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Work—Family Conflict, Policies, and the Job—Life Satisfaction
Relationship: A Review and Directions for Organizational
Behavior—-Human Resources Research

Ellen Emst Kossek and Cynthia Ozeki

Michigan Stare University

This review examines the relationship among work—Ffamily ( w-f) conflict, pohicies, and
Job and life satisfaction, The meta-analytic results show thal regardless of the type of
measure used (bidirectional w-f edaflict, work to family, family to work), a consistent
negative relatonship exists among all forms of w-f conflict and job-life sanstaction,
This relationship wes slightly less smong for family t work conflict. Although confidence
intervals overlap, the relativnship between job-life satisfustion and w-f conflict muy be
stronger for women than men. Future resesrch should strive for grealer comsistency and
construct development of measures, examination of haw sample compasition infuences
findings, and increased intcgration of human resources policy and role conflict perspec-
tives, including whether a positive relanonshup berween w-f policies and satisfaction is

mediated by w-f conflict.

Managing conflict between work and family role de-
mands is & critical challenge for individuals and organiza-
tions, and a topic of growing importance in the Drganiza-
tional behavior (OB ) and human resource (HR) fields,
In recent decades, there has been considerable | and ofien
discrepant ) research on the causes and conseguences of
conflict between work and family, which refers to con-
flicting role pressures between job and family that are
incompatible so that participation in one role is made
more difficult by virmue of participation in the other
{Greenhaus & Beutell, 1985). A growing but inconclusive
hiterature is also developing on the requisite HR policies
to manage these role tensions,

In particular, quite a few srudies show 2 negative rela-
tionship berween experiencing work—family {w-f) con-
flict and two of its most widely swdied correlates: job
satisfaction and life satsfaction. As people experisnce
more confiict berween their roles in both spheres, their
level of satisfaction falls. However, the nature and strength
of this relatonship is widely variable. Findings from these
studies range from being almost negligible (job satsfac-
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tion; Thompson & Blau, 1993) or very low (life satisfac-
tion; Cooke & Rousseau, 1984) 1o smong ( —.45) as Para-
suraman, Greenhaus, and Granrose (1992) found for job
satisfaction and Netemeyer, Boles, and McMurrian
(1996 reported for life sadsfaction. Not only are findings
inconsistent on the implications of w-f confiiet for im-
portant individual outcomes, but reports show that despite
widespread proliferation, organizational policies designed
to help employees integrate work and family roles do ndt
necesszrily reduce individual w-f conflict { Goff, Mount &
Tamison, 1990) and are marginally effective at best {Solo-
mon, 159945,

The goals of this study were to address key gquesdons
left unanswered by previous research: {a) why findings
on the relatonship between w-f conflict and satisfaction
might widely deviate, and (b) what are the implications
of this variation for future research on role conflict and
workplace supports designed to foster role integration.
We conducted 2 meta-analysis of all published studies we
could find thal measured w-f conflict and job and life
satisfaction. Metz-analysis enabled us to estimate what
the correlation is berween w-f conflict and individual job
and life sausfaction for the general population that had
been studied to date and to identify methodological rea-
sons for the substantial vanation in findings. Because
many firms are increasingly involved in the management
of individual's work and family roles (Towers Perrin,
1994), we discuss the implications of these findings for
both role conflict and HR policy research. in order to
encourage future increased integration between individual
and crganizational perspecuves.
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Specifically, this review shows that researchers ob-
tained different results for two main reasons: differences
in the measures used and differences in the samples stud-
1ed {i.e., gender, marital status ). Regarding measurement
issues, we show that w-i conilict measures that clearly
specify the direction of role conflict (e, work to family
or family to work ) perform berner than general measures
that mix items assessing both directions (work 10 family
and family to work conflict ) in a global scale. Further, we
argue that many studies have had relatvely homogeneous
participants and role demands, which may limit their gen-
eralizability, We conclude that analysis of the namre and
dircction of the relationships between different types of
role pressures and affective and behavioral outcomes, and
the implications of this for w-f policies, 15 the realm where
synthesis of role conflict and HR policy research offers
strong potential for advancing future research. Yet despite
clear substantive overlap, we found only a handful of
studies that measured the relanon berween w-f conflict,
policies, and job and personal outcomes. In general, stud-
ies assessing role conflict did not examine policies, and
those investipating policies did not measure w-f conflict

Past Research on Links Between W-F Integration
and Job-Life Satisfaction

Ome primary emphasis of w-f conflict research has been
on constuct measurement and refinement. including as-
sessment of the direction and process of role interaction
berween work and family role pressures, and the relanon
of w-f conflict to amitudes. Many earlier studies treated
w-T conflict as a global, bidirectional construct, but more
recent work has supgested thar family-to-work conflict
and work-to-family conflict effects are related but distinet
forme of interrole conflict (O Diniscoll, Tigen, & Hildreth,
1993). In peneral, considerably more ressarch has besn
conduocted on work-to-family confiict than family-to-work
conflict (Netemeyer et al., 1996). Relevant work entails
studies on three competing visws on the processes of role
interaction berween work and familv. These include (a)
spillover, in which attitudes and behaviors are posited 10
carry over from one rale to another (e.g.. Leiter & Durup,
1996); {b) compensation, in which roles are often thought
to be interrelated in a counterbalancing manmer (e.g.,
Greenglass & Burke. 19%8): and {¢) segmentizton, in
which it is assumed that one can compartmentalize come
peting role demands (Lambert, 1890}, A sizable number
of these studies favor the spillover hypothesis with the
prevailing assumption that the amrudinal effect of work
roles on family roles is generally negative and predomi-
nantly use scales focusing on the negative implicauons of
work demands for famnily. This prochivity exists despite
observations by Barling ( 1990 that this relaconship has
not alwavs been empincally supported. as spillover can

