is enhanced when they vbigghwit

time zone difference counterparts.
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CHAPTER 6: DISCUSSION AND CONCLUSION

Human resource practices have traditionally been examined for their polénts en
organizational and unit-level productivity, dealing with employees workingmlsingle
location. However, with the growth in the global economy in recent years, workpkatees
have not been developed to adequately address the unique needs of the global workforce. In
particular, the effectiveness of HR practices for global employees edrdinate work across
different time zones has not been explored. By synthesizing the human resourcauahtkairt
literatures, in this dissertation, | have developed a conceptual framework to @hbtare
comprehensive view to understand the effects of HR practices for global téaonducted an
empirical test of the conceptual model within three organizations in the irtformtechnology
industry, and collected survey data from their global team employeesgentisors located in
the Indian subcontinent.

My conceptual model for global teams proposed that two aspects of global wiork wil
moderate the relationship between HR practices, global team performanceypoyke stress:
Time Zone Difference and Cultural Intelligence. The model was testedwample of 166
individuals engaged in global work, who were nested within 32 global teams. Matched data on
the performance and cultural intelligence of these teams were alstiexlieom 32 supervisors.
Based on the empirical findings from the data analyses presented in GhdbieChapter
discusses the major findings and contributions of the study, implications for #rebpyactice,

and makes recommendations for future research on the important topic of global work.
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A Model of HR Practices in the Global Work Context

An assessment of the existing human resource and virtual teanutiésrpoint to several
gaps. While the former highlights the importance of a set of ‘best pEidbicenhance
organizational outcomes, the latter emphasizes group processes and techelatedy-r
challenges faced by teams as they engage in virtual work. Strategin hesoarce perspectives
have highlighted arguments related to organizational and unit-level outcorgel; ignoring
the impact of HR practices on individual employees. On the other hand, the virtual team
literature, while identifying the need for HR practices to facilitatiial work, has not only
similarly focused on the group-level, but also ignored the effects of time zéeeeddes on
global virtual work. The ‘soft-skills’ aspect of virtual work is only being ex@dl recently, and
in past work, researchers have paid insufficient attention to how working virtuedissabe
globe might affect employee and team-level performance and weli:-bei

Expanding recent efforts to synthesize the human resource management ahdeikiua
perspectives (e.g., Huselid, 1995; Appelbaum et al., 2000; Maznevski and Chudoba, 2000;
Gibson and Cohen, 2003; Mohrman and colleagues, 1999, 2003; Batt and Valcour, 2003), this
dissertation examined the role of time zone differences and cultural intedigaribe effect of
HR practices on global team performance, as well as global emploges sind work-family
conflict. Applying Greenhaus and Beutell’'s (1995) theory of role conflict, | dpeel a model
that emphasizes work-family conflict and stress as important outcomes dfiwgtoka The
model also included time zone difference and cultural intelligence to examgiaeguments that

the level of global team performance and other outcomes are better ekplame the effects of
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human resource practices are considered in combination with the time zone chfteebmeen
global employees and their working counterparts, as well as their cultiglfibence levels.
With the model involving four human resource practices (communication, training,
flexible working practices, and work schedule); three employee outcomesfamaiti conflict,
stress, and team-level performance) outcomes, as well as two moderam®moae difference
and team-level cultural intelligence), this study asked: (1) how do human eegb&Rpractices
affect global team performance and employee outcomes such as workdandiict and stress
in the global virtual work context?; (2) how do time zone differences (TZD) medée
relationship between HR practices and the performance, stress and wdyketarflict of
global team employees?; and (3) how does Cultural Intelligence (CQ) atedtles relationship
between HR practices and global team performance?
To shed light on these questions, 11 hypotheses were developed, which were tested using

a sample of 166 global team employees and 32 supervisors.

Major Findings of the Study

The empirical findings support the study’s central propositions that thesedfield R
practices on global team and employee outcomes are contingent upon the tiegieeane
difference that they work with, and the level of cultural intelligence ofajltdam members.
The results further suggest that one of the primary effects of human resoutcegia®n the
work-family conflict of global team employees. Furthermore, the findmngjslight the
importance of flexibility practices and control over work schedule as impaiééatminants of

global team performance and employee well-being.
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The most important finding of the study, stated in one sentence would be: flexible
working practices and control over working hours matter significantly tdrajlteam
employees, as they have to coordinate their work across different time Zdreedirect effect
of flexible work practices and work hours on global team employee stress founsteansi
support. Also, the degree of time zone difference moderated these effects on thenmigrk
conflict and stress of global team employees. The study shows that theeneffacts of higher
time zone difference coordination could be mitigated with the use of flexiblervgopkactices
such as vacation and work-at-home policies, as well as allowing global eeplgseater
control over their working hours.

Even though global team employees have to coordinate work across differertrigse z
which necessitates the use technology-mediated communication, this does not makk aka
difference to the global team outcomes, as much as flexibility in workiag lamd time does to
the individuals working as part of these teams. This was an important finding sfitiy.
Additionally, the study also found that the greater the time zones differetcgaibal team
employees have to work with, the greater the impact of flexible work peacind work hours
on global employee stress.

