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Abstract

A comprehensive model of work-family conflict and family-work conflict for working mothers was examined and
tested. Specifically, the hypothesis that time-based work-family conflict and time-based family-work conflict was
expected to fully mediate the relations between work hours, work demands, and family demands on work and family
satisfaction. The 677 working mother participants were well-educated and married, a limitation and consideration.
Results demonstrated support for the hypothesized fully mediating model. Working mothers with greater demands
and higher work hours had higher work-family conflict, and this in turn was related to lower work satisfaction. Working
mothers with greater demands experienced significantly higher family-to-work conflict and subsequently had lower
family satisfaction. Implications, strengths, limitations and directions for future research are addressed.
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Introduction

Employed women with children at home experience more stressors
than do those without children, as they have to balance two important
roles: mother and employee [1]. For the purpose of this paper, the terms
employed mothers and working mothers will be used interchangeably.
Broadly defined, a working mother is any woman who is employed,
receives monetary compensation for her employment, and is legally
responsible for at least one child [2]. To put this in context, recent data
demonstrates that approximately 25.2 million mothers are employed
in the United States [3]. The subject of working mothers has become
a focus of the vocational literature due to the increase of employed
mothers over the past decade.

One topic regarding employed mothers that is frequently
researched, in conjunction with satisfaction, is the incompatibility of
home and work responsibilities. The clash between responsibilities can
lead mothers to experience higher levels of conflict both at home as a
mother and at work as an employee; this incompatibility between work
and family is defined by the theoretical model of work-family conflict
[4]. The theory of work-family conflict (WFC) and family-work conflict
(FWCQ) posits that conflict will arise and increase as a direct result of
the incompatibility between a person’s role requirements, for example,
as a mother and an employee. Both roles (mother and employee) are
demanding, making it difficult to achieve a satisfied balance between
the two.

Furthermore, these conflicts can be particularly relevant as mothers
attempt to balance their roles in the allotted time they have to dedicate
to work and family. These time conflicting roles likely have negative
consequences and are recognized as significant predictors of a mother’s
satisfaction with her family and her job [5]. In fact, research indicates
that employed mothers experience high stress when balancing family
and work demands, specifically perceived as time pressures [6]. When
mothers perceive their demands at home and at work as imbalanced,
they encounter conflict between these two salient roles, decreasing their
satisfaction at home and at work [7,8].

According to Higgins, et al. [9], one of the most important time
pressures that influence the working mothers family and work
satisfaction as well as the ability to balance work and home demands
is the physical number of work hours per week. Several constructs

appear to be involved when evaluating the interplay of work and family
by Bryon [10]. The literature, however, is beset with methodological
and conceptual flaws and conflicting findings, making theoretical
conclusions a cautious fete. Although the WEC literature has advanced
and appears substantial, it is nevertheless at times ambiguous. In short,
there are five salient problems in the literature: (a) the lack of research
on U.S. working mothers [10] (b) the dichotomization of work hours
as part-time versus full-time [11], (c) the fragmentation and separate
study of WFC and FWC [12], (d) the exclusion of family satisfaction
as an outcome of work-related antecedents [13] and (e) the ambiguity
of the WFC theoretical model and the need to test specific sources of
conflict.

The purpose of the current study is to attempt to address some of
the deficiencies in the literature and to clarify and expand the work
family research and broader theory. Specifically, the intent is to test a
mediated model of antecedents (demands and work hours), conflict,
and satisfaction that specifically encompasses both work and family
components throughout—WFC and FWC mediate the relations
between work and family antecedents and work and family satisfaction.
This will be accomplished in part by testing empirically the mediation
components of Greenhaus and Beutell’s model of WFEC/FWC.

Understanding the Constructs

Model of work-family conflict

WEC and FWC are widely defined as the “form of inter-role
conflict in which the role pressures from the work and family domains
are mutually incompatible in some respect. That is, participation in
the work role is made more difficult by virtue of participation in the
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family role” [5]. WFC indicates that work conflict influences a mother’s
experience with her family whereas FWC indicates that family conflict
influences a mother’s experience at work. Dependent upon which
comes first (i.e., work or family) is where the conflict originates. WFC
and FWC are theorized as being distinct forms of conflict yet similar
as they both involve the interaction between the domains of work and
family [14]. For the purpose of this study, time-based WFC/FWC will
only be addressed (there are three types of WEC/FWC: time, strain, and
behavior), as the WFC model posits that time demands (work hours,
family demands, and job demands) are antecedents of time-based
conflict [5].