sometimes be positive ( happiness at work could be related
to happiness ar home).' However, an the basis of maos
exisung research. one surmuses there will be a negative
relatonship hetween w-f conflict and life satsfaction and
that high levels of bidirectional confict might negatively
relate 1o either job or life satisfaction, which Tait, Padgen,
and Baldwan (1989 found 1o be posiovely correlated
(44).

Research on HR policy is less theoretically developed,
more descnptive, and “'best-practces’’ anented, and hay
often focused on ramifications of w-f pohcies for work
amumdes such as job sausfacuon or behaviors such as
turnover, which is affected by satisfaction, There has been
relatively little interest in how these pohicies affect percep-
tions of role conflict, as the focus has been on productivily
outcomes such as absentesism, tumover, or performance
(often overlooked by role-conflict researchers), In fact,
although w-f palicies are ostensibly adopted to amehorate
conflict between work and family roles, with the exception
of a handful of smdies (e.g., Judge, Boudreau, & Brets,
1994}, surpnisingly most policy studies did not even in-
clude measures of w-f conflict; rather, they assessed how
emplovee demographics often associated with family re-
sponsibiliies such as gender and number of children re-
lated to use, job satisfaction, and other outcomes. This
approach ignores the fact that research consistently indi-
cates that the relationship between family demographic
measures {e.g., marital, parental stars ) and w-f conflict,
although significant, does not go above the .5 range and
is often much lower. Despite the lack of measurement, a
prevailing assumpuon of the policy literature is that w-f
conflict in general, and family-to-work confliet, specifi-
cally, negatively affect waork outcomes such as job satis-
facuon. Famuly demands are assumed 1o interfere with
work. end HE researchers {and employing organizations )
have had little interest in how work affects family or life
sansfacton.

In summary, when researchers approached the issue
with & role-conflict view, it 15 likely that they focused on
measuring work-to-family conflict and expected a4 nega-
tive telationship to job and life satisfaction. When the
researchers approached this issus with a policy view, al-
though they may not have necessarily aciually measured
confiict (but rather demographics as proxies for conflict],

" Imeresungly, research on the autitudinal rolationship be-
vween Job and life sansfaction also uses the spillover framework,
but frames relauonships oppositely. Having a ot of spillover
between job and life satisfaction 15 assumed 1 be a “‘pond
thing'". thase who are satisfied with their jobs also tend to be
sausfied with their lives and vice versa (o positive correlation ).
This is unlike posited links between spillover in w-f roles in
which having more spillover 15 not usually assumed 1o be a
good thing (a2 negative correlation ).
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it is likely they emphasized family-to-work confiict, ex-
pected a negative correlation to job satisfaction, and prob-
ably overlooked life satsfacuoon.

Fegarding study design issues. many studies have been
structured to examine very homogeneous and specific
groups and work contexts, Samples range from female
nurses and male engineers (Bacharach, Bamberger &
Conley, 1991) to male executives (Judge et al., 1994) to
Israeli prison guards (Drory & Shamur, 1988) to high-
powered dual-carcer couples ( Parasuraman et al., 1992),
By restricting the range of a single study to specific gender
or job groups or mantal situatons, the generalizability of
these findings viewed separately may be himited., Sam-
phing is also an issue for HR studies, as many are single-
firm studies of policies (e.g., flextime ) at large employers.
Yet most individuals work at small- or medium-sized
firms or are self-employed. The range of the type of con-
flict measured has also been restricted. Studies typically
emphasize peneral affective or strain-based conflict (i.e.,
being tred, perceiving overload ), over other types of con-
flict such as those that are tme (e.g., simultaneous need
to be in two places ) or acuvity based { e.g., providing elder
or child care, or teen supervision ). Our review provides a
means (o better peneralize findings to the population ar

large.