Secondly, the study shows that time zone difference matters for the glokatombext,
as it impacts those who work in this scenario. Not only does it affect the relgtitvesiveen
flexible work practices, work hours and global employee stress, it also hapact bn
performance of global teams. The use technology-mediated communicatiopdsitsva effect
on the team-level performance of global employees. In other words, wdted glam members
perceive that they receive more emails and have to exchange more informatitivethean

handle, this ‘communication overload’ improves the performance of their team. Moréuver
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effect gets further enhanced when these employees have to coordinate warkigtrers
degrees of time zone difference. The more the extent of time zone differengleltaateams
need to coordinate with, the more the use of technology-mediated communication makes a
impact, and improves global team performance. This counter-intuitive findinglrega
communication and global team performance helps us understand some of the nuancels of globa
virtual work. Normally, when employees perceive an overload of information, hemehey
can handle, or when they report that the use of technology hinders their ability te@teotngir
work tasks, this would indicate that employees are stressed at work not abferto pleeir job
well, and result in lower performance. Feelings of work overload have been kinkaakt job
performance (Jex, 1998; De Cuyper and De Witte, 2006). However, this is natéHerca
global virtual work. In this unique work context, when employees belonging to globd tea
report overload of information and hindrance to their work owing to the use of technology to
communicate, the performance of their teams are still high, because ofrdesattwork effort
they put in. While communication overload and lack of communication richness may be
perceived as problematic by individuals working within global teams, their geals have to be
delivered regardless, and employees put in the required effort to maintaipeédarmance.
Thirdly, the study identifies work-family conflict as a major issue foplyees engaged
in global work. Having to work irregular hours and nights and weekends, in order to adjust with
the work schedules of counterparts across different time zones has a negativenetiie work-
family lives of global employees. The impact of flexible work practareswork schedule is
high in the case of global team employees because of the work-family coatlggd by this
unique work context. Work-family conflict is a big reason why global team gm@gdoreport

that their work is stressful, and the implementation of flexible work policies actiqas, as
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well as a control over schedule goes a long way to help global team emplayeggertheir
stress.

Finally, this study also finds that cultural intelligence has important caidns for
global team performance. Because of the high cultural diversity inheréet ghobal work
context, the level of cultural intelligence possessed by global teamgbagiae impact on their
performance. Even with specific types of training provided for working in thelglob
environment, cultural intelligence still matters. Interestingly ghothe training is more
effective for groups with low cultural intelligence. The results of thisyssidw that while
training is important for global team performance, it matters more for teases that have low
cultural intelligence, rather than teams that have high cultural imetd& This is an interesting
finding which tells us that training is effective when teams have low cultuedligence to start
with. Global teams with high cultural intelligence levels are alreadlyageipped to perform
well in the global work context, and as such, providing specific training to memhbesef
teams is less important. Also, the study found that cultural intelligence rtexidra effect of
communication overload on global team performance. Specifically, the rdsigtisat when
global teams have low cultural intelligence, they depend on higher levels of caratramand

information exchange in order to be able to perform well in the global work context.

Study Contributions and Implications

Theoretical Implications
The study makes several important contributions to research on global teaspsge of

recognition that human resource practices have not been developed for virtsahhebior
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individual employee effectiveness, the effects of HR practices on glohell\teams or
employees have not been sufficiently examined. This study not only provides eViutetmoe
zone effects, but also examines how HR practices and time zone differentigandiuence
global team performance, and individual employee work-family conflict aagsstrutcomes.
This is an important contribution to the virtual teams research as well asdarake that
attempts to fill a gap between strategic HR (macro-level) and individoplegee (micro-level)
perspectives. Additionally, it also provides empirical evidence for theatmade played by
cultural intelligence for global team performance.

This dissertation makes several important contributions to theoretical develaprtrent
field of human resource management. First, the study examines the impaet pbhe
difference on the global workforce. A large part of the current workforcegeaga global work
today, and it is important to understand how working across international boundaries and
coordinating work across different time zones affects employees. Bysegpthe impact of
time zone difference on how HR practices affect individual and team-levelnoescfor global
employees; this study sheds new light on the factors to be considered in todbglsegbnomy,
especially for the multitude of individuals engaged in such global work.

Second, apart from examining the effects of human resource practices for individua
employees, this study also extends current literature on virtual teamsglolih#y dispersed
work context characterized by time zone difference. By exploring the effeliR practices on
global team performance, as well as the joint effects of cultural irtletleyand global team
performance outcomes, the study highlights factors that impact the perferofaeraployees
engaged in virtual work, separated by time zone. To this end, the study makes an important

contribution to the virtual teams literature, currently focused on local and atgidoal teams.
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Third, the study contributes to research in the work-family area by emtgtidi notion
of work-family conflict to the experience of employees who work acrossréift time zones.
While the effect of work-family conflict on individual employee outcomes has bgamined,
this study extends it to the global work context by including a sample tnls with different
time zones.

