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Abstract

This thesis seeks to identify workplace interventions (alternative work 

arrangements, perceived flexibility and supervisor support) that can be 

implemented at the organizational level to reduce three forms of work-life conflict 

(role overload, work-family interference, family-work interference). The 

theoretical foundation for the approach used in this thesis is Karasek’s Demand- 

Control model (Karasek, 1979; Karasek & Theorell, 1990). The research models 

in this thesis adopt the basic constructs used by Karasek (i.e. demands, strain 

and control) as well as the two hypotheses (i.e. strain and buffering) but seek to 

update the conceptualization and operationalization of these constructs.

Moderated regression was used to test the hypotheses on a subsample 

(n=16,366) of the 2001 National Work-life Conflict Study conducted by Linda 

Duxbury and Chris Higgins. Results indicated moderate support for Karasek’s 

strain hypothesis as work and non-work demands were positively associated and 

perceived flexibility and supervisor support were negatively associated with work- 

life conflict. There was no support for any of the strain hypotheses involving the 

use of various alternative work arrangements and work-life conflict, nor for any of 

the buffering hypotheses (i.e., control overwork-life interface will moderate the 

relationship between demands and work-life conflict) tested in the analyses. 

Results did, however, indicate that perceived flexibility was positively associated 

with the use of three alternative work arrangements (flextime, compressed work 

week and telework) and supervisor support.
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Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



Further analysis using Chi-squared analysis and MANOVA/ANOVA 

indicate the importance of examining both gender and job type together when 

exploring differences in demands (work and non-work), work-life conflict, use of 

alternative work arrangements, perceived flexibility and supervisor support.

The findings suggest that alternative work arrangements, in and of 

themselves, are not helpful in reducing work-life conflict. Rather, this thesis 

indicates that employers wishing to help their employees reduce work-life conflict 

should focus instead on reducing work demands and enhancing perceived 

flexibility and supervisor support.
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1. Introduction

“Most workers today, regardless of gender, have family responsibilities, and most 
married workers, regardless of gender, have an employed spouse. But jobs are 
still designed as if workers have no family responsibilities” (Bailyn, Drago, and 
Kochan, 2001, p. 1).

The average North American worker fulfills many roles on a day-to-day 

basis. He/she works in paid employment outside the home, raises children, 

volunteers and may also look after an elderly parent. At the same time that North 

Americans are juggling several different roles there is a perception that the level 

of work demands keeps escalating, as employees are expected to do more with 

less. The research in both Canada and the United States would suggest that 

this perception is true (e.g. Bailyn, Drago, and Kochan, 2001; Duxbury and 

Higgins, 2002b).

For many employees, the result of trying to balance life in different 

domains (i.e. work and non-work) is a feeling that there just aren’t enough hours 

in the day (i.e. role overload) and that in order to be effective in one domain, the 

other domain gets short-changed (interference between work and non-work 

domains). Role overload and role interference are both forms of work-life 

conflict.

This thesis seeks to identify mechanisms that can be implemented at the 

organizational level to reduce both of these forms of work-life conflict. The 

theoretical foundation for the approach used in this thesis is Karasek’s Demand- 

Control model (Karasek, 1979; Karasek and Theorell, 1990). This model placed 

front and center the notion that having a sense of control over one’s work

1
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2

environment has a positive impact on one’s health. Karasek’s model is one of 

the most often cited and empirically tested models in the strain literature (e.g. 

Kristensen, 1995; Landsbergis, Schurman, Israel, Schnall, Hugentobler, Cahill, 

and Baker, 1993; Schnall, Landsbergis, and Baker 1994; Van der Doef and 

Maes, 1998, 1999).

Karasek’s model centres around two different hypotheses: the strain 

hypothesis and the buffering hypothesis. The strain hypothesis looks at two 

predictors of job strain: job demands (defined by Karasek as the psychological 

demands employees face at work, i.e. how hard an employee works) and 

decision latitude (defined by Karasek as the working individual’s potential control 

over his/her tasks and his/her conduct during the working day).1 The strain 

hypothesis states that there is a negative association between job demands and 

decision latitude. In other words, high job demands and low decision latitude are 

associated with high strain jobs whereas low demands and high decision latitude 

are associated with low strain jobs. Workers in high strain jobs are more likely 

than other workers to experience negative health outcomes (i.e. strains) such as 

coronary heart disease and depression (Karasek, 1979).

The buffer hypothesis suggests that decision latitude can moderate the 

relationship between work demands and strain. This hypothesis implies that the 

magnitude of the effect of work demands on strain depends on the level of 

decision latitude. In other words, high levels of decision latitude can weaken the 

positive association between work demands and strain.

1 Please note that Karasek used the term decision latitude when referring to his control construct. 
To avoid confusion, I will use the term decision latitude when referring specifically to Karasek’s 
work but will use the term control elsewhere in this thesis.
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The research models in this thesis adopt the basic constructs used by 

Karasek (i.e. demands, strain and control) as well as the two hypotheses (i.e. 

strain and buffering) but seek to update the conceptualization and 

operationalization of these constructs. Karasek’s conceptualizations of 

demands, control and strain were formulated in the 1970s and while meaningful 

in the context of that time period are less relevant now. Karasek’s notion of 

demands focused exclusively on work demands and did not include non-work 

demands. This focus on work demands reflected the predominant paradigm at 

the time that the work and nonwork domains were separate worlds (Kanter,

1977) and that there was no spillover between the domains of work and 

personal life. In other words, when Karasek first proposed his model, the 

boundary between work and nonwork was perceived to be highly inflexible 

(Kirchmeyer, 1995).