Method

Lirerature Search and Inclusion Criteria

We located studics by searching two compater detabases,
Prycholagical Abstracts (1967 to present) and the Expanded
Academic Index (1987 1o present), Kev words used included
work and family, also used in combination with conflics, policy,
Job satisfaction, and fife satisfuciion. We also Inoked through
the reference sechions of review articles and recent studies (2.,
Lambert, 1990, Leiter & Durup, 1996 Voydanoff. 1989) w0
make our search as complete as possible. We omined studies if
they provided only nonguantitative information or dealr with
constructs not examined in this research. Cur review focusas
on studies published in academic journals in order o epsurs
rrudies were of pood quality (Evsenck, 1978; Guzzo, Jackson, &
Kawzell, 1987). Where a study clearly involved & sample thar
was a subsel of another stdy, we used only the larger sample.
Two studies drew subsamples from the 1977 Cualiry of Employ-
ment Survey (Rice, Frone, & McFurlin, 1992; Staines, Per-
tick, & Fudge, T986), but both were included because the sampie
selection criteria were different, which was useful for our demo-
graphic subset analyses, Where sdies separately reported re-
suilis for subgroups of individeals (e.g.. men, women ), the re-
parted correlation for each group was weighted by samplc size
und reported scparately in order 1o examine how results differed
for demugrephic proups. Our szarch yieldad 46 correlations
between job satisfaction and w-f conflict. and 26 correlations
for life satisfaction. We used Hunter and Schmidt’s ( 19940 ) tech-
niques for cormulating results within studies, 0 reduce these
single correlations for 32 eample groups for job satisfucton and

15 for lifc sausfaction. The authors of the studies used 10 the
meta-gnalysis, @ well as informanion on the samples and re-
poried results, appear tn Tables 1= We also found 12 correlu-
nons herween using a w-Ipolicy and job=life satstaction, which
we gxcluded from the meta-analysis because conflicr was nat
specifically measured. We use these data w inform our discus.
sion on the HR policy implications of the meta-analysis.’

Analysis Strategy

For the meta-analysis. we followed the procedures outline!
in Hunter and Schrudt ¢ 1990 ) and Hunter, Schmidt, and Jackson
(1982). We first cumulated all obtined corrclanons for job
and life satisfaction (e.g., where reported work-to-famaly and
family-to-work correlations were combined), in order lo csti-
mate the relstonship berween all forms of w-f canflier and
life or job satisfuction. Tables 1 (job satisfaction) and 2 (life
sanstacnon ) show Lhe role-conflict sudies analyzed. To reflect
current thinking on the importance of assessing directionality,
we clussified cach srudy’s measures by the type of scale used.
family-to-work confher, work-ro-family conflict, or a bidirec-
benal measure that mixed itcms assessing the two directions
of conflict in u single scale. Where necossary, we reversad o
correlation sign Lo make 11 consistent with others, becanse some
people scored high levels af conflict as high while others scored
them as Jow. We also unalyzed vanianon across subgroups and
in the conflict and the satisfaction measures used,

We calculated the weighted avernges for all studies as well
as the reported corrclanons for each group (Table 3). We also
calculated an unweighled average for each proup of studies 1o
usscss whether our results were being strongly influenced by a
few studies with larpe samples, which was generally not the
case. The correlations reported in the srudies were then cor-
recied individually for sampling error and error of measurement
using available alphas. As noted, when two corrclations were
given for a single grovp of individuals, we combined them to
form & single estimate, which was weighted by sample size. We
also calewlaed & mean earrected correlation to csumate rho
for each subgroup (e.z., women, men) and the surrounding
confidence intervals, Table 3 shows these resulis along with the
standard deviation, vanance, variance due to samphing error,
as well as the percentage of varance berwsen the correctad
correlanon estimates that could not be explained by the artifacts
correcied for {sampling and measurement error).

Reasults
W-F Conflict and Job Satisfaction

Table 3 clearly shows that the relationship between job
sausfaction and various w-f conflict measures is strong

* Although we focus our discussion on studies that examined
links berween HR policy and lifz and job satisfaction, we wish
o note the exisience of a second HR stream that uses pre- and
postircatment measures 10 explore the effects of introducing a
single policy, such as flaxume or a child-care conter, b we did
not review these here because most didn't measure job or life
sanstacuon
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Table 3
Kesules of the Meta Analvsis

KOS5ER AND QOFERL

Se wanance

Wariable & n r S SDr, Vor Ve r, unexplained F55 O r,
Job sausfaction
All conflict correlagons 32 10,107 ~-.27 - 31 e ALEsa 15022 19.0 -3 < p e - 37
Work-to-family 19 5.49% =23 - X7 A5 AZ2890 LGS 418 A4 e =2
Family-to-wark 9 243 —.14 S8 D6 ANIRA01 04930 213 —M 2 pas -7
Bidirectional confhic) 14 4746 -.27 —31 i3 020175 (4205 791 =38 =Fp e -0
Men 18] 4,414 a3 el 13 020267 098 B3.0 =R -p o =2
Wemen 11 24484 -.32 =35 1 0185622 L 6.3 =4 2 p o - 37
Married respondents B 2,382 —.2%5 -0 (= B4y JHEES £, 5 -36 < p < = 7]
Lrual-carcer couples 3 582 = 3] -7 A7 JE5601 ANVSRET 335 S p s =18
Life satsfaction
All conthot comelations 3 6,010 =30 -36 A5 0126154 REAERETH 865 =42 < ps =28
Wark-to-family 11 3296 =31 -5 14 AT REIELT R34 =) < p o<l - 20
Pt v = 1o-work fi 1,544 =.20 - 25 A1 A 050 AHI3R9] T2 Ab e p s =15
Midirectional conflic: 7 204 25 2% A A3 o2TTG T8 =R = ppar =2
hden b 2.528 frd -32 A2 017676 ARI2U5HE £33 -l = g =2
Wenmen 5 1,162 -.32 =42 21 (5131 AT W16 =S58 <p < -4
Marned respondents 4@ 2,340 =0 —:33 12 RS2SR AMII505 1.0 4] = p < =24
Dual-career couples i RS =26 -:33 A 009158 005972 EE =A% e =27