Finally, the study also adds to current research on cultural intekidgnexamining it in
the global work context and assessing its impact on global team perforniteadés to existing
empirical evidence that cultural intelligence is an important elememdlofigvork and makes a
difference to the effectiveness of global teams. Cultural intellegaas been developed as an
individual-level construct and recent research has examined its applicatioridarthievel,
highlighting its importance for multicultural team effectiveness (ShakdfErez, 2008). This
dissertation applies the concept of cultural intelligence to global teamsrgumacally tests it
with data collected from supervisors at the team level. The findings showultioahic
intelligence could be extended to be seen as a team trait, which has a sigmipzenton global

team perfo rmance.

Practical Implications

Some tentative managerial implications can also be drawn from the finditigs study.
First, results from the study help us identify effective HR policies andiggad¢hat can be
implemented for global teams and the employees that work within these teammsights
from the study, specific HR policies and flexibility practices could s&gded and implemented
for better management of time zone differences and cultural diversitgnthe global

workforces. For example, flexible working practices such as work-at-honogegoknd control
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over working time and hours need to be developed for global team employees, so thet they ¢
be more effective at the workplace and experience less work-stress.

Second, the study provides data for coaching global team leaders, and idgredigs s
training to be developed for global team employees so that they can perfihrandide more
effective. Specific training modules such as work-family training, ane-tmanagement
training, could be used to shape HR strategy and can be integrated into exasting for
global team employees to enable them perform well. Similarly, the stuclg poithe
importance of cultural intelligence for global teams. For organizatioresain competitive in
a globalized world, the development of cultural intelligence among global t@ainyees needs
to become a priority, through appropriate training and other methods. Training badieasit
impact on groups with low levels of cultural intelligence, and as such, traiauid make a big
difference to global team performance, especially when team mehableiaultural intelligence.

Last but not the least, the study highlights the role of degree of time zonentdiédoe
the performance, work-family conflict and stress outcomes of global tegnoyees. Having to
deal with high degrees of time zone difference is difficult and has negativeasgdor global
team employees. Wherever possible, a distribution of work such that global emspglayedo
deal with a mix of time zone difference would help the situation. In other words, degelopin
teams with some members dealing with a high time zone difference and sthnadaw time
zone difference could help group outcomes, by reducing the time lags assodiatgidbal
work. The role of technology-mediated communication is interesting and managerto
understand that high levels of communication may help global team performance, but it is
effective only when time zone differences are high. For members dealmtpwitime zone

difference, or when they are collocated, face-to-face meetings needdbdskiled whenever
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possible. Also, groups with high levels of cultural intelligence do well regardiBut when
teams have low cultural intelligence, managers should encourage members to catenamaic

exchange information more frequently, as this seems to help them perform better.

Limitations and Future Research Directions

This dissertation, like any other study, has limitations, leaving unanseeestions and
providing opportunities for future research. First, since some of the variables stuidhy (such
as team performance and cultural intelligence) are the outcome of agptioaeoccurs over the
time, | acknowledge that longitudinal research is desirable for moreadelguexamining the
determinants of team performance. The current relationships among HRgwactil cultural
intelligence are likely to influence future team performance. Also, tleésBonships may
significantly vary and evolve over different phases of team development. hizedigat the
current model has limitations in addressing team performance as it deoglpime. With the
use of longitudinal samples, researchers could explore how these relati@wsvgsover time
and ultimately influence employee effectiveness in the long run.

Second, the sample includes only self-reported data on HR practices. This may pbose suc
potential problems as selection bias, and subjective judgment by respondents. Aangseal
would require multi-source data on HR policies and practices, using subjective activebj
data in combination. A related issue is that the study included self-reportedanohk-¢onflict
and stress as dependent variables. Both these constructs are closelyasglacts of

individuals’ experience. Future research might consider adding multiple sdoregork-family
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conflict data, such as spousal reports or reports from other family memlpeesfoctal
respondent.

Finally, since this is the first study to investigate hypothesizedae#dtips, the study
focused on sample within one country (India) to avoid the contamination of results by
unobserved heterogeneity due to country differences. However, the empsided derived
from a sample of global team employees based only in India may rasenitern that findings
are country-specific. Comparative study across multiple countries wellug more insights
about concurrent effects of socio-economic and institutional factors on gloplyee
outcomes. Since the present study revealed that some of the results are pentfxt-s
conditioned by local and national-level cultures, the conclusions from this studinrgpecific
to the socio-economic work context of India, and limit the generalizabilityeofindings.
Adding data from other countries with employees engaged in global work will all
comparisons as well as extend the findings to other contexts.

Further, although employees in my sample coordinate work with global coutderpar
they are themselves not geographically distributed (i.e. they work within hyand)e
Collecting data from teams that have employees who are located acimsnddountries and
time zones would make the study more generalizable to the global workforce anehdifypes
of global teams. Also, using a case study approach, one can investigate cemaplaxships
among various context-specific factors, meanings of these relationships, agdipesc A case
study also can provide insights from extreme cases that are left beyomulihgsf of
guantitative analyses.