The dramatic increase in the labour force participation of women has 

blurred the boundary between work and life. The magnitude of the change can 

be seen by considering the following data on maternal employment and family 

type. In 1946, 18% of women worked in paid employment (Williams, 2004). 

Marshall (2005), using OECD data, reports that in 2003, 68.5% of Canadian 

women aged 25 to 64 worked in paid employment. The result is that the vast 

majority of Canadian mothers work outside the home. For instance, in 2004, 

73% of all women with children under 16 years of age and 67% of women with 

children under 6 years of age are part of the labour force (Lindsay and Almey, 

2006). The percentage of dual-income families in Canada has doubled in the
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past three and a half decades rising from 33% in 1967 to 66% in 2003 (Lindsay 

and Almey, 2006).

The American figures show a similar trend. The majority of American 

couples are dual-earners (78% in 2002; Bond et al., 2003). Furthermore, an 

overwhelming number of mothers with children work: in 2005, 71% of women 

with children under 18 were in the labor force (BLS, 2005d).

The reality for many North Americans is that they perform both work- 

related duties (e.g. paid employment, unpaid overtime) as well as non-work 

related duties (e.g. childcare, eldercare, household chores, volunteer work) 

essentially putting in double or triple duty in the course of a week. Karasek’s 

conceptualization of demands has therefore been updated in this thesis to 

include both work demands and non-work demands.

Karasek’s notion of strain is also updated in this thesis to reflect the fact 

that strain is not only job-related. The demise of the traditional male 

breadwinner family and the ascendance of the dual-income family have 

introduced a new form of strain into the research lexicon: work-life conflict. The 

conceptualization of strain in this thesis has therefore been expanded to include 

a measure of strain that reflects the difficulty in juggling the responsibilities of the 

work and non-work domains. This notion of strain is referred to as work-life 

conflict and is operationalized in this thesis to include: role overload (defined as 

occurring when employees feel overwhelmed because they simply cannot 

complete all their responsibilities within the prescribed timeframe); work-family 

interference (defined as occurring when work responsibilities make it physically
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or psychologically harder for an employee to fulfil his or her family 

responsibilities) and family-work interference (defined as occurring when family 

responsibilities make it physically or psychologically harder for an employee to 

fulfil his or her work responsibilities).

Finally, this thesis has modified the conceptualization of control to 

accommodate the changed nature of demands and strain and now looks at 

control over the work-life interface. As seen in section 5.5, there has been a rise 

in the levels of work-life conflict among North American workers. Therefore, it is 

important for employers to understand how they can help employees reduce 

work-life conflict. The desire to reduce work-family conflict has led many 

companies to experiment with different ways to help employees balance work 

and non-work life. For today’s dual earner parent, alternative work 

arrangements, perceived flexibility and supervisor support may increase the 

amount of control they have over their work-family interface. Alternative work 

arrangements such as flextime, compressed work week and telework have the 

potential to increase an employees’ ability to control the timing of their workday, 

their work week and their workplace respectively while shiftwork may make 

control over the work-life interface more difficult (Johnson, 1997).

This thesis also includes two other potential forms of control over the 

work-life interface: perceived flexibility (defined as the employee having a sense 

of control over the hours worked and the location of work; Duxbury and Higgins, 

2001) and supervisor support (defined as working for a supervisor who 

communicates effectively, respects his/her employees, supports employee

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



6

development and gives employees the flexibility to meet non-work 

responsibilities) (Duxbury and Higgins, 2001).

The first three models of this thesis seek to test a new conceptualization of 

Karasek’s model and determine if the model conceived in the 1970s to predict 

job strain has relevance to our understanding of how work and non-work 

demands are associated with work-life conflict.

Furthermore, these models test whether or not the six forms of control 

over the work-life interface (i.e. flextime, compressed work week, telework, 

shiftwork, perceived flexibility and supervisor support) moderate the relationship 

between work demands and work-life conflict as well as the relationship between 

non-work demands and work-life conflict.

This thesis also seeks to develop a new model (model 4) that explores 

the relationships between the aforementioned conceptualizations of control 

(alternative work arrangements, perceived flexibility and supervisor support). 

Unfortunately, there is little literature available which looks at the relationship 

between alternative work arrangements, perceived flexibility and supervisor 

support. This thesis seeks to provide some understanding of how these three 

constructs are related. Firstly, Model 4 tests whether or not the four work 

arrangements (e.g. flextime, compressed work week, telework and shiftwork) are 

associated with perceived flexibility. Secondly, Model 4 also tests whether or not 

supervisor support is associated with perceived flexibility. Thirdly, Model 4 tests 

whether or not supervisor support moderates the relationship between each of 

the four work arrangements and perceived flexibility.
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Specifically, this thesis seeks to answer the following questions:

1a) What is the relationship between work demands and work-life conflict 

(role overload, work-family interference, family-work interference)?

1b) What is the relationship between non-work demands and work-life 

conflict (role overload, work-family interference, family-work interference)?

2) What is the relationship between the various conceptualizations of 

control (i.e. flextime, compressed work week, telework, shiftwork, perceived 

flexibility, and supervisor support) examined in this thesis and work-life conflict 

(role overload, work-family interference, family-work interference)?

3) To what extent do the forms of control examined in this thesis (i.e. 

flextime, compressed work week, telework, shiftwork, perceived flexibility, and 

supervisor support) moderate the relationship between work demands and work- 

life conflict (i.e. role overload, work-family interference, family-work interference)?

4) To what extent do the forms of control examined in this thesis (i.e. 

flextime, compressed work week, telework, shiftwork, perceived flexibility, and 

supervisor support) moderate the relationship between non-work demands and 

work-life conflict (i.e. role overload, work-family interference, family-work 

interference)?