Time-based WFC/FWC is defined as a specific type of conflict
where “multiple roles may compete for a person's time. Time spent
on activities within one role generally cannot be devoted to activities
within another role”. An example is a working mother who is asked to
work late by her boss when she has a prior commitment of picking up
her children at daycare. This mother now experiences pressure from
her role as an employee as well as the strain on her role as a mother
because she is unable to tend to her children’s needs. In this way, the
physical time demands of work responsibilities contribute to stress [15].
In comparison, time-based FWC can be seen in a mother’s needing to
get her child ready in the morning and dropped off to childcare, causing
her to be late to work and subject to negative consequences, decreasing
her satisfaction with work and family.

When mothers have high strain and conflict, they experience
low levels of satisfaction as they have multiple roles that result in the
depletion of her physical and mental resources [16]. Thus, those with
too many demands may feel a sense of overload and role strain. If the
demands of the roles become overwhelming, high levels of conflict both
at work and at home can result [17]. These demands lead to less time to
dedicate to either role.

The most relevant theory to the study of time-based WEC/FWC
is the scarcity hypothesis [5,7,17,18]. The scarcity hypothesis states
that “individuals have limited time and energy, and adding extra roles
and responsibilities necessarily creates tensions between competing
demands and a sense of overload and inter-role conflicts” [19].
Specifically, the roles of mother and employee are both demanding,
which leads mothers to negotiate their time and responsibilities,
resulting in conflict and lower levels of satisfaction within these role
domains. A mother will experience lower levels of satisfaction, when
the time between roles cannot be negotiated [20]. The consequence is
that mothers with multiple roles may feel depleted and have lower levels
of work and family satisfaction [21]. In return, it is not only the conflict
between work and family, but also what has caused the conflict and
subsequently what the conflict then produces, considered a domino
effect.

Work and family demands

Work demands and family demands can be defined as “a global
perception of the level and intensity of responsibility within the work
family domain” [22]. Role overload, in the form of demands, occurs
when a woman attempts to balance being an employee and a mother.
Balancing these demands leads to lower levels of satisfaction because the
mother feels “spread too thin” between work and family commitments.
Ultimately, the higher the demands, the higher the feeling of overload
and the greater the decrease in work and family satisfaction. Work
demands related to time include the time pressures of work hours,
high workloads, unfavorable work schedules, high expectations from
managers, and short deadlines [22]. Brough, et al. [23] stated, “If a

person has to work long hours and/or experiences considerable job
demands, these in turn will reduce the capacity to devote time and
energy to their family life”. The additional strains on a mother’s role
as an employee leads to higher conflicts and lower levels of work and
family satisfaction, consequently increasing susceptibility to depression
and burnout [24].

Family demands also influence a mother’s balancing of work and
family. Family demands can be defined as “a global perception of the
level and intensity of responsibility within the family domain”. The more
a mother has to negotiate these demands between work and family, the
higher the WFC/FWC and the lower the work and family satisfaction.

Satisfaction

Being that both work and family influence a mother’s satisfaction,
the most relevant aspects of satisfaction are work satisfaction and family
satisfaction. Furthermore, family variables have explained variance
in work satisfaction and work variables have been shown to explain
variance in family satisfaction.

Work satisfaction

Employed mothers tend to report lower levels of job satisfaction
than women without children [25]. In fact, job satisfaction is a common
type of domain satisfaction of employed mothers that has been
measured. WFC accounts for 40% of the variance in job satisfaction
[26]. A meta-analysis of FWC/WFC and job satisfaction found a
significant negative relation between conflict and job satisfaction [27].
Kossek et al. [27] found that FWC also predicted work dissatisfaction,
which is expected based on the notion of spillover (defined as work
influencing family and family influencing work), as experiences at work
influence satisfaction at home [28]. Based on the Kossek et al. [27]
meta-analysis, and a follow-up meta-analysis by Shockey and Singla [6]
it is clear that not only do WFC and FWC predict work satisfaction, but
also act as mediators of time commitments and work satisfaction. The
literature demonstrates that job characteristics such as hours worked
and job demands are negatively related to an employed mothers work
satisfaction [25].

Family satisfaction

Similar to job satisfaction, family satisfaction is defined by both
affective and cognitive perceptions (emotions and thoughts) of an
individual’s experiences at home [29]. One approach to understanding
the construct of family satisfaction is the circumplex model [30] which
includes two dimensions: family cohesion and family flexibility. When
a mother feels stretched between work and family, her perception of
family cohesion and flexibility is influenced. In turn, this causes her to
feel time deficits with her family and consequently can influence her
level of family satisfaction.