Mote, & = pumber of smmple groups for which correlations were included. » = weightcd mean of the correlations, r, is the weighted mean of the
comelanons individually corrected for rampling and meastrement error. Unexplained variance is the amount that 15 not explained hy the artifacts
corrected for. Al conflice correlanons refers o the csnmate chizined after cumulavsy 1l wentified comelations berwesn conflict and satisfucton.

and nepative across all samples: People with high levels
of conflict tend to be less satsfied with their jobs, The
total estimate of conflict is a correlanon of —.31 with a
tight 95% confidence interval of —.36 < p < — 27, The
artifacts corrected for accounted for 1% of the variance
between the reported correlatons for the cumulated mea-
sures of conflict. The correlation was strongest for general
or bidirectional measures {(—.31), followed by work-to-
family conflict (—.27) and then family-1o-work conflict
([ =.18). A possible reason for bidirectional measures hav-
ing the highest correlation, despite recent criticism in the
literature for mixing work-te-family and familyv-to-work
items intp one scale is that general measurss may best
capture the overall intensity of how high conflict (regard-
less of role direction ) relates to job satsfacdon. Another
explanation is the restriction in range. because of unusual
samples of studies that measored only general coaflict
(see Table 1), such as the correlation of —.36 for em-
ploved Black mothers in Katz and Piotrkowski's (1983
study or —.34 for male sailors in Jones and Buter's
(1980) study, In contrast, two studies involving random
samples did report much smaller positve relationships in
the .03 .04 range { O"Driscoll et al., 1992; Thompson &
Blau, 1993),

T investigate the effects of differences in samples, we
showed in our separate analyses on subgroups thar marstal
status has surprisingly litde influence on results. Althongh
the correlation for men (=.29) appears slightly weaker
than for women (~.35}, there i5 considerable overlap in

conhdence intervals, so these results must be viewed with
caution. The neganve relationship berween the cumulated
measures of w-f conflict is srrongest for people in dual-
career families ( —.37). This correlation has been signifi-
cantly influenced by the results of a single study reporting
an exwemely low correlation, which led to an exuemely
wide confidence inerval (—.58 < p < —22). If this
study 15 removed from the analysis, the corrected mean
correlation nsss to —.46. Although this suggests that the
relationship may be stronger for individuals in dual-career
relationships, these findings must be viewed cautously,
because they are hased on the results of only three sample
ET{'I-L'I._DS.

To investigate whether the measures used account for
variation, we van see from Table 1 that there was moderate
variagon in the job sausfaction measures wsed, which
may be panly responsible for the differences. The biggest
differences were found, however, in the w-f conflict mea-
sures usad,

Variation in W-F Conflict Measures

One of the first and simplest measures of w-I conflict
used in our sample was Quinn and Statnes's { 1979) one-
iem general measure, which asks. “How much do vour
job and family interfere with each other—a lot, some-
what, or not at all?*" It is clear that basic one- and rwe-
item measures performed less well than more thorough
ongs a@s the correlation between the number of items in
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the scale and the size of the reladonship found for com-
bined work-to-family and bidirectional conflict measures.
and job satisfaclion was 44 and 47 for life sausfacuon.

Although we found a wide variety of scales in use, the
most commonly used scale to assess work interference
with family life ( work-1o-family conflict) was Kopelman,
Greenhavs, and Connolly's (1983 ) fouritem scale. A
sample item is " After work, [ come home too tred 1o do
sume of the things I'd like to do."" A number of our studies
used Gutek, Searle, and Klepa's { 1991 ) modification of
this scale, which is based on parallel tems to measure
family interference with work ( familv-1o-work conflict).
A sample item is U'I'm often oo ured at work hecause
of the things 1 have 1o do at home."" Studies also assessed
famuly-to-work conflict using varying numbers of items
{from 8 to 43) from Burke, Weir, and DuWor's { 1980)
SU-item scale assessing 10 areas of work interference de-
veloped (o assess the relationship to spouse’s well-being.

It 15 interesting 1o note that whereas there was consider-
able overlap berween the confidence intervals for studies
on job satisfaction using general and work-to-family mea-
sures, there was very little overlap for those using family-
to-work measures. One explanation for the overlap 1s that
many bidirectional scales are heavily weighted with work-
to-family items. Another reason is as Table | shows, the
researchers who conducted the family-to-work research
used only one of two measures, so the standard deviation
and level of unexplained variance between the results is
smaller for studies on family-to-work conflict.