5) What is the relationship between the various forms of control examined 

in this thesis (i.e. flextime, compressed work week, telework, shiftwork, and 

supervisor support) and perceived flexibility?

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



8

6) To what extent does supervisor support moderate the relationship 

between the different work arrangements examined in this thesis (i.e. flextime, 

compressed work week, telework, shiftwork) and perceived flexibility?

This thesis uses data from the 2001 National Work-Life Conflict Study 

conducted by Linda Duxbury and Chris Higgins to answer the questions listed 

above. The Duxbury and Higgins study surveyed over 31,000 Canadian 

respondents on a broad range of questions. Hierarchical multiple regression was 

used to test both the strain and buffer hypotheses.

The results of this thesis are of potential interest to employees, employers, 

and academics. At the employee level, overload and interference have been 

found to be positively associated with poor physical health (e.g. Frone, Russell 

and Cooper, 1997; Thomas and Ganster, 1995), job dissatisfaction (Bacharach, 

Bamberger and Conley, 1991; Burke, 1993; Higgins, Duxbury and Irving, 1992; 

Kossek and Ozeki, 1998), depression or poor psychological health (Frone, 

Russell and Cooper, 1992a; Netemeyer et al., 1996), misuse of alcohol and 

drugs (Frone, Russell, and Cooper, 1993; Frone, Russell, and Cooper, 1997), 

and withdrawal from family interaction (MacEwen and Barling, 1994; Paden and 

Buehler, 1995; Repetti and Wood, 1997).

Employees are not the only stakeholder group to be negatively impacted 

by high levels of work-life conflict. High levels of work-life conflict can also 

impact employers in a number of ways. For example, work-life conflict has been 

found to be positively associated with intent to turnover (e.g. Anderson et al., 

2002; Riley and McCloskey, 1997), job dissatisfaction (e.g. Bacharach,

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



9

Bamberger and Conley, 1991; Kossek and Ozeki, 1998), and lower 

organizational commitment (e.g. Good et al., 1988; Netemeyer et al., 1996).

Society ultimately pays a price for high levels of work-life conflict. Higgins, 

Duxbury and Johnson (2004) in a report for the Public Health Agency of Canada 

(formerly Health Canada) have documented the association between high levels 

of work-life conflict and costs to the Canadian health care system. For example, 

the authors note that high levels of role overload cost the system $1.8 billion per 

year in doctor’s visits, 3.8 billion per year in hospital stays and $250 million per 

year in visits to hospital emergency rooms. The authors then examined high 

levels of work-family interference and health care costs and noted that high 

levels of work-family interference cost the system $2.8 billion per year.

Given the high costs of work-life conflict to employees, employers and 

society, it is important to understand how to reduce levels of work-life conflict.

This thesis helps in this regard by evaluating the link between three 

organizational interventions and lower work-life conflict. This thesis will also 

interest academics who study work-life conflict as well as alternative work 

arrangements, perceived flexibility and supervisor support. Unlike many previous 

studies in these areas (e.g. Bailyn, 1989; Beach, 1989; Crossman and Burton, 

1993) where sample size was low, this thesis uses a large data set thereby 

permitting generalizability of results. Testing of a reconceptualization and 

modernized form of Karasek’s model also contributes to theoretical development 

in this area. Furthermore, thesis model 4 increases our understanding of how 

alternative work arrangements are related to perceived flexibility.
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This thesis is divided into 12 sections (including the introduction). First, 

the theoretical foundation is presented in section 2. Karasek’s demand-control 

model is presented followed by the modification of the Karasek model presented 

by Johnson who added social support to Karasek’s framework. The empirical 

evidence supporting or refuting both Karasek and Johnson’s models is presented 

as well as a discussion of various methodological and theoretical issues 

associated with Karasek’s model. The third section of the thesis presents the 

theoretical framework guiding this thesis. Demands (both work and non-work 

demands), work-life conflict (role overload, work-family interference and family- 

work interference) and control over work-life interface (alternative work 

arrangements, perceived flexibility and supervisor support) are then reviewed in 

sections 4, 5 and 6 respectively. Factors that might confound the findings (i.e. 

gender and socio-economic status) are discussed in the literature review in 

section 7. Section 8 outlines the hypotheses to be tested. Section 9 describes 

and justifies the statistical technique (i.e. hierarchical regression) used in this 

thesis to test the models and discusses how the constructs are operationalized. 

The results are presented in section 10 while section 11 discusses the key 

findings. Section 12 is the concluding section where the contribution of the 

thesis, its limitations and areas of future research are presented.
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2. Theoretical Foundations

“There is no use worrying about things over which you have no control, and if you 
have control, you can do something about them instead of worrying” (Stanley C. 
Allyn). (www.wisdomquotes.com/002537.html)

This section will review the theoretical foundations of this thesis and the 

empirical work that has emerged as a result of these theories. First, the 

conceptual model of Karasek and the subsequent refinements of Johnson will be 

discussed as well as their strain and buffer hypotheses. Second, the empirical 

evidence for both Karasek’s and Johnson’s strain and buffer hypotheses will be 

presented. The section concludes with a discussion of the conceptual and 

methodological criticisms of their work.

2.1 Karasek’s Demand-Control Model

As noted in the introduction, the theoretical underpinnings of this thesis 

are based on Karasek’s Demand-Control model. Before we can understand the 

thesis model, therefore, we must understand Karasek. This section will present 

Karasek’s definitions of key terms (i.e. demands, control, and strain) followed by 

his Demand-Control Model.