Conflict, originating either at home or at work, has been shown to
affect significantly a mother’s family satisfaction, accounting for 38% of
the variance. Significant inverse relationships have been shown between
FWC and family satisfaction as well as WFC and family satisfaction.
Family satisfaction has been studied although not as commonly as
job satisfaction. Allen et al. [12] recognized the importance of future
research to capture the “non-work” satisfaction, to fully comprehend
cross-domain theoretical implications.

Issues with previous research

Notably, the majority of the literature regarding employed mothers,
specifically employed mothers satisfaction (e.g., life, family, marital,
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job), has been conducted outside of the U.S. [31]. The theoretical
underpinnings of WFC argue that it is not one domain that causes
the conflict, but rather the combination of both work and family [5].
However, it is not uncommon to encounter literature that appears
fragmented and compartmentalized [32]. Frequently, authors will
measure WFC rather than capture the entirety of the theory. Fourth,
some authors have suggested the need to include work and family
satisfaction conjointly, rather than evaluate just one type of satisfaction.
This cross-over is described as “cross-domain relations” which is
formally defined as, “the extent to which factors in the work domain are
related to satisfaction with family life and the extent to which factors in
the family domain are related to satisfaction with work life”.

In fact, Madsen and Hammond [32] acknowledged that the WEC
literature has reached a complex point - widespread and lacks cohesion.
Both continuity and consistency required to advance the WEFC
literature is sparse, a major problem for further theory development.
Lastly, and related to the problem of conceptual inconsistency, the WFC
literature uses several different terms to address similar concepts (e.g.,
conflict, interference, strain, spill-over) [32]. This contributes to the
lack of conceptual clarity, specifically that several distinct constructs
are equivocated (e.g., WFC and work-family interference). Similarly,
the majority of the WEC literature addresses the constructs of WFC/
FWC as a whole (integrating all three dimensions- time, strain, and
behavioral conflicts); thus, research on the antecedents and effects of
each individual dimension of conflict is needed to promote conceptual
clarification and a better understanding of the theory [33,34]. As
recommended by Allen et al. [12], researchers need to look at the
specific dimensions of WFC and how they specifically contribute to
satisfaction. Likewise, researchers have highlighted the need to conduct
research on a dimension specific conflict because different types
of conflicts have distinctive effects on well-being. Accordingly, one
particular antecedent of time-based conflict is work hours [8].

Hypotheses

The current study seeks to test empirically an integrative model
wherein WFC/FWC mediate the relationships between work and
family antecedents and work and family satisfaction. In addition, it
seeks to advance the literature in the following several ways: (a) By
operationalizing work hours as a continuous variable to preserve the
construct of work hours, reflective of the definition within the U.S,;
(b) By testing two specific time-related forms of WFC/FWGC; (c) By
taking into account conjointly work and family constructs. Thus, the
intent of this study is to test a mediated model that encompasses both
work and family from predictors to outcomes based on empirical
recommendations.

First, to be consistent with previous findings [35,36] and based on
Greenhaus and Beutell's model of WEC, it is expected that TBWFC
and TBFWC will fully explain the relations between work demands,
family demands, work hours and work and family satisfaction. For
instance, those mothers with longer work hours, higher family and
home demands, will have higher conflict because they have less time
to dedicate to work and family and consequently, lower satisfaction
at home and at work. The fully mediated model will evidence that the
antecedents of demands at work and home do not directly predict a
working mother’s level of satisfaction.

A fully mediated model is hypothesized (H,) to best fit the
data compared to a partial mediated or non-mediated model. As
recommended by Mac Callum et al. [37], competing models will be
tested in order to determine which is the best fitting model, ultimately

hypothesizing that the fully mediated model will best capture the data.
In addition, secondary pathway hypotheses, also considered in the
overall model, are expected to include a significant positive relation
between work hours and WFC (H,), work hours and FWC (H,)
work demands and WFC (H,), work demands and FWC (H ), family
demands and WFC (H,), family demands and FWC (H,). Lastly, it is
expected that there will be significant negative relations between WFC
and work satisfaction (H_), WFC and family satisfaction (H), FWC
and work satisfaction (H,), and FWC and family satisfaction (H]). If
the mediated effects are found to be fully mediated variables we can
conclude satisfaction is best understood via specific forms of conflict
(time-based) and that cross-domain antecedent demands indirectly
explain why mothers experience varying levels of satisfaction, ultimately
wanting to reduce conflict in order to increase satisfaction.