In spite of these limitations, this dissertation makes a significant comntiotthe study

of individuals working across the globe, who not only have to conduct their work virtually, but
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also work during nonstandard hours to accommodate different time zones. To my knowledge,
guantitative studies using a global employee sample are few and far betiveestudly is a

definite step towards our understanding of employee effectiveness in theamord fast

growing global work context. | believe that this study will expand our knowleadé&rigger

further research on related issues.
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TABLE 1: Survey Response Rates

APPENDIX A: TABLES

Surv #ee | #sup | #total #ee #sup # total Response
Site* Versi?rll Sent | Sent Sent Collected | Collected | Collected Rate
1) | @ | (3=1+2) (4) (5) (6=4+5) | (6/3*100)
A Paper- | 1,5 | o5 150 100 20 120 80.0%
Pencil
B | Web- | 01| o 110 46 8 54 49.1%
Survey
c | Paper-1 | g 26 20 4 24 92.3%
Pencil
Total 247 | 39 286 166 32 198 69.2%

* Data were collected from company sites located in India.
# eeDenotes total number of employee surveys sent/collected.
# supDenotes total number of supervisor surveys sent/collected.
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TABLE 2: Sample Demographic Profile

Demographic Profile of Employees Acrossthe Three Data Sites (All numbersarein percentages)

Age (in yrs) Education Gender
A B C All A B C Al A B C All
<25 80 804 0 27.1 High sch./tech. 40 65 0 42 Male 620 87.0 750 705
25-35 87.0 19.6 60.0 65.1 Some College 0 65 50 24 Female38.0 13.0 25.0 295

36-45 5.0 0 35.0 7.2 Undergrad degree 20.0 54.3 20.0 29.5
>46 O 0 5.0 0.6 Post-grad degree 76.0 32.6 75.0 63.9

Org. Tenure (in months) Dept. Tenure (in months) Supervisor Tenure (in months)
A B C All A B C All A B C All
<11 170 76.1 150 331 <10 250 71.7 200 37.3 <5 22.0 56.5 10.0 30.1
12-24 26.0 21.7 200 241 11-20 28.0 23.9 15.0 25.3 6-11 21.0 21.7 10.0 19.9
25-48 26.0 22 20.0 18.7 21-30 23.0 4.3 20.0 175 12-20 28.0 19.6 20.0 24.7
49-72 13.0 0 150 9.6 3150 190 O 20.0 13.9 21-40 26.0 2.2 30.0 19.9
>73 18.0 0 30.0 145 >51 5.0 0 25.0 6.0 >41 3.0 0 300 5.4
Number of Kids under 18 Marital Status Partner Work Status
A B C All A B C Al A B C All
No Kids 71.0 91.3 40.0 729 Single 40.0 93.5 25.0 53.0Doesn’t Worl 50.C 76.1 60.0 58.£
Atleast kid 29.0 87 600 27.1 Ma”'eg/tsh'g 580 2.2 750 446  Working 440 2.2 35.0 31.:
Prefernotto , 45 g 94 Prefernot g, 517 50 102
answer to answer

* treated as missing value
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TABLE 3: Factor Loadings of Human Resource Practice Items

comov comrich trg flxprac flxpol wkhrs timeday

Communication Overloac

comov?2 .560

comov3 .789

comov4 431

Lack of Communication

Richness

comrich2 .908

comrich3 725

comrich4 425

Training

trgl .683

trg2 .822

trg3 .805

trg4 .763

trg5 715

Flexible Work Practices

fwp2 .348

fwp3 574

fwp4 469

fwp5 223

fwp6 573

Work Schedule

rsched2* 483

sched5 407
rsched8* .840
rsched3* .264
sched4 445
sched6 .642

Scale Reliability .60 71 87 44 23 Y 40

* Reverse-Coded Item
Extraction Method: Principal Axis Factoring, Rotation: Promax with Kaisemdlization
All loadings less than .20 are not shown in the above Table.
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TABLE 4: Factor Loadings of Work-Family Conflict, Stress, Performaand CQ Iltems

wfconf fwconf (wfconf) stres  perf ca

Work-to-Familv Conflict

wfcl 74z

wfc2 .79¢

wfc3 .851

wfc4 704

wfch 12k

Familv-to-Work Conflici

fwel 491

fwe?2 .841

fwe3 .69¢

fwc4 91z

fwes .80¢

Work-Familv Conflict Scal

(wfconfl) NEY,

(wfconf2) .82¢

(wfconf3) .84

(wfconf4) 70

(wfconf5) 192

(wfconf6) 48¢

(wfconf?7) 46t

(wfconf8) 541

(wfconf9) 491

(wfconf10' 437

Individual Stres

stress .67(C

stress .69¢%

stress .69(

stress .30z

Tean Performanc

perfl .63C(

perfz .861

perfz .99¢

perf4 .48k

Tean Cultural Intelliaenc

caz .65¢

caz 794

ca4 744

cat .67t

cae€ .88¢
Scale Reliability .90 .86 .89 .81 .85 .75

Extraction: Principal Axis Factoring; Rotation: Promax with Kaisermalization. Loadings

less than .20 not shown.
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TABLE 5: Convergent and Discriminant Validity of Study Constructs

Construct Variance Highest Average

Construct Reliability Extracte( Variance Variance

I ndependent Variables (Human Resource Practices)