Karasek’s model first appeared in a seminal article in Administrative 

Science Quarterly in 1979. Karasek defined demands as the “psychological 

stressors involved in accomplishing the work load, stressors related to 

unexpected tasks, and stressors of job-related personal conflict” (Karasek, 1979,

11
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p. 291). This notion of demands centred on psychological demands at work and 

was characterized as how hard an employee works (Karasek, 1979). Such 

demands may involve meeting objectives (e.g. how many widgets an employee 

can make in an hour), juggling priorities (e.g. meeting conflicting deadlines), and 

trying to get all the work done (e.g. work overload). Other examples of demands 

may include interpersonal conflicts with supervisors, clients or coworkers as well 

as the fear of losing one’s job (Karasek and Theorell, 1990).

Karasek called his control construct decision latitude which he defined as 

“the working individual’s potential control over his tasks and his conduct during 

the working day” (Karasek, 1979, p. 289). He defined two subcomponents of 

decision latitude: task authority and skill discretion. Task authority was defined 

as the ability of the worker to influence decisions regarding his or her job 

(Theorell, 1989). Examples of such decisions include goal setting as well as 

deciding what and how something is achieved. Skill discretion, on the other 

hand, was defined relative to “personal control in the future” (Theorell, 1989, p. 

50). Skill discretion includes the notion that a worker’s skills are being fully 

utilized, that they have opportunities to learn and that they have task variety. 

Karasek and Theorell (1990) assumed that workers high in skill discretion 

develop a “sense of mastery” and are able to confidently deal with future 

challenges effectively.

According to Karasek (1979) the task authority and skill discretion 

constructs are similar to other measures in the literature (e.g. discretion and 

qualification scale, Gardell, 1971; intellectual discretion, Kohn and Schooler,
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1973; autonomy in task organization and variety in skill use, Hackman and 

Oldham, 1975). This idea was supported by Theorell (1989) who noted that task 

authority and skill discretion are highly correlated. This is not surprising since 

Karasek theorized that “a high level of skill gives the worker control over which 

specific skills to use to accomplish the task" (Karasek and Theorell, 1990, p. 58).

Despite the high correlation between these two factors, Karasek (1989) 

maintains that task authority and skill discretion are theoretically distinct 

constructs. Theorell (1989) cites a study conducted by Theorell, Hamsten, de 

Faire, Orth-Gomer, and Perski (1987) which illustrated the distinctive and 

separate nature of these constructs. In this study, Karasek’s demand-control 

questionnaire was validated using six widely different occupations. The authors 

noted that baggage carriers rated themselves low in skill discretion but high in 

task authority (i.e. they felt confident that they could communicate with their 

supervisors when there were too many bags in one place and resolve this 

problem). On the other hand, symphony musicians felt they had a high level of 

skill discretion but low task authority to play the pieces they wished to play.

Karasek defined job strain as “an overload condition experienced by an 

organism’s control system when it attempts to maintain integrated functioning in 

the face of too many environmental challenges” (Karasek and Theorell, 1990, p. 

87). Karasek theorized that the body reacts to strain by pushing itself out of 

equilibrium (defined by Karasek as a rest state) and works to re-establish this 

equilibrium. Without proper rest or relaxation, the body pushes itself toward 

exhaustion. Karasek theorized that attempts to relax may be impaired if the
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subject cannot “follow its own optimal course to coordinate action -  that is, if it 

has low decision latitude” (Karasek and Theorell, 1990, p. 88). On the other 

hand, individuals with a high level of decision latitude can better cope with the job 

demands they experience because they have more flexibility in how they cope 

with those job demands. This flexibility allows those with high decision latitude to 

effectively find solutions to these job demands that correspond to the employees’ 

own unique skills, needs and circumstances (Wall et al., 1996). It is important to 

recognize that Karasek (1979) did not measure strain directly but instead relied 

on indirect measures such as coronary heart disease and depression.

Karasek’s (1979) model allows for four possible outcomes from the 

association between job demands and decision latitude (control): high demands, 

low decision latitude (high strain jobs), high demands, high decision latitude 

(active jobs), low demands, high decision latitude (low strain jobs) and low 

demands, low decision latitude (passive jobs). According to this model, as 

demands increase and decision latitude decrease, job strain increases. The 

reverse is also hypothesized to be true. As decision latitude increases and job 

demands decrease, job strain decreases. The results are shown below.

Details on the four proposed types of jobs (i.e. high strain, active, low strain, 

passive) are given following Figure 1.
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Figure 1 (Karasek’s Demand-Control Model, Karasek and Theorell, 1990)

Job Demands

Decision Latitude High 
(control)

Low

2.1.1 High-Strain Jobs

A high strain job is defined as an occupation where job demands are high 

and decision latitude (control) is low. High strain jobs are represented in the 

lower right hand quadrant of Figure 1. Examples of high strain jobs include 

assembly line workers and wait staff. It is suggested by Karasek and Theorell

(1990) that it is this group where the health risks will be highest. These workers 

do not have the decision latitude to develop effective solutions to the high level of 

job demands inherent in their jobs. Interestingly, large numbers of high strain 

occupations such as garment stitcher, waitress, telephone operator and 

administrative assistants are female-dominated occupations.

2.1.2 Active Jobs

An active job is defined as an occupation where job demands and 

decision latitude (control) are both high. Active jobs are represented in the upper 

right hand quadrant of Figure 1. Examples of active jobs are professional jobs 

such as surgeons, judges, lawyers, engineers, professors and managers. These 

tend to be jobs carrying a high prestige factor. Karasek and Theorell (1990) also 

note that many of the jobs in this quadrant are male-dominated. Karasek and

Low____________  High
Low Strain Active

Passive High Strain
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Theorell (1990) suggest that it is the high level of decision latitude (i.e. control) 

that allows workers in active jobs to meet the high demands of their jobs by 

developing creative solutions to the problems brought on by high demands.