Method
Participants

A total of 753 employed mothers completed materials for the
study. Due to the inclusion/exclusion criteria or missing data, 677
employed mothers qualified and were included in the final sample (14
participants were excluded based on identifying being a single mother
without cohabitating). Mothers who were citizens in the U.S., of any
race and socio-economic status, currently employed and monetarily
paid, qualified for this study. In addition, working mothers who met
the criteria also had at least one child under the age of 18 (biological or
adopted) under the mother’s legal and physical custody and physically
living in the same home.

The mothers ranged from 23 to 60 years old (M=36.49, SD=6.84;
73.6% were 40 years of age or younger), with 91.7% of the women
identifying as Caucasian, 2.1% Hispanic/Latina, 1.9% Asian/Asian
American, 1.3% Biracial, 1.0% African American, and 1.8% identifying
as “other”. In regard to sexual orientation, 96.9% of the sample
identified as Heterosexual, with 0.7% identifying as Homosexual
and 2.1% identifying as Bisexual. Ninety-six percent of the women
were married, 3.4% as cohabitating. The participants reported that
their partner’s worked on average 43.70 hours per week (Mdn=40.00,
SD=12.681). The majority of the women held either a Bachelor’s
(35.9%) or Master’s (38.0%) Degree, with 8.4% having a GED, 8.3%
having an Associate’s Degree, 8.8% holding a Medical, Juris Doctorate,
or other Doctoral Degree (M.D., Ph.D., Psy.D., ].D., Pharm.D). The
participants individual income varied from $1,000.00 to $800,000.00
(M=$63,052.78, Mdn=$56,000.00, SD=$55,730.44). Similarly, their
gross total household income (pre-tax) ranged from $5,000.00 to
$800,000.00 (M=$131,994.88, Mdn=$118,500.00, SD=$80,304.49).

When looking at specific characteristics of the employed mothers,
40% of the mothers were between the ages of 27-30 when they had their
first child (M=29.56, Mdn=29.0, SD=4.46). The participant’s job titles
varied across over eighty different professions ranging from Director/
Manager (27.2%), Teacher (13.0%), Secretary/ Administrative Assistant
(6.8%), Counselor/Social Worker (5.9%), Financial Planner/Analyst
(4.4%), Professor or Dean (4.0%), Real Estate Agent (3.6%), Attorney
(2.9%), Nurse (2.8%), and Self-Employed (2.1%). In fact, 89.1% of the
women reported working one job, with 9.5% working two jobs and
1.0% working three jobs. Finally, 40.1% of the sample had one child,
44.9% had two children, 12.3% had three children, and 2.6% had four
or more children (M=1.78, Mdn=2.0, SD=0.79). The average age of the
children reported was 5.57 years old (Mdn=3.5, SD=5.03).
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Measures
Work and family demands

Work and family demands were measured by the Perceived Work
and Family Demands Scale (PWFDS) These perceived demands are
considered overall time demands that cause conflict at work or at
home. The PWD consists of five items and the PFD consists of four
items rated on a 5-point Likert scale, with 1=strongly disagree and
5=strongly agree. Scores are obtained by summation of total responses,
ranging from 5 to 25 for the PWD and 4 to 20 for PFD. Higher scores
are indicative of higher demands.

A confirmatory factor analysis (CFA) with three separate samples
determined a two-factor model of perceived work demands (PWD)
and perceived family demands (PFD) provided the most adequate fit.
Internal consistency from the original sample used to create the PWD
scale was Cronbach’s a=0.83. Discriminant validity for PWD has been
demonstrated by comparing PWD to work role overload (r=0.60),
work role ambiguity (r=0.49), and work role conflict measures (r=0.57)
PWD demonstrated predictive validity for work-family conflict using
the MultiDimensional Work-Family Conflict Scale (r=0.37). For the
current study, internal consistency yielded an alpha of 0.85.

Internal consistency for PFD was found to be a=0.88 in a sample
of 187 US. men and women. The PFD subscale has demonstrated
predictive validity for FWC (r=0.43 and discriminant validity from
Family Role-Conflict (r=0.50) and Family Role Ambiguity (r=0.49).
The current sample yielded internal consistency at a=0.72.

Work hours

Work hours are defined as the average number of paid hours worked
per week—a continuous variable. Work hours were measured by one
item: “Please indicate the average number of hours you work per week”

Time-based work-family conflict and time-based family-
work conflict

The Multi-Dimensional Work-Family Conflict Scale (MWEFCS)
[38] is an 18-item measure that includes six dimensions of work-family
conflict. This measure was initially developed in response to the many
inconsistent and unreliable work-family conflict measures [27]. Only
two subscales, Time-Based Work Interference with Family (WIF) and
Time-Based Family Interference with Work (FIW) subscales, were
used to measure the mediating variables. The two time-based MWFCS
subscales include three items each that are rated on a 5-point Likert
scale, with 1=strongly disagree and 5=strongly agree. Scoring occurs by
taking the average of each subscale, ranging from 0 to 5. There are no
reverse scored items and higher scores indicate higher conflict.