Recent work by Netemever et al. (1994) w0 develop
focused measures assessing the two directions of conflict
shows a ot of promise, because they clearly wied o build
on what had been leammed in the past. These scales had
good alphas and were derived from & vanety of samples.
Ayree’s (1992) refinement of scales assessing the relation
between specific nonwork roles (e.g., joh—parent and
Job-spouse) and life satisfaction is also notable as dis-
cussed below,

W-F Conflict and Life Satisfaction

The relarionship between the cumulated w-f confict
measures and life satisfaction 15 strong ( —.36), although
it had a wider confidence interval (—42 < p < = 28)
than we found for job satisfaction. Once again we found
differences in the swrength of the relationship depending
on the nature of the sample. as studies reported results
ranging from —.11 for a mixed-gender gruup of teachers
(Cooke & Rousseau, 1984) to —46 for marmed male
accountants {Bedeian, Burke, & Moffet, 1988), so we
examined subgroup differences. Although there 15 overlap
in confidence intervals, our analysis appears to indicate
that the relationship between life sausfaction and the cu-
mulated w-f conflict measures may be stronger for women

{ —42) than men (- .32). Unlike the case with job satis-
faction. dual-vareer couples do not appear tw significantly
differ from other married couples in the strength of their
relauonship between w-f conflict and life satisfaction,
However. because we used only three studies, and the
results are influenced by one study's report of an ex-
tremely low correlation, which led to a very wide confi-
dence interval ( — 43 < p = —.22), and muted the results,
ne firm conclusions can be drawn, r

Turming to measurement differences as the source of
varigtion, we once again find support for focusing the
direction and nature of the w-f conflict measure, Because
virtually all of our studies used the same life satisfaction
measures developed by Quinn and Sraines ( 1979), it is
unlikely the deviation is due to vanaton in the satisfaction
scale. The rho estimate for family-to-work conflict { —.25)
was weaker than the estimate for general bidirectional
conflict (.29 or work-to-family conflict { —.35), These
findings may be partially due to the fact that only a third
of our stdies even measured family-to-work conflict,

Ayree (1992) offers another clue as 1o why the resulis
may vary so widely. In studying career women in Singa-
pore, he looked not just at general w-f conflict but specifi-
cally at work-spouse, work—parent, and work—house-
work conflict, correlaung these variables with life satis-
faction. Although a negative relationshup was found for
the first two, the correlation for work —housework conflict
was positive. Although conflict between work and parent-
ing and spoise roles made the respondents less satisfied,
having semething that interfered with housework actually
inpraved their sausfaction with life. Although these dif-
ferences could possibly be due to cross-culiural differ-
ences inherent in the sample, Ayree's results suggest that
w-{ conflict involves more than one activiry-based con-
struct. Combining items aszessing many nonwork roles
may change the relauonships found with specific out-
comes. Une’s reaction Lo an Mtem assessing conflict with
managing child caregiving roles is likely 1o be different
from one assessing ““difficulty geuing things done around
the house.”” or with “*spousal relations,’” vet most studies
doe not thoroughly explore how different role-conflict
1ems markedly change the nature of the construct heing
studied.

Dnscussion

This review shows that there is a negative relationship
berwezen all types of w-f conflict and job and life satisfac-
tion. For both job and life satisfaction, directionality ap-
pears to make a difference: family-to-work conflict ap-
pears 10 be less swrongly related than bidirectional or
work-to-family conflict. Slight gender differences were
found in the swength of the relationship between job-life
satisfacuon, with the relationship appearing (o be stronger
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tor women, However, because of the wide vanaton in
reported results, the confidence intervals surrounding our
estimates are extremely wide and overlapping, making it
difficult to offer definitive conclusions. More research is
needed o investigate the important reoccurmng argument
that if women with family demands become dissatisfied
with their jobs, it may not only relate to w-f confiict but
could also involve other under-investigated factors (e.g.,
job demands, which we were unable 10 examine because
few studies measured this), If the shghtly stronger rela-
tionship between life satsfacuon and conflict for women
than men holds up in future research, the vanaton has
implications for many key outcomes such as extrarole
behavior, depression, family functioning, and substance
abuse.

Research Needed to Determine if Relationships
Between W-F Policies and Sarisfaction Are
Mediated by W-F Conflict

Our review also showed that most research has over-
looked joint assessment of w-f conflict, satsfaction, and
emplover w-{ supports. Research on orgamizational w-f
policy is often disconnected from studies on individuals®
expenences with w-{ conflict. Given this omission, we
propose that future research examine whether the relation-
ship between w-f policies and satisfaction is mediated by
w-f conflict. Assuming one controls for varation due to
job design, job demands, and hierarchical level, there are
many w-f policy variables that could affect the levels of
work-toe-family and family-to-work conflict, as well as
several other important job and off-job outcomes, and
future efforts should consider this. Our meta-analvsis
clearly shows that the two directions of conflict are related
to job—life sausfaction. Cur search of the HRE literamre
suggested there is 2 consistent relatonship between access
tor or use of w-f policies (partcularly those perceived as
supporting flexibility in rule integration ) and job satisfac-
ton. Whether this relationship alse holds for or i influ-
enced by life sagsfaction is unknown, because most HR
researchers did not measure life sadsfaction. In ons of
the few studies that correlated both w-f conflict and poli-
cies with both forms of satisfaction. Judge et 2. (1994)
found a weak negative correlation between job satisfac-
tion and both work-to-family ( — 10} and family-to-work
{ —.0%) conflict and a slightly stronger negative telstion
to life satisfaction of —.18 for work-to-family and —.12
for family-to-work conflict. The correlation hetween the
extensiveness of w-f policies was stronper: .28 for j0b and
.20 for life satisfaction. Although the all-male exccutive
sample may limil generalizability, clearly more research
15 needed that follows this holistic tact of including w-f
measures assessing both HR and role considerations.