Karasek and Theorell (1990) predict that the combination of high job 

demands and high control will result in only an average level of negative health 

outcomes.

2.1.3 Low-Strain Jobs

A low strain job is defined as an occupation where job demands are low 

and yet decision latitude (control) is high. Low-strain jobs are represented in the 

upper left hand quadrant of Figure 1. Examples of low-strain jobs would be 

repair personnel, linemen and natural scientists. Again, it is suggested that many 

of the jobs in the low strain quadrant are male-dominated. The high degree of 

decision latitude combined with low job demands leads to Karasek’s prediction 

that this group of workers should experience lower than average levels of strain 

and illness because control can be exercised for each of the few demanding 

situations encountered on a daily basis. Karasek suggests that “these people 

are actually made both happier and healthier than average by work” (Karasek 

and Theorell, 1990, p. 36).

2.1.4 Passive Jobs

A passive job is defined as an occupation where both job demands and 

decision latitude (control) are low. Passive jobs are represented in the bottom 

left hand quadrant of Figure 1. Security personnel, sales clerks, billing clerks and
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custodial staff are examples of passive jobs. It is predicted by Karasek and 

Theorell (1990) that the long-term effects of low job demands and low decision 

latitude (i.e. control) is a loss of motivation and productivity due to the lack of job 

challenges combined with a rigid work environment.

Curiously, despite the negative picture presented of the passive job 

holder, Karasek and Theorell (1990) predict that employees in this group will 

experience only average levels of psychological strain and illness. It is 

interesting to note that this level of strain is the same level predicted for those 

holding active jobs. Karasek suggests this is because “although each stressor 

exposure would result in substantial residual psychological strain (just as in the 

high-strain circumstance), the low job demands of this work situation mean that 

fewer stressors are confronted" (Karasek and Theorell, 1990, p. 38).

The combination of job demands, decision-latitude (i.e. control) and job 

strain lead to two separate and distinct hypotheses: the strain hypothesis and the 

buffer hypothesis. Each of these hypotheses will be discussed in turn.

The Strain Hypothesis

H-i: The strain hypothesis states that there is a positive association 

between job demands and job strain such that as job demands increase, job 

strain increases. This hypothesis also states that there is a negative association 

between decision latitude and job strain such that as decision latitude decreases, 

job strain increases. High job demands and low decision latitude result in high 

strain jobs whereas low job demands and high decision latitude will lead to low 

strain jobs. According to this conceptualization, job demands and decision
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latitude should each be considered as independent variables while strain is the 

dependent variable. This additive effect hypothesizes that job demands and 

decision latitude each directly and independently contribute to the outcome (i.e. 

strain).

The Buffer Hypothesis

H2: The buffer hypothesis contends that decision latitude can moderate 

the positive relationship between job demands and strain (i.e. high levels of 

decision latitude can buffer the negative effects of high job demands on strain). 

To test this hypothesis, job demands are treated as the independent variable, 

strain is the dependent variable and decision latitude is the moderator variable. 

For this hypothesis to hold, the interaction effect between job demands and 

decision latitude must be significant. The implication is that high levels of 

decision latitude can weaken the association between job demands and strain.

According to Van der Doef and Maes (1998), the practical implications of 

the two hypotheses differ. In the case of the buffering hypothesis, the focus is on 

finding ways for organizations to enhance employees’ levels of decision latitude 

without due regard for the level of demands. In the case of the strain hypothesis, 

since work demands are independently associated with strain, it is inadequate to 

merely focus on enhancing control. One must also examine ways of reducing 

the level of job demands.

2.1.5 Implications of Karasek’s Framework
Karasek’s Demand-Control model dovetails with the literature on

workplace stress. In this context, Karasek’s notion of job demands can be
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considered a stressor. Selye (1976) defined stressors as factors in a person’s 

environment which put physical or emotional demands on that person. The 

resulting association of high job demands and low decision latitude that lead to 

job strain are consistent with others’ conceptualization of stress (i.e. negative 

reaction by an individual to stressors within his/her environment; Selye, 1976).

For most employees, the resulting association of job demands and decision 

latitude occurs over a long time period (i.e. years). Therefore, the stressors 

Karasek refers to are considered chronic, not acute (Greenhaus and 

Parasuraman, 1986).

Stress theorists (e.g. Buunk et al., 1998) are also interested in what 

moderates the relationship between the stressor and the stress reaction (i.e. 

physical outcomes such as high blood pressure, psychological outcomes such as 

depression and behavioural outcomes such as absenteeism). Initial research 

examining strain in the workplace (e.g. Dohrenwend and Dohrenwend, 1974; 

Hinkle, 1974; Kornitzer et al., 1982; and Shekelle etal., 1979) did not however 

consider the impact of control. The failure of researchers to consider how control 

affected the relationship between job demands and strain led to erroneous 

assumptions about who is most likely to suffer physical symptoms as a result of 

high job demands. For example, early researchers initially assumed that 

executives who had higher work demands would experience higher levels of 

physiological symptoms such as heart disease. This assumption helped to foster 

what Landsbergis calls “the myth of executive stress” (Landsbergis, 1988, p.

219).
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In discussing the findings of the four quadrants of occupations, Karasek 

and Theorell (1990) suggest that it is not executives and managers with the 

highest level of strain and health problems in the workforce. Rather, it is those 

workers in low-status jobs with no decision-making freedom. In other words, this 

model would predict that it is “the bossed, not the bosses who experience the 

most stress in our society” (Karasek and Theorell, 1990, p. 44).