A CFA of 228 MBA students supported a six-factor WFC
hypothesized model. The MWFCS demonstrates a high level of internal
consistency (Cronbachs a=0.79 to 0.89) Carlson also found high
internal consistency with a sample of 225 full-time employed men and
women, with Cronbach’s alphas ranging from 0.76 to 0.89. Hughes and
Parkes [35] also used the MWECS to test WFC and found an alpha level
based on a sample of working mothers to be a=0.89. More specifically,
the time-based WIF yielded a=0.87 and, for time-based FIW, a=0.79
based on an international sample of 1553 working men and women
[39]. The MWECS also demonstrated good predictive validity of life
stress (r=0.29 for FWC and r=0.43 for WFC) and concurrent validity
such as FRC and TBFWC r=0.25 and work involvement with WFC,
r=0.37 [36]. For the current sample, time-based WIF demonstrated

similar internal consistency with a=0.78 and time-based FIW yielding
a=0.80 [40].

Work satisfaction

The abridged Job in General Scale [41] was used to measure the
construct of work satisfaction. The aJIG was created in response to
shortening the longer 18-item version of the Job in General Scale. (JIG)
[40]. Both the JIG and aJIG are recognized as global measures of work
satisfaction. Russel et al. [41] developed the aJIG via scale reduction
and determined that 8 items was adequate as opposed to the original
18 in the JIG. Responses to the 8 items includes yes, no, or a (?) which
indicates, “I do not know or I cannot decide”. Sample items include,
“Good,” and “Undesirable”. Responses range from Yes (Y) indicating 3
to No (N) being 0 and “?”. Overall, higher scores indicate higher of job
satisfaction, ranging from 0 to 24.

The aJIG has high internal consistency ranging from Cronbach’s
a=0.85 to a=0.87 [41]. The aJIG demonstrated convergent validity with
the JDI as well as the Organizational Commitment Questionnaire. A
Cronbach’s alpha for an additional study was 0.92 where the sample
consisted of 220 employees. The aJIG appears to yield psychometrically
sound scores of work satisfaction. For the current study, internal
consistency yielded a Cronbach’s alpha of 0.80.

Family satisfaction

Family satisfaction was measured using the Family Satisfaction
Scale (FSS). The scale captures aspects of family cohesion and family
adaptability. The FSS has 10 items that are rated on a 5-point Likert
scale, with 1=very dissatisfied to 5=extremely satisfied (five items
per subscale). There total score represents the individual’s overall
satisfaction with family and ranges from 10-50, with 45-50 indicating
high satisfaction and 10-25 indicating very low satisfaction. The 10-
item measure was tested on 2,465 individuals (married couples, college
students, and adolescents) and demonstrated internal consistency,
a=0.92. For the current study, the FSS yielded an internal consistency
of a=0.93.

Procedure

Participants received the survey either via Internet (Online blogs
and discussion groups for working mothers). Participants received an
e-mail or blog post with a cover letter that included general information
about the study and a link to the online website (Psychdata.com) where
the study was provided. The instruments were distributed to participants
through PsychData, a password protected online survey system, and
took 15 minutes to complete. Being that a snowball sampling method
was employed, response rates cannot be estimated. The first page of
the study included the informed consent. Prior to indicating consent,
a cover letter informed participants that this study “seeks to better
understand the experiences of working mothers. Participants were
solicited through working mother support websites, and e-mail listservs
(working mother listservs). A drawing for three $250.00 Amazon gift
cards was randomly raffled at the conclusion of the study.

Results

Norm comparison testing

Norm comparison testing assessed for differences between the
current sample and the samples used to develop the measures used
in this study. Compared with Hughes and Parkes [35] the norm
sample averaged fewer work hours (M=35.08, SD=_8.52), whereas the
current study averaged 38.36 hours per week (SD=9.98). The t test
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revealed significant differences, t(675)=8.551, n?=0.049, p*=0.048,
p=0.001, therefore, the current sample of working mothers worked
significantly more hours than the norm sample. For PWD, the norm
sample mean was 3.79, and in the current study M=3.60, SD=0.78. A
t test, t(675)=-6.338, n*=0.056, §*=0.055, p<0.0001, indicated that the
current sample reported a significantly lower level of PWD than the
normed sample. For PED, the norm sample had a mean of 3.70, and the
current study M=3.72, SD=0.70. A t test on the difference between the
means, t(675)=0.743, n>=0.000, 5?=0.000, p=0.536, found no significant
difference of PFD between the two samples. The norm study mean for
TBWFC was M=2.82 and the current study M=2.80, SD=0.98, with
t(675)=-0.531, n?=0.000, p*>=0.000, p=0.602, indicating no significant
difference between the two samples. However, for TBFWC, norm
M=2.01, and the current study M=2.66, SD=0.94, found t(675)=17.992,
n?=0.323, p?=0.322, p<0.001, demonstrating that the present sample
of working mothers specifically reported much higher TBFWC. These
results suggest that the current sample experienced higher levels of
conflict transferred from home to work.