Crpanizations may be implicitly trving to reduce con-

flict (ecither svmbolically or actually) through policy
adopuon as a way o improve job sausfacuon. but until
studies measure satisfacuon, conflict. and policies (not
Just formal adoption and use but also the degree 10 which
policies actually influence work-to-family and family-to-
work conflict), this remains an open issue. If the gap
berween well-intentioned policies and their impact on in-
dividual's w-f conflict levels is ever (o be bndged, re-
search 15 needed that integrates role conflict afid policy
perspectives. Role-conflict scholars need to give greater
amenuon o0 policies and work outcomes other than satis-
faction, and policy scholars need to measure w-f conflict
and life sansfacnon, which may indirectly influence the
work outcomes they traditionally swudy.

Importance of Using Similar Measures Across
Heterogeneous Populations and Firms

Clur review suggests that samples do mauer Much of
the w-f research is conducted with homogeneous popula-
tons and settings. Studies must begin (o use large hetero-
geneous populations, both in terms of individual and orga-
nizational diversity. There is increasing variation in
employees’ access to formal and informal organizational
supports for w-f role integration, as well as their quality,
yet few studies are able to show how this variation may
1nfluence satisfaction und w-f conflict relationships. Simi-
larly, although minonty, multiracial, and single-parent
househelds are dramatically increasing in the labor mar-
ket, the representation of these groups in general studies
of satsfaction and conflict has been extremely limited,

Unul more work is done with large random samples,
for example, we will be unable to know whether our
findings, which suggest w-f conflict may be more strongly
related to job satisfaction for dual-career couples than for
other married individuals, hold true. The suggestion that
dual-carser couples may view job sansfaction and conflict
differently than other subgroups may give insight into
why Hochschild's recent book (1997 ) The Time Bingd was
viewed by some as controversial. Her argument that prik
fessionals consciously or unconscicusly fail 1o take advan-
tage of family-friendly policies and work longer hours
may indeed be true for dual-career couples but less so for
other subgroups. Although there are other likely con-
structs, job involvement certainly may be a key variable
that could explain why the strength of satisfaction rela-
uonships may be greater for some subgroups over others
(Judge & Watanabe, 1993),

Importance of Measuring Direction arud Nature of
Role Conflict and Policy Links

Our review also siugpests that future research should
strive for preater consistency and consuct development
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in terms of measures and avoid looking at w-f integration
issues as a unidimensional construct. We found differen:
strengths in the relationship between job- life satisfaction
and conflict depending on the measure’s direction, with
family-to-work conflict having the weakest relanonship.
Such findings are contrary to recent reports in the business
press as typified by the Formune (Moms, 1997) cover
story: *'Is Your Family Wrecking Your Career?”” In fact,
our study shows the opposite: Work interference with fam-
iy life is likelv to hurt workers' job sausfaction to a
greater extent than family-to-work conflict

Measures also need to distinguish more clearly berween
conflict in attitudes and acuvities and jointly measure mle
influences from both domains. For example, a book pub-
lished by Bohen and Viveros-Long (1981) found that al-
though flextime did reduce tme-based conflicts, 1t did not
necessarily reduce affective conflict related to perceptions
of role stress. Another study by Goff, Mount, and Jamison
(1990} found that an on-site child-care center did not
necessarily reduce conflict (e.g., role strain). Regarding
family influences, one's marital situation and spouses’
atutudes may influence both how one feels about manag-
ing role conflict and one’s ability to even use available
policies supporting flexibility to manage roles. Thus, the
relationship between sausfacuon and conflict may be dif-
ferent depending on whether one is measuning conflict in
atutudes or conflict in the ability to manage dual roles
(i.e., perform conflicing activity demands). Even when
supports are available, some individuals mav stll feel role
strain. {Having the ability 10 more easily blend rales s
different from feeling bad about the enactment of a partc-
ular role.) Just as Judge and Watanabe (1993 argued
that for job and life satisfaction, different models such as
spillover {a positive relation), compensation {a negative
relation ), or segmentation (no reladon ) may characterize
different subproups, the same may hold for the relacon-
ship between satisfaction, policies, and conflict. Conflict
researchers should try 1o move away from viewing spill-
over as being "“good or bad’’ or searching for one best
model typifying role conflict. Depending on individual
differences (e.g., personal disposition, gender, family
structure } and the type of family role, for some people,
the ability to blend roles using flextime (fostering greater
spillover) as opposed to keeping them separate (segmen-
tation ) may have a positive influence on satisfaction ( Kos-
sek, Noe, & DeMarr, 1997). Others may prefer 1o kesp
them separate to minimize the opportunity for actviry
spillover, which nepatively influences sansfacuon. Finally,
we wish 1o reiterate the importance of developing more
focused measures to assess the tvpe of family role (e.g.,
parent, elder care giver) of interest and tvpe of conflict
(e.p.. smain-conflict or activity-based conflict, such as
time ). Such finer grained analysis i1s instrumental to better
understanding how work and family roles are related o

cach other. to Job satisfaction, and to life satisfacton, and
how they ars influenced by specific policies.