Communication Overload (comov) .59 .39 .07 .04
Lack of Communication Richness (comrich) .76 52 10 .03
Training (trg) .84 51 24 .07
Flexible Work Practices (flxprac) 51 .36 .07 .03
Flexible Work Policies (flxpol) 57 51 .34 .08
Work Hours (wkhrs) .63 37 34 A2
Timing of Workday (timeday) 42 25 24 .09

Mediator and Outcome Variables

Work-Family Conflict (wfconf) .84 .36 .50 .18

Stress (stress) T7 A7 .50 .18
Performance (perf) .81 .53 14 .06
Cultural Intelligence (cq) 73 31 14 .06

Note: All models were estimated by the maximum likelihood method using EQ&asaft
Construct reliability and variance extracted are based on Fornell arlcet’ar@ 981) formula.
Highest variance shared is the highest variance shared with between thisot@mst any other
construct in the model. Average variance shared is the average variance shaed thes
construct and all other constructs in the model.
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TABLE 6a: Descriptive Statistics and Correlations of Independent and Depéafatetiles

1 2 3 4 5 6 7 8 9 10 11 12

1. Communication Overload 1.00

2. Lack of Communication Richnes .08 1.00

3. Training -.02 -.02 1.00

4. Flex Practices 12 .08 .09 1.00

5. Flex Policy .03 -.04 -.002 .09 1.00

6. Work Hours 01 .15 -16 -.01 -48 1.00

7. Timing of Workday 22" .001-23 .01 .05 .07 1.00

8. Work-Family Conflict 11 .16 -13 -07 -40 54" .06 1.00

9. Stress -01 .14 -08 -10 -40 .47 -05 .59° 1.00

10. Cultural Intelligence .05 .02 -07 .08 .05 -05 .12 -08 -.13 1.00

11. Performance 08 -04 .04 .08 .15 -04 .13 -17 -17 .42° 1.00

12. Time Zone Difference 09 -08 -18 .01 .08 .04 .28 .03 -09 .15 .09 1.00

Mean 2.81 2.45 1.89 1.75 3.68 2.44 2.90 2.17 2.94 4.77 4.98 2.89

Std. Dev. 0.62 0.90 0.97 0.59 0.75 0.69 0.85 0.76 0.86 1.07 0.49 2.75

N = 166

* Correlation is significant at p < .05 (2-tailed)
** Correlation is significant at p < .01 (2-tailed)
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TABLE 6b: Descriptive Statistics and Correlations of Control Variables

1 2 3 4 5 6 7 8 9 10 11
1. Organization Tenure 1.00
2. Department Tenure .69** 1.00
3. Supervisor Tenure 56**  .68** 1.00
4. Age S50 46* .49 1.00
5. Education A7 A2 A7 30**  1.00
6. Gender (male) 14 .05 .04 .05 .04 1.00
7.  Number of Kids 30%* 33 35 36 .11 .02 1.00
8. Marital Status (married) .43*  .40* .40* 51** 29** 15 S53** 1.00
9. Partner Work Status 25 20 12 25%* 33 35 . 32** 77 1.00
10. Child Care 30 29%  33** 32%* 12 A3 81 47+ 31** 1.00
11. Elder Care 25* 15 18* 14 .09 -01 .24 21 .13 .30**  1.00
Mean 248 226 251 181 452 030 0.27 046 035 181 275
Std. Dev. 1.41 126 126 058 0.77 046 045 050 048 133 1.18

N = 166 (except for marital statids=162, and partner work statis-149)

* Correlation is significant at p < .05 (2-tailed)
** Correlation is significant at p < .01 (2-tailed)
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TABLE 7: Intra-class correlations and group agreement values

Construct ICC (1) ICC (2) wh
I ndpendent Variables (Human Resource Practices)
Communication Overload (comov) .08 .32 .81
Lack of Communication Richness (comrich) .08 31 .60
Training (trg) 34 .73 .53
Flexible Work Practices (flxprac) -.01 -.05 .82
Flexible Work Policies (flxpol) A1 .38 72
Work Hours (wkhrs) .09 .35 .76
Timing of Workday (timeday) A7 .52 .64
Mediator and Outcome Variables
Work-Family Conflict (wfconf) A1 40 71
Stress (stress) A5 48 .70
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TABLE 8: Adjusted Regression: Moderating Effects of Time Zone Differemcéeam

Performance
Global Team Global Team Global Team
Performance Performance Performance
Control Variables
Organization = 2 -0.410** -0.464*** -0.639***
(0.181) (0.182) (0.143)
Organization = 3 -0.082 -0.028 -0.094
(0.159) (0.162) (0.157)
Global Work -0.365*** -0.403*** -0.011***
(0.003) (0.003) (0.003)
Organization Tenure -0.542*** -0.539*** -0.169**
(0.059) (0.059) (0.070)
Supervisor Tenure -0.299** -0.299** -0.229***
(0.070) (0.069) (0.071)
I ndependent Variables
Communication Overload 0.231*** 0.218*** -0.475
(0.137) (0.136) (0.363)
Lack of Communication Richness 0.171** 0.206*** 0.053
(0.094) (0.096) (0.149)
Training -0.265** -0.157
(0.093) (0.101)
M oder ator
Time Zone Difference (TZD) 0.178* -0.878
(0.028) (0.336)
I nteraction Variables
TZD*Communication Overload 0.297**
(0.132)
TZD*Communication Richness 0.051
(0.045)
constant 5.306*** 4 .983*** 7.568***
(448) (0.471) (1.003)
p 0.000 0.000 0.000
R-squared 0.35 0.36 0.40

Note: Estimates are coefficients from Adjusted Regressimaiy&es using best linear unbiased
predictors (BLUP) based on group-level means of the Dependerabl@aiiPerformance) and
individual-level Moderator (Time Zone Difference).