Norm comparison testing between the norm sample (M=17.52) and
the current study for the aJIG (work satisfaction) demonstrated that the
current sample reported a significantly higher level of work satisfaction
than the normed sample used to develop the aJIG (M=19.37, SD=>5.42).
A t test found t(675)=8.881, n*=0.104, p>=0.103, p<0.0001. On the
contrary, norm comparison testing between the norm sample for the
FSS (M=37.50) and the current study (M=35.00, SD=7.24), found
t(675)=-8.980, n?=0.107, p?>=0.105, p<0.0001 exhibited that the present
sample of working mothers reported lower levels of family satisfaction
than the normed sample.

Descriptive results

Of the 677 employed mothers, 14.6% defined their employment
as part-time whereas 81.4% identified their employment as full-
time. The average hours of work per week ranged from 3 hours to 70
hours (M=38.36, Mdn=40.0, SD=9.98). Notably, 41.4% of the women
reported reducing their work hours after having a child. There was a
significant difference between self-reported part-time versus full-time,
t (675)=118.09, p=0.001, p?=0.976. The participants were asked, “How
do you think being a mother affects your work performance?” and
“How do you think that being an employee affects your performance
as a mother?” Responses were based on a scale of 1 to 7 (1=totally
does not affect and 7=totally affects). For how mothering impacts
work performance, 83.5% of the participants indicated a 5 or higher
(M=5.23, Mdn=5.0, SD=1.472). Similarly, for how working impacts
their performance as a mother, 85.2% of the women indicated a
5 or higher (M=5.46, Mdn=6.0, SD=1.53). When asked about the
importance of being an employee and a mother, the sample highly
valued both roles. The items ranged from 1 to 7 with (1=totally not
important and 7=totally important). A total of 80.9% indicated a 5 or
higher (M=5.44, Mdn=6.0, SD=1.47) and 94.5% reported that being a
mother was “totally important” to them (M=6.84, Mdn=7.0, SD=0.87).
In addition, bivariate correlational tests were run to measure relations
among each of the major variables.

Major analyses

Structural equation modeling (SEM) was used to analyze the
hypotheses using EQS [42]. The fully mediated model hypothesis was
tested by evaluating the measurement and structural models.

Hypothesis 1 (fully mediated model comparison): The final
measurement model fit (The LM test recommended four additional

parameter estimations) indices were x* (502)=1328.220, p<0.001. The
fit statistics were acceptable, AIC=324.220, CFI=0.989, GFI=0.902,
NNFI=0.988, SRMR=0.058, RMSEA=0.049 (95% CI=46, 0.053),
p<0.001. An evaluation of the hypothesized structural model (fully
mediated) revealed a good fit of the model to the data: x*(498)=1321.566,
p<0.001; AIC=325.566, CFI=0.989, GFI=0.896, NNFI=0.988,
SRMR=0.058, RMSEA=0.049, (95% CI=0.046, 0.053). Thus, based on
the fit indices alone, the hypothesized fully mediated model indicated a
very good fit, thus supporting H,.

Partial mediated and non-mediated model comparisons:
To retain a fully mediated model, the model must be compared
to competing models in addition to overall goodness of fit [43,44]
specifically the partial mediated and non-mediating models for the
current study. The partial mediated model demonstrated adequate
fit; x* (492)=1303.865, p<0.001, AIC=319.865, RMSEA=0.049, 95%
CI=0.046, 0.053 (p<0.001), CFI=0.989, GFI=0.897, NNFI=0.988.
The non-mediated model fit statistics demonstrated adequate fit as
well; X*(496)=1303.867, p<0.001, AIC=311.867, RMSEA=0.049, 95%
CI=0.046, 0.052 (p<0.001), GF1=0.897, NNFI=0.988; CFI=0.989.