Refarences

Adams, G AL King, L. A, & King, D W {1996}, Relation-
ships of job and family involvement, family social support,
and work=family conflicr with job and life satisfaction. Jowr
nal of Applied Psychology, 81, 411420,

Anderson-Kulman, R.. & Paludi, M. A (1986}, Working moth-
ers and the family context: Predicung positive coping. Sourmaf
of Vocational Behavior, 28, 241-253,

Ayree, 5. (1992). Antecedents and outcomes of work—family
conthct among married professional women: Evidence from
Singapare. Human Relarions, 45, 813-837

Bacharach, 5. B., Bumberger, F., & Conley, 5. (1991). Work-
home conflict among nurses and engineers. Mediating the
impact of role stress on burnowt and sarisfaction al work.
Journal of Urganizational Behavior, 12, 39-53.

Bacharach, 5., & Miwchell, 5. (1982). The quality of wearkisg
life of professional. technical, and scientific emplovees of
New York Srate. Report to the Joint Labor-Management Com-
muttee on Profesnional Development and QWL, NYSSILR,
Camell University, Itheea, NY.

Harling, ). (1990). Emplovment, siress and family funciioning.
Chachester, England: Wiley.

Bedeian, A. G., Burke, B, G., & Moffer, R. G. (1988). Out-
comes of work—{amily conflict among married male and fe-
male professionals. Journa! of Management, 14, 475-491,

Bodin, 1., & Mitelman, B. (1983), Mothers Whe Work MNew
York: Ballanune Books.

Bohen, H., & Vivaos-Long, A. (1981), Balancing jobs and
Sumily life: Do flexible schedules really help? Philadelphia:
Temple University Press,

Burke, R J. (1988). Some antecedents and consequences of
work=family conflict. Journa! of Social Bekavior and Per-
senaliry. 3, 287-302.

Burke, B 1, Weir, T, & DuWors, B. E. { 1980). Work dernands
on edmimistraiors and spouse well-being. Human Relations,
33. 253-275.

Cooke, F. A, & Rousscau, D M. (1984}, Soess and srain
from family roles and work—role expecations. Journal of
Applied Fsychology, 69, 251-260.

Diener, E., Emmons, R. A, Larsen, R 1, & Griffin, S. { 1985).
The sansfacnon with life scale. Jourmal of Personality As-
sessment, 49, T1=-74.

Drory, A & Shamin B. {1988). Effects of organizational and
iife variables on job sausfacton and humout. Group & Orga-
mizanon Studies, 13 4414355,

Duxbury, L. E., & Higgins, C. AL (1991). Gender differences
in work ~family conflict. Journal of Applied Psychology, 76,
&1-74

Eysenck. H. 1 (1978). An exercise in mepa-silliness. American
Psychologist, 33, 517-518.

Fournier, D, G, (1981). PROFILES —Personal reflections on
family life and emplovment siressors. Unpublished manu-
seript, Oklahoma State University,

Garland, T N, Ovabu, N.. & Gipson, G. {1989}, Job satisfac-
tion among nurse assistants employed in nursing homes: An



14¥ KOSSEK AND OZEK!

analysis of selected job characteristics. Jowrnal af Aging
Studies, 3, 369=383.

Goff, 5. 1. Mount. K., & Jaumison. R. L. (19%)). Empiover
supporied child care, work /family conflict, and absenteeism:
A ficld smdy. Personnel Prvcholopy, 43, T93-809,

Good, L. K., Sisler. G.. & Gentry. J. W, ( 198E). Antecedents
of wmover intenuons among relail management personnel.
Journal of Kerailing, 64, 295-314.

Guoogins, B., & Burden, D, (1987). Vulnerability of working
porents) Bulancing work and home roles. Social Work, 32,
295209

Greenplass, E K., & Burke, R 1. (198R). Work and family
precursors of bumout 1n teachers: Sex differences. Sex Roles,
18, 215-229,

Greenplass, EC R, Pantony, K L, & Burke, R ] (1988). A
genderrole perspectrve on role conflict, work stress and social
supporl. fournal of Secial Behavior and Personaling 3, 317 -
324,

Greenhaos, J., & Heutell, N, (1985). Sources of conflict be-
tween work ond famuly roles, Academy of Management Re-
viewy J(), THi—BE,

Gurin, G, Veroff, 1, & Feld, 5 (1974 Americans view their
mental frealth. Now York: Busic Books,

Cintek, B. A, Searle, 5., & Klepa, L. (1991). Rational versus
pender role explanations for work-family conflicl. Jourmnal
of Applied Prvehology, 76, 560568,

Guzzo, R, A., Jockson, S.E., & Karrell, B A (1987}, Msta-
analysis analysis. Research in Organizalional Behavier 9,
407 —442,

Hackman. J, R., & Oldham, G. R. (1975). Development of the
Job Dhagnostic Survey. Journal of Applied Psyehology, 60,
159=170.