A key contribution of Karasek’s Demand-Control model is the recognition 

of the important role that control can play in reducing levels of strain. This thesis 

explores the idea that control can be a potentially powerful moderator of the 

stressor-strain relationship and tests several different updated conceptualizations 

of control (i.e. alternative work arrangement, perceived flexibility, supportive 

supervisor) on the relationship between demands and work-life conflict. Further 

discussion of this thesis’ conceptualizations of control can be found in section 3.

Karasek’s model was a catalyst for further theoretical contributions to the 

job strain field. It was Johnson (1985, 1986) and Johnson and Hall (1988) who 

expanded upon Karasek’s model and added the crucial role of social support to 

the discussion. These conceptualizations are discussed in the section below.

2.2 Johnson’s Refinement of Karasek’s Demand-Control Model

In response to the criticism that Karasek’s model was too simple, Karasek 

et al. (1982) and others (e.g. Johnson, 1985, 1986) began to explore the role of 

social support on the Demand-Control model. Influenced by Karasek’s Demand- 

Control model, Johnson began to consider what role social support would have
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on moderating the stressor-strain relationship. The origins of Johnson’s 

conceptualizations emerged from his work on his doctoral dissertation (Johnson, 

1986) and were published in Johnson and Hall’s 1988 article in American Journal 

of Public Health.

Johnson developed his model as follows: Instead of the 2 x 2 table 

developed by Karasek, he postulated eight possibilities with high and low levels 

of each of the following constructs: job demands, work control (Johnson used this 

term in lieu of decision latitude) and social support. Johnson termed those high 

in social support ‘collective’ and those low in social support ‘isolated’.

Johnson’s demand-control-support (D-C-S) model is depicted below. 

Figure 2 Johnson’s demand-control-support model (Johnson, 1989)
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Johnson’s model examines the crucial role of social support and extends 

Karasek’s model. The combination of job demands, decision-latitude (i.e. 

control), social support and job strain lead Johnson to formulate hypotheses in a 

similar fashion to Karasek (i.e. strain hypothesis and buffer hypothesis). 

Consistent with our discussion of Karasek, each of Johnson’s hypotheses will be 

presented in turn. First, we will examine the strain hypothesis followed by the 

buffer hypothesis.

The Strain Hypothesis

H i: The strain hypothesis states that there is a positive association 

between job demands and job strain, a negative association between work 

control and job strain and a negative association between social support and job 

strain. High job demands, low work control and low social support result in the 

category of high strain isolated whereas low job demands, high work control and 

high social support will result in the category of low strain collective. In other 

words, this model conceptualizes job demands, work control and social support 

as independent variables and strain as the dependent variable. Furthermore, the 

additive effect hypothesis suggests that job demands, work control and social 

support directly and independently contribute to the outcome (i.e. strain).

The Buffer Hypothesis

H2: The buffer hypothesis suggests that work control and social support 

can both moderate the relationship between job demands and strain. High levels 

of work control can moderate the negative effects of high job demands on strain. 

Furthermore, high levels of social support can moderate the negative effects of
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high job demands on strain. This hypothesis implies that there are two 

interaction effects (between job demands and work control as well as between 

job demands and social support). This model is tested as follows. Job demands 

are treated as the independent variable, strain as the dependent variable while 

work control and social support are the moderator variables. These interactive 

effects imply that the magnitude of the effect of job demands on strain depends 

on the level of work control and the level of social support. In other words, high 

levels of work control and high levels of social support can weaken the positive 

association between job demands and strain.

2.2.1 Implications of Johnson’s Framework

Johnson (1985, 1986)’s model was an improvement over Karasek’s 

Demand-Control model because it increased awareness that social support and 

control can both play an important role in weakening the relationship between 

job demands and strain. In other words, it recognized that control, while 

important, is not the only influential resource to help employees cope with job 

demands. The social support provided by coworkers (for example, showing 

concern when someone is having a bad day) could also be an important 

resource for employees. Johnson’s model supports the inclusion of social 

support (in the form of supervisor support) in the thesis model. The 

operationalization of supervisor support is found in section 3 of the thesis.
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2.3 Empirical Evidence for Karasek’s Model

This sub-section will examine the empirical evidence to support Karasek’s 

strain and buffer hypotheses. We will first examine Karasek’s initial efforts to test 

these hypotheses followed by the efforts of others.

2.3.1 How Karasek Tested His Model

Karasek’s model has been empirically tested using a variety of different 

demand-control questionnaires but the Job Content Questionnaire (JCQ) 

(Karasek, 1985) is the most frequently used instrument. Over forty research 

groups in seven countries have used the JCQ (Karasek and Theorell, 1990) to 

test Karasek’s model. According to Theorell (1996), the JCQ is an expansion of 

Karasek’s (1979) original questionnaire and contains additional scales such as 

social support and physical job demands. This questionnaire has been tested 

extensively and has been used in the United States, Europe and Japan.

Karasek empirically tested his demand-control model and published the 

results in Administrative Science Quarterly in 1979. The data used came from 

both Swedish and American national surveys. According to Karasek (1979), the 

Swedish data came from a random sample of the full adult population 

(approximately 1:1,000) aged 15 to 75, with impressive response rates of 92 

percent and 85 percent for the years 1968 and 1974 respectively. One strength 

of the Swedish phase of the study is its longitudinal approach (the same workers 

were interviewed in both 1968 and 1974).
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The American survey used in Karasek’s 1979 paper was the University of 

Michigan Quality of Employment Survey for 1972. This survey is based on a 

national stratified sample of housing units and was not longitudinal. The 

response rate for the American sample was 76%.