A nested X2 test determined which model to retain based on the
differences chi squared values, best fit indices, and a review of the AIC.
The initial comparison was between the fully mediated and partial-
mediated model, indicating that the fully mediated model had trivial but
significantly worse fit than the partial mediated model, Ax?(6)=17.701,
p<0.008; A AIC=5.701, *=0.017. The next comparison was between the
partial mediated and non-mediated models. The results revealed that
there was no significant difference between the partial mediated and
non-mediated models, thus as recommended by the literature [45] the
parsimonious model would be retained (i.e., the non-mediating model),
Ax* (4)=0.002, p>0.05, 1?°<0.0001. The non-mediating model was
compared to the fully mediating model (highest level of parsimony),
indicating that the non-mediating model is significantly better than the
fully mediating model but only a trivial difference in regard to effect
size was observed, A x?(2)=17.699, p<0.003; A AIC=13.699, n?=0.002);
11 =0.000. In conclusion, the fully mediated model was retained as the
difference of effects in the models were trivial at most, supporting the
model that best fits the theory of Work-Family Conflict.

Finally, to test the threat of temporal precedence, a fully mediated
reversal model was tested and compared via a hierarchical * difference
test. That is, Work Satisfaction and Family Satisfaction were set up as
antecedents of TBWFC and TBFWC and the outcome variables were
Work Hours, Work Demands, and Family Demands. Results of the
comparison revealed that both the hypothesized fully mediating model,
Ax?*(2)=199.022, p<0.001; ,n*=0.292, demonstrated significantly better
fit than the reversal model. Thus, the direction of the hypothesized
relations among the constructs were supported.

Hypotheses A-] (specific pathways): The hypothesized pathways
were based on the fully mediated model. Pathway H, from work hours
to TBWFC was significant in the predicted positive direction (f=0.213,
p<0.01); work hours was not significantly related to TBFWC, rejecting
H,. Work demands was significantly and positively related to both
TBWEFC (H; ($=0.298, p<0.01), as well as significantly and positively
related to TBFWC (H; $=0.169, p<0.01). Similarly, Family Demands
was significantly positively related to both TBWFC (Hy; B=0.149,
p<0.01), and TBFWC (HF; B=0.451, p<0.01). Thus, the only non-
significant antecedent-conflict relation was Work Hours to TBFWC.
TBWFC was significantly and negatively related to Work Satisfaction
(Hg (B=-0.372, p<0.01) but not significantly related to TBFWC
(rejecting H,,). Likewise, TBEFWC was not significantly related to Work
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Satisfaction (rejecting H,), but TBFWC was significantly and negatively
related to Family Satisfaction (supporting H; $=-0.160, p<0.01). In
conclusion, the origin of work conflict significantly predicted work
satisfaction whereas the origin of family conflict significantly predicted
solely family satisfaction, rejecting the hypothesized cross-domain
pathways of TBWFC to family satisfaction and TBFWC to work
satisfaction.

Discussion
Integration of findings

Current research on work-family related constructs typically
involves the isolation of work related antecedents solely predicting
work-related outcomes. Researchers have acknowledged the lack of
including family factors when considering work related constructs. The
idea of “cross-domain relations” defined as, “the extent to which factors
in the work domain are related to satisfaction with family life and the
extent to which factors in the family domain are related to satisfaction
with work life” is an important component to the current study. There
were significant cross domain relations as the higher the demands at
work and home led to higher WFC and FWC regardless of the domain.
On the contrary, same domain relations of higher WFC predicting
lower work satisfaction and higher FWC predicting lower family
satisfaction were also evidenced. Ultimately, the hypothesized fully
mediated model was retained based on good fit and theoretical support.
Working mothers with greater work and family demands and higher
work hours tended to have higher work-family conflict, and this in turn
was related to lower work satisfaction. Working mothers with greater
work and family demands experienced significantly higher FWC and
subsequently had lower family satisfaction. Nevertheless, these findings
should be considered in the context of not only the strengths of the
current study, but also important limitations.

Major findings

The hypothesized fully mediated model was found to best capture
the constructs in the simplest manner, supporting the theory of WFC
and mediating models in the literature [46]. The fully mediated model
not only had good fit indices, but also best encapsulated the theoretical
relations of WFC. The fully mediated model suggests that TBWFC and
TBFWC fully explain the relations between work hours, demands, and
satisfaction, beyond the direct relations between each of the predictors
and work and family satisfaction. In addition, it does not matter what
type of demand the mother is experiencing as either form of demand
will influence both same domain (higher work demands increasing
TBWEFC) and cross-domain conflict (family demands influencing
TBWEC), a finding not heretofore established. Ultimately, the cross-
domain relations matter most when looking at antecedents of conflict
but that it differs, as same domain relations are most important among
conflict and satisfaction.