Higgins, C, A.. & Duabury, L. E. (1992), Work - family con-
flict: A comparison of dual-curesr and raditonal-career men
Journal of Orpanirationa! Rehgvior 13, 380-411.

Hochschild, A. (1997). The nme bind: When wark hecomes
fome and Rome becomes work New York: Metropalitan
Books.

Holahan, C.. & Gilbert, L. {1979 Interrole comflict for working
wormen: Cereers versus jubs, Jourmal of Applied Prchology,
i, M-,

Huntez, J. E., & Schmudt, F L. (1990 Methods of rista-analy-
sis: Carrecting error and bigs in research findingr. Beverly
Hills, (CA: Sage,

Hunter, J. E., Schmidt, F. L., & Jackson, G. B. (1982). Mela-
analysis; Cumulating research findings across srudies, Bev-
erly Hills, CA: Sage.

Jones, A, P, & Buter M, C. (1920, A role transiuon eporoash
to the sresses of organizatonally induced family role disrup-
ton. Jeurnal of Marriage and the Family, 42, 367-376.

Judge, T A., Boudreaw, J. W., & Brete, B D, {19945, Job and
life amitudes of male executives, Jowrmnal of Applied Prvchol-
agy, 7¥ T6T-TE2.

Judge, T A, & Watanabe, 5. (1993 ). Another Inok a1 the job
satisfaction—life satisfaction relatonship. Journal of Applied
Psychology, 78, B30_04%

kahm, R., Wolfe, D.. Cuinn. B, Snoek. J. D, & Rowenthal, B
(196 ). Clrpanizarional streses Studies i orele conflict and
ambiguiy. New York: Wiley.

Katz. M. H., & Piotrkowskd, 5, { 1983 ). Correlates of familv
rule stuin among employved Black women. Faruly Relations,
32 331-339

Kopelnun, R. E., Greenhaus, 1. H., & Connolly, TF {1983 ).
A madel of work, family, and interrale canflic A consrict
validation study. Organizational Behavior and Human Per.
formance, 32, 198-215.

Kossek, E., Noe, B, & DeMarr, B, (1997}, Personalice: An
antecedent of work—family conflict. Paper presented ot the
12th Annual Conference of the Sociery of Industrial and Cirgo-
mizational Psychology, St Louts, MO,

Kumm, T (1955). The construction of u new type of attunde
measure, Personnel Prychology, 68, 334337,

Lambert, 5.1, (1990). Processes linking work und fumaly: A
critical review and rescarch agenda. Human Relations, 43,
239-257;

Leiter, M. P., & Durup, M. 1. (1996), Work, home and {n-be-
tween: A longitadinal study of spillover. Jowmal af Applicd
Behavioral Science, 32, 29-47,

MeCroskey, 1. (1980). Warking mothers and child care: The
context af child care satisfacuon for working women with
preschoal children. University of Califorma, Los Angeles.
{ Universary Microfilms No. B023338)

Merns, B. (1997, March 17}, Is your family wrecking your
career? Fortune, 135 7090,

Nelson, D_ L., Quick, 1. C., Hin, M. A., & Moesel, D. { 19%1),
Politics, lack of career progress and work/home conflict:
Stress and sain for working women. Sex Keles, 23, 169-
183,

Netemeyer, R G, Boles, 15, & MoMurrian, B ( 19961, Devel-
opment and validaton of work—family conflict and family -
work conflict scales. Journal of Applied Psvchology, 81,
A00=409,

O'Dnsecoll, M. P, ligen. D, R., & Hildreth, K. (1942}, Time
devited to job and offoh activides, interrole conflict, and
affective expeniences. Journal of Applied Psvchology, 77,
72279,

Parasuraman, §., Greenheus, J. H., & Granrose, C 5. (1992),
Bale stressors. social support, and well-being among two-
career couples, Joumal of Qryanizaional Bekavior (3, 339—
356,

Fleck. ]. H.. Staines, G. L., & Lang, L. ¢ 1980, March). Conflicts
between work and family life. Monrhly Labor Review, 103,
20-31.

Crainn, B B & Shepard, L. 1 (1974 ). The 7972-73 Quality of
Employment Survey: Descriptive Staristics, With Comparison
Daig from the 1969-70 Survey of Working Conditions. Ann
Arbor, MI: Instinne for Social Research,

Quinn. R. B, & Staines, G, L. (1978). The 1977 Qualiry of
Employment Survey. Ann Arbor, MI: Survey Research Center

Quinn, B, & Swines, G. L. (1979). Quality of Emplovmen:
Survey: 1973-1977. Symposium conducted at the mesting
of the Inter-University Consormium for Political and Social
Eesearch. Ann Arbor, MIL

Rice. . W., Frone, M. R., & McFarlin, D. B, (1992). Work—
nonwork conflict and the perceived quality of life, Joumal
af Crganizational Behavigr, [3, 155=16K.

Small, 5., & Riley, D. (1990). Toward a multidimensional as-