Karasek (1979) concluded from these data that those who worked high 

strain jobs (i.e. the combination of high job demands and low decision latitude 

were most likely to report exhaustion, job dissatisfaction and depression 

(compared with those working in passive, active and low strain jobs). After 

Karasek published his findings in 1979, he teamed up with Tores Theorell, an 

epidemiologist with backgrounds in both cardiovascular and psychosocial stress 

research. Their joint collaboration led to the research reported in Karasek,

Baker, Marxer, Ahlbom, and Theorell (1981). In this research, 1,461 randomly 

selected Swedish working men were interviewed in 1968 about their work and 

about heart disease symptoms. The authors reported that men who worked in 

high strain jobs had an increased risk of cardio heart disease and increased 

cardio-vascular mortality.

2.3.2 Subsequent Efforts to Test Karasek’s Model
Other efforts to empirically test Karasek’s model followed his initial efforts.

It is important to recognize that job strain is never tested directly in any of these 

studies. Instead, researchers measured job strain indirectly using a variety of 

physiological and psychological outcomes. A review of the empirical research 

testing Karasek’s two hypotheses (i.e. strain and buffering) for these outcomes 

will be presented below.
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Research support for Karasek’s demand/control model has certainly not 

been unequivocal. Many authors who have conducted reviews of the empirical 

evidence (Kristensen, 1995; Landsbergis et al., 1993; Schnall, Landsbergis, and 

Baker 1994; Van der Doef and Maes, 1998, 1999) with respect to this model 

suggest there is empirical support for the strain hypothesis (i.e. a negative 

association exists between job demands and decision latitude such that high 

levels of job demands and low levels of decision latitude result in high levels of 

job strain). It should be acknowledged, however, that some studies (e.g. 

Alterman et al., 1994; Reed et al., 1989) refute the strain hypothesis. The buffer 

hypothesis (the notion that decision latitude can actually moderate the impact of 

job demands on job strain) has received less support than the strain hypothesis 

and the research is mixed in its findings.

A review of the literature shows that the strength of the findings often 

depends on whether the outcome being studied is physiological (e.g. coronary 

heart disease, high blood pressure) or psychological (e.g. depression). The 

research suggests that the physiological outcomes tend to show the strongest 

resultant support for a negative association between job demands, decision 

latitude and job strain. It can be argued that the physiological studies which 

reject the strain hypothesis have serious methodological flaws. Support for this 

contention is given in subsection 2.3.3.

2.3.2.1 Difficulites in Evaluating Karasek’s Model
Comparing the results obtained from the various studies testing Karasek’s

model is difficult for several reasons including the use of various
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operationalizations of both demands and decision latitude, the use of a variety of 

outcomes of job strain (i.e. physiological, psychological and behavioural) and the 

variety in sample characteristics (single occupation versus multi-occupation 

studies, average age of the group). Each of these difficulties will be discussed in 

further detail in the subsection below.

First, there are significant differences in how constructs such as job 

demands and decision latitude have been conceptualized and measured. The 

majority of researchers testing Karasek’s demand-control model used Karasek’s 

operationalization of job demands (e.g. Landsbergis, 1988; Schnall et al., 1990; 

Warr, 1990). However, other operationalizations of job demands have included 

workload (Fox et al., 1993) and interpersonal conflicts (Spector, 1987b). As 

well, the demands scale (de Jonge, and Landeweerd, 1993) contained both 

quantitative and qualitative aspects of demands (e.g. working under pressure of 

time, job complexity, working hard and strenuous work).

While many researchers (e.g. Alfredsson, Karasek and Theorell, 1982; 

Alterman et al., 1994; Landsbergis etal., 1994; Parkes, 1991; Parkes, Mendham 

and von Rabenau, 1994; Pieper, LaCroix and Karasek, 1989; Vermeulen and 

Mustard, 2000) have used Karasek’s operationalization of decision latitude (i.e. 

control), other measures of decision latitude can be found in the organizational 

psychology literature including: self-determination (Kauppinen-Toropainen,

1981), constraints (Payne and Fletcher, 1983), discretion (Spector, 1987b), 

autonomy (de Jonge et al., 1999) and control (Dwyer and Ganster, 1991; Sauter 

et al., 1989). For example, an alternate operationalization of control is found in
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Dwyer and Ganster’s (1991) 22-item control scale. Sample questions include 

how much control do you have over the variety of methods you use in completing 

your work? and how much can you control the number of times you are 

interrupted while you work? Other studies using Dwyer and Ganster’s (1991) 

control scale include Fox, Dwyer and Ganster (1993) and Schaubroeck, Lam and 

Xie (2000). de Jonge et al. (1999) used yet another operationalization of control: 

the Maastricht Autonomy Questionniare (MAQ) (de Jonge, 1995) which consisted 

of ten items using a five point Likert scale. The MAQ asks workers to assess the 

level of freedom they have on a variety of tasks and the discretion they have to 

complete their work. Authors such as de Rijk et al. (1998) also used de Jonge’s 

scales.

Several studies also differ with respect to what outcomes were measured 

(e.g. coronary heart disease versus blood pressure) as well as the characteristics 

of the sample group (single occupation versus multi-occupation studies, average 

age of the group). Despite these methodological challenges, the rest of this 

section will attempt to provide an overview of the empirical support for Karasek’s 

model and address some of the empirical inconsistencies.

2.3.3 Studies Testing Karasek’s Strain Hypothesis
This subsection will review the research testing Karasek’s strain

hypothesis. Physiological and psychological outcomes will each be reviewed in 

turn.
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2.3.3.1 Physiological Outcomes
Researchers have measured physiological outcomes such as heart

disease and blood pressure when examining the impact of job strain. The 

physiological studies provide more convincing support for Karasek’s strain 

hypothesis than psychological measures. In addition, the fact that a wide range 

of methodologies (e.g. cohort studies, case control studies and studies using 

disease symptom indicators) yield virtually identical results strengthens our 

confidence in the findings from this body of research.