A major implication for theory is to further promote comprehensive
theoretical models that include both work and family variables,
particularly mediated models. Being that work antecedents can predict
family outcomes, and based on the theory of work-family spillover, an
empirical test of the cross-domain relations is essential for promoting
a better understanding of work-family research. Thus, the more recent
findings of Greenhau and Powell [47] may best capture the shift in
understanding relations between work and family as origins of work
and family spillover, not as easily separated.

In conclusion, the findings provide further insight into the working
mother’s experience above and beyond previous research. The specific

mediators of TBWFC/TBFWC further support the need to evaluate how
specific forms of conflict explain varying relations. In fact, the present
study is suggesting that mediated models are most appropriate when
attempting to understand the full experience of what causes conflict and
subsequently, what conflict then causes. Furthermore, if a researcher
were to understand satisfaction, the most appropriate predictors for
the women studied here would be conflict. The recommendation in
previous research to examine specific dimensions of work-family
conflict as mediators was supported in the current study being that
these two specific types of conflict related to time (i.e., time-based
WEC/FWC) as mediating variables did best captured the relations.

Limitations

There are notable limitations to this study that need to be addressed.
Retaining the fully mediated model is not without alternative
considerations. Both competing models had adequate fit, however,
it is essential to examine the statistical findings in conjunction with
extant theory to determine the model to retain. In this case, the fully
mediated model was more parsimonious and was more consistent with
the existing literature than the non-mediated model.

The norm comparison tests demonstrated lower scores on the
perceived work demand sub-scale (PWD), lower family satisfaction
scores (FSS), higher family to work conflict (TBFWC) and higher job
satisfaction (aJIG). These findings have several implications, especially
as both measures of the dependent variables demonstrated significantly
different norm comparisons. This sample was biased in regard to the
high percentage of Caucasian, middle to upper-middle socioeconomic
status mothers, who are not representative of the population of working
mothers in the U.S. The sample consisted of only 14.6% identifying as
working part-time, with the total sample working on average 38.36
hours per week and an average total income of $131.994.88. Data
collection was mostly through social media, requiring the participant
to have access to a computer.

It is essential to recognize and acknowledge that fathers’ experiences
should not be disregarded. Recent literature has shown that father’s
experience WFC at the same level, if not higher in some cases, than
mothers. Consequently, this study is limited to inferences based on
working mothers, however, future research should measure working
fathers experiences as well.

Strengths

A fundamental strength of the study was the inclusion of specific
mediating variables (TBWFC/TBFWC) to further expand the work-
family literature. In fact, as suggested by Allen, mediating models
were necessary to advance the theory of WFC. Beyond WEFC, the
incorporation of work satisfaction and family satisfaction, and work
demands/family demands simultaneously, was also an advantage of the
study. In addition, previous researchers suggested the need to examine
pathways between WFC and family satisfaction as well as FWC and
job satisfaction rather than solely domain specific hypothesized
relationships e.g., WFC with job satisfaction. These cross-domain
hypothesized relations demonstrated to be significant, providing further
support for inclusion of cross-domain relations in WEC literature.

The majority of research on work hours has used work hours as the
predictor and satisfaction as the criterion variable. WFC may predict
the number of hours that a woman works and the demands that she
perceives. The incorporation of the reversal model sought to determine
the appropriate direction of the variables. Results demonstrated that
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the reversal model had poor fit, strengthening the evidence of temporal
precedence.

Future research

The current study’s findings illustrate the need for replication,
meriting further testing of TBWFC/TBFWC as mediators. Being that
this study was limited, it is essential to capture two other samples:
single working mothers and working fathers. These populations clearly
experience conflict both at home and at work as well as have alternate
stressors that need to be considered. Furthermore, the current sample
of working mothers is skewed in regard to race and SES. In return,
future research should focus on the specific experiences of working
mothers who represent more varying levels of SES and diverse racial
ethnic backgrounds.

Theoretical evolvement is required for several of the constructs used
in the current study. The construct and antecedents of work demands
and family demands are broadly defined in the literature. Thus, it is
suggested that a focus of future theoretical work and research includes
defining work and family demands in a comprehensive manner for
better inferences to be made.

In relation to WFC/FWC, the current study tested the specific
mediators of time-based WFC and FWC. Future research should
continue to test specific dimensions of conflict (i.e., time, role, strain)
and how they differ, as well as compare the specific mediators to the
broader mediators of WFC/FWC. Finally, and most notably, being that
a mediating model was retained; future tests of the WFC theoretical
model should continue to empirically evaluate mediated models.
Additional antecedents and outcomes of conflict should purposefully
be incorporated into the model.
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