N=166 (number of teams=32%*p < .01, * p < .05, *p <.10
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TABLE 9: Adjusted Regression: Moderating Effects of Cultural Inteliigeon Team

Performance

Global Team Global Team Global Team
Performance Performance Performance

Control Variables

Organization = 2 -0.410** -0.475** -0.154
(0.181) (0.179) (0.194)
Organization = 3 -0.082 -0.098 0.091
(0.159) (0.156) (0.168)
Global Work (team-level) -0.365*** -0.009*** -0.007**
(0.003) (0.003) (0.003)
Organization Tenure (team- -0.542*** -0.195*** -0.100
(0.059) (0.064) (0.067)
Supervisor Tenure (team-level) -0.299** -0.144** -0.151**
(0.070) (0.069) (0.067)
I ndependent Variables
Communication Overload 0.231%** 0.360** 1.686**
(0.137) (0.136) (0.629)
Lack Communication Richness 0.171* 0.158* -0.149
(0.094) (0.095) (0.382)
Training -0.265** -0.093 0.785**
(0.093) (0.103) (0.322)
M oderator
Cultural Intelligence (CQ) 0.097** 1.128**
(0.039) (0.419)
I nteraction Effects
CQ*Communication Overload -280**
(0.123)
CQ* Lack of Communication 0.067
(0.083)
CQ*Training -0.213***
(0.072)
constant 5.306*** 4.673*** -0.401
(448) (0.508) (2.133)
p 0.000 0.000 0.000
R-squared 0.35 0.37 0.43

Note: Estimates are coefficients from Adjusted Regressitaly&es using best linear unbiased
predictors (BLUP) based on group-level means of the DependerabiéaiiPerformance) and

individual-level Moderator (Time Zone Difference).
N=166 (number of teams=32%* p < .01, * p <.05, *p <.10
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TABLE 10: Hierarchical Regression Analysis (Individual Stress)

Work-Family

Stress Conflict Stress
Control Variables
Organization = 2 0.163* -0.021 0.172**
(0.186) (0.159) (0.168)
Organization = 3 0.136* -0.032 0.150**
(0.211) (0.180) (0.191)
Global Work -0.001 0.051 -0.025
(0.002) (0.002) (0.002)
Organization Tenure 0.146 0.102 0.100
(0.055) (0.047) (0.050)
Supervisor Tenure -0.148* -0.191** -0.062
(0.060) (0.051) (0.055)
Gender (men) 0.102 0.045 0.081
(0.133) (0.113) (0.120)
Number of Kids 0.063 0.153** -0.007
(0.143) (0.121) (0.131)
I ndependent Variables
Flexible Work Practices -0.087 -0.049 -0.065
(0.097) (0.083) (0.088)
Flexible Work Policies -0.170** -0.207*** -0.076
(0.092) (0.078) (0.085)
Work Hours 0.338*** 0.451*** 0.134*
(0.101) (0.086) (0.100)
Timing of Workday -0.017 0.014 -0.024
(0.073) (0.062) (0.066)
Mediator
Work-Family Conflict 0.452***
(0.086)
constant 2.712%** 1.832*** 1.775%*
(0.594) (0.505) (0.559)
p 0.000 0.000 0.000
R-squared 0.32 0.37 0.45

Note: Estimates are from hierarchical regression with individual-&tress.
N=166. ***p < .01, * p<.05,*p <.10
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TABLE 11: Mediated Moderation Results: Individual Stress

Stress Work F?‘m"y Stress
Conflict
Control Variables
Supervisor Tenul -0.021 -0.084* -0.03i
(0.051 (0.047 (0.050
Gender (mer 0.15: 0.03: 0.11(
(0.124 (0.115 (0.122
Marital Status (marriet 0.177 0.10¢ 0.19¢
(0.145 (0.134 (0.144
Number of Kid: -0.08¢ 0.251° -0.09¢
(0.146 (0.136 (0.146
Organization = 0.349** -0.07¢ 0.324**
(0.168 (0.156 (0.165
Organization = 0.370** -0.09¢ 0.29¢
(0.190 (0.177 (0.187
I ndependent Variables
Flexible WorkPractice -0.10( -0.14¢ -0.03¢
(0.090 (0.115 (0.122
Flexible Work Policie -0.08¢ -0.17¢ -0.210"
(0.086 (0.112 (0.121
Work Hours 0.183* 0.546*** 0.428**
(0.103 (0.130 (0.155
Timing of Workda -0.01¢ 0.077 0.031
(0.069 (0.092 (0.097
Work-Family Conflict (Mediator) 0.507*** 0.331**
(0.C89) (0.128)
Time Zone Difference (TZD) (Moderator) -0.01¢ 0.067 0.01:
(0.021 (0.145 (0.161
I nteraction Effects
TZD*Flexible Work Practice 0.03¢ -0.03¢
(0.031 (0.033
TZD*Flexible Work Policie -0.00¢ 0.052**
(0.025 (0.027
TZD*Work Hours -0.01¢ -0.080**
(0.028 (0.034
TZD*Timing of Workday -0.02¢ -0.02¢
(0.022 (0.024
TZD* Work-Family Conflict 0.055*
(0.031
constar -0.250** -0.11¢ -0.229**
(0.115 (0.107 (0.114
p 0.00( 0.00( 0.017
R-square( 0.44 0.3¢ 0.4¢

Note: Estimates are from hierarchical regression with individual-levedsstre
N=162.***p < .01, * p<.05, *p<.10
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TABLE 12: Mediated Moderation Stress: Analysis of Simple Effectsxilble Policies

Stage

Effect
First Second Direct Indirect Total
Time Zone Difference
Low -0.175 0.179** -0.354** -0.031** -0.386**
High -0.184 0.483** -0.066** -0.089** -0.155**
Differences -0.009 0.304 0.288** -0.058 0.230**
Note. N= 162 ***p < .01, * p<.05,*p<.10

TABLE 13: Moderated Mediation Stress: Analysis of Simple Effects — Work Hours

Stage Effect
First Second Direct Indirect Total
Time Zone Difference
Low 0.588*** 0.179** 0.648** 0.105** 0.753**
High 0.504*** 0.483** 0.208** 0.243** 0.451**
Differences -0.084 0.304* -0.440** 0.138* -0.302**
Note. N= 162 **p<.01,**p<.05 *p<.10
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APPENDIX B: FIGURES

FIGURE 2: Conceptual Model of HR Practices and Global Team Outcomes -oléhefRiime
Zone Difference and Cultural Intelligence

HR Practices

Technology-
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FIGURE 1-B: Moderation Effect of Time Zone Difference on Communicatiorri@xe and
Global Team Performance
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FIGURE 1-C: Moderation Effect of Cultural Intelligence on Communice@verload and
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FIGURE 2-B: Moderation Effect of Cultural Intelligence on Trainimgl &lobal Team

Performance

Global Team Performance
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FIGURES 12-A to 12-E: Moderation Effect of Time Zone Difference (T@D}lexible Work
Policy (FLXPOL), Global Employee Work-Family Conflict, and Stress

Fig. 12-A: First Stage- FLXPOL
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FIGURES 12-A to 12-E continued

Fig. 12-C: Direct Effects- FLXPOL
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Fig. 12-D: Indirect Effects- FLXPOL
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FIGURES 13-A to 13-E: Moderation Effect of Time Zone Difference (Td@b)Work Hours
(WKHRS), Global Employee Work-Family Conflict, and Stress

Fig. 13-A: First Stage- WKHRS
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FIGURES 13-A to 13-E continued

Fig. 13-C: Direct Effects- WKHRS
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APPENDIX C: EMPLOYEE SURVEY ITEMS

Communication Overload (adapted from Roberts & O’Reilly, 1974)

* Notes items used in final analyses

1.
2.

To what extent does your job require you to respond to emails on an hourly basis?
During a typical workday, to what extent do you receive more informatiornvthat is
necessary to meet the requirements of your job (for example you could bed@ru
on all emails, or receiving other types of information not directly relatdwetavork you
are doing)? *

In a typical work week, how often do feel that you receive more informatiorythaoan
efficiently use? *

In a typical work week, how often do you have more information than you can
consistently handle for making the best possible work-related decisions? *

Lack of Communication Richness (adapted from Roberts & O’'Reilly, 1974)

1.

2.

To what extent would you say you use face-to-face communication (meet ngtis)ab

get your work done?

Would you say that the use of email communication hinders your ability to corgplete
tasks on time? *

Would you say that the use of other virtual communication (like telephone, audio/video
conferencing) hinders your ability to complete your tasks on time? *

Would you say written communication (like emails and attachments) are s@setim
difficult to interpret and fail to provide the necessary information for you tojtdke

related decisions? *

Training (adapted from Appelbaum, E., T. Bailey, P. Berg and A. L. Kalleberg,:2000)

1.

In the last year, did you receive training from your organization to efféctige the
different types of communication technology available to you? [Pleasetmdtital
number of training days in past year. if you have worked for less than a yiigr in t
organization, indicate total number of days after you joined]. *

In the last year, did you receive time management training from yoamiaggion to
enable you better manage your workday? *

In the last year, how many days of interpersonal-skills training did yeiveefrom your
organization to enable you work with others? *

In the last year, how many days of diversity training did you receive foam
organization to enable you work with others? *

In the last year, how many days of work-life training did you receive froumn
organization to enable you balance your work and personal life? *
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Flexible Work Practices (adapted from Ellen Galinsky Report, 2004)

oo

How often do you vary your work start and quit times, around set core hours?

How often do you use compensatory time off (“comp time”)—i.e., receive compensat
in the form of extra time off when you work overtime? *

How often do you compress your workweek (i.e. work longer hours on fewer weekdays
and take the rest of the week off)? *

How often do you take some personal time off, i.e. part or a whole day off to attend to
important family or personal needs without having to lose pay or use your vaaaigén ti
(e.g. maybe to attend a school conference, or to take care of a sick child orrathyer fa
member). *

To what extent are you able to use ALL your paid vacation days? *

| am able to work from home or remotely when | need this sort of flexibility.

Work Schedule (adapted from Barnett; Gareis, and Brennan, 1999: Ellen Galeysiky, R004;

Berg, Misra and Kato, 2005)

1.

2.

On an average, how many hours do you work in a typical week? (Please indicate # of
hrs/week).

To what extent would you say you have control over scheduling your own work hours?
(reverse coded) *

Over the last one month, would you say you have worked consistent hours (i.e. worked
for the same number of hours every day)? (reverse coded) *

Would you say you work cyclically — e.g. different number of days/hours eveily; wee
because you may have to wait for work to be completed by your overseas partners
How frequently do you work weekends to coordinate work with others located in
different time zones? *

How frequently do you have to work during evenings or night-time, to coordinate work
with others located in different time zones? *

To what extent has this (i.e. working during evenings or weekends) improved during the
last month? (reverse coded)

Overall, how well does your schedule of work hours meet your own personal needs (for
example, you may work 9 to 5 or you may work 8 to 3; or you may have to work
weekends)? (reverse coded) *

Work-Family Conflict (Netemeyer, Boles, and McMurrian, 1996)

The demands of my job often conflict with my family life. *

The amount of time | spend working makes it difficult to fulfill my family
responsibilities. *

The burden of my job makes it difficult to fulfill my family responsibilities. *
Because of work responsibilities, | often have to make changes to familyplans.
Things | want to do at home do not get done because of job demands. *
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| have to put off doing things at work because of demands on my time at home. *
Things | want to do at work don't get done because of family demands. *

Family demands often interfere with my job. *

My family responsibilities often interfere with getting my work done. *

0 Burden from my family responsibilities interferes with my ability tofpen my job. *

H“’PONP’

Stress (Berg and Kalleberg, 2002)

1. On ascale of 1 to 7, how high would you say, is your stress level on an average work
day? *

2. My job is stressful. *

3. On atypical day how often do you feel stressed by your job? *

4. On a typical day how often do you feel depressed about work? *

Time Zone Difference (hew measure developed for dissertation)

1. On an average during the last month, what proportion (%) of your weekly working hours
did you spend coordinating with people in different time zones? *
(Total must add up to 100%). For example, you could say -30% of hours per week
coordinating with people in SAME time zone; 50% with 1-hour difference; 20% with 7-
hour difference, and fill the grid given.

Team Global Work (new measure developed for dissertation from time zoneruite

1. Item derived from time zone difference variable above. Dichotomous variabléatait
denoting 0= employee does 100% collocated work and 1= employee does global work.
Variable is then aggregated to team level to denote average ‘team gtokalw

Other Work Related Items

What country are you currently located in? *

What is the name of the department you currently work in?

What is your present job title?

How many years have you worked for your present organization? [If Esathear,
please indicate number of months]. *

How many years have you been working with your current department/work grisup? [
less than a year, please indicate number of months]. *

6. How many years have you been supervised by your current supervisor/teanlfiéesk?
than a year, please indicate number of months]. *

PwbdPR
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Demographic ltems

Please tell us your Age. *

Please tell us about the Highest Level of Education you have completed. *

Please indicate your Gender. *

Please indicate your Marital Status. *

If you’re married, does your partner work? *

How many children under the age of 18 currently live with you at your home? *

How often are you involved in caring for and teaching these children, an activiyeouts
your work? *

How often are you involved in caring for any elders after work? *

NoakwNpE
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APPENDIX D: SUPERVISOR SURVEY ITEMS

Team Cultural Intelligence (Ang and Van Dyne, 2008)

Would you say that the employees you supervise enjoy interacting with pemple f
different cultures.

Would you say that the employees you supervise are sure they can deal wittsess
of adjusting to a culture that is new to them. *

Would you say that the employees you supervise know the cultural values amaiseligi
beliefs of other cultures. *

Would you say that the employees you supervise know the legal and econommtssyste
of other cultures. *

Would you say that the employees you supervise know the rules (e.g., vocabulary,
grammar) of other languages. *

Would you say that the employees you supervise are conscious of the culturaliggowle
they use when interacting with people with different cultural backgrounds. *

Would you say that the employees you supervise check the accuracy of tlea cult
knowledge as they interact with people from different cultures.

Would you say that the employees you supervise change their verbal behgvior (e
accent, tone) when a cross-cultural interaction requires it.

Would you say that the employees you supervise change their non-verbal befmavior
a cross-cultural interaction requires it.

Team Performance (adapted from Becker, Billings, Eveleth, and Gille&®)

PwbdPE

Please rate the quality of work done by the employees you supervise. *
Please rate the quantity of work done by the employees you supervise. *
Please rate the overall performance of the employees you supervise. *
Relative to other employees you work with, how would you rank the Average
performance of the employees in your workgroup? *
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