A number of the studies in this area (e.g. Alfredsson and Theorell, 1983; 

Alfredsson, Karasek and Theorell, 1982; Alfredsson, Spetz and Theorell, 1985; 

Karasek et al., 1981; Karasek, Theorell, Schwartz, Schnall, Pieper and Michela, 

1988; Theorell, Hamsten, deFaire, Orth-Gomer, and Perski, 1987) suggest that 

there is a strong link between working in high strain jobs (i.e. low decision latitude 

and high demand) and heart disease.

A number of key studies also support Karasek’s strain hypothesis. For 

example, the Framingham Pleart Study (La Croix, 1984) studied 328 women over 

a period of 10 years and found a much higher relative risk of coronary heart 

disease for women in high strain jobs.

Haan (1985) conducted a prospective study of 600 Finnish men and 292 

Finnish women and found that high strain jobs were associated with higher risk of 

cardio-vascular disease and a higher rate of mortality. Alfredsson et al. (1982) 

examined data from 334 Swedish males with new cases of myocardial infarctions
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as well as 882 randomly selected males matched for age and also found an 

association between high strain jobs and heart attacks.

There have been other studies with larger samples that also support 

Karasek’s strain hypothesis. Karasek and Gardell (1984) studied 2500 men and 

women who had experienced forced job changes. Those who moved to jobs 

with greater levels of decision latitude had lower prevalence of coronary heart 

disease. Karasek, Gardell and Lindell (1987) examined 2409 American male 

participants in the Health Examination Survey (HES) and 2432 American 

participants in the First National Health and Nutritional Examination Survey 

(NHANES I) and noted that high strain jobs were associated with an increased 

prevalence of heart attacks (i.e. myocardial infarctions) in both survey groups. 

Alfredsson et al. (1985) examined data from 958,096 employed Swedish men 

and women and concluded that high strain jobs were associated with higher 

rates of hospitalization for myocardial infarctions. In all the aforementioned 

studies, Karasek’s operationalizations of demands and control (i.e. decision 

latitude) were used.

Schnall, Landsbergis, and Baker (1994) reviewed 36 empirical studies 

(published between 1981 and 1993) that tested Karasek’s strain hypothesis. The 

majority of these studies found a significant positive relationship between high 

strain jobs and either cardiovascular disease (CVD) or cardiovascular disease 

risk factors such as hypertension. Reviews by Landsbergis et al. (1993) and 

Kristensen (1995) have come to similar conclusions about the association 

between high strain jobs and cardiovascular disease.
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While it is acknowledged that not all empirical studies have been 

supportive of Karasek’s job strain model, there are often significant flaws in 

studies where no associations were found between job strain and a given 

indicator (e.g heart disease). One of the oft-cited studies in the literature 

purporting to refute Karasek’s model is the Honolulu Heart Study (Reed et al.,

1989). This 10 year longitudinal study of Japanese-American men in Honolulu 

concluded that no associations were found between job decision latitude, 

psychological work demands and cardiovascular heart disease. However, two 

concerns about this study suggest that their conclusions may be flawed.

Karasek and Theorell (1990) note that the first concern is that the conventional 

high-strain occupations in manufacturing were almost absent in this population 

and that the high-strain population was quite small. Second, Karasek and 

Theorell (1990) note that a significant amount of the subjects’ work experience 

took place back in the 1930s when Honolulu was pre-industrialized and therefore 

less likely to suffer from high strain occupations.

Other studies such as the General Electric study in the United States 

(Alterman et al., 1994) show only weak associations between high strain jobs 

and cardiovascular illness risk. For example, Alterman et al. (1994) reported 

results from the 25 year follow-up of 1683 men who participated in the Chicago 

Western Electric study from 1957 to 1973. This study did show an increased risk 

of heart disease with reduced decision latitude, but no association between job 

demands (similar operationalization to Karasek) and heart disease.
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It is important, however, to note that age may play a factor in these 

results. Much like the Honolulu Heart Study, many participants were either 

relatively old already at the start of the follow-up (approaching retirement age) or 

retired before the end of the follow-up period. Theorell (1996) notes that 

participants younger than 55 years of age in general have shown a stronger 

association between high strain jobs (i.e. high job demands, low decision 

latitude) and coronary heart disease than older participants. This is most likely 

due to the healthy worker effect which suggests that those participants who 

suffer adverse health impacts from a given job often quit thus leaving behind 

those who have managed to adapt or effectively cope with the pressures of the 

job (Monk and Folkard, 1992).

Similar to the association between job strain and cardio-vascular heart 

disease, studies on blood pressure and job strain are mostly supportive of 

Karasek’s job strain model. Pieper, La Croix and Karasek (1989) have 

summarized relationships for all the major risk factors by using five different 

major U.S. data bases (U.S. HES, U.S. HANES, U.S. HANES II, the Exercise 

Heart Study, and the Western Collaborative Group Study). In three of the 

databases, there was a significant association between high strain jobs (i.e. high 

job demands, low decision latitude) and systolic blood pressure. In all the 

analyses, adjustment was made for age, race, education, and body mass index.

According to Theorell and Karasek (1996), the link between job strain and 

blood pressure is consistent across many studies despite differences such as 

gender and measurement technique (i.e. self-measured versus fully automated).
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For example, Theorell et al. (1988) conducted a longitudinal study on 58 men 

and women. On four separate occasions throughout the course of a year, the 

men and women measured their own blood pressure once every hour during four 

working days. There was an association between job strain and mean systolic 

blood pressure such that those in high strain jobs had higher blood pressure 

levels than the other types of occupations. Theorell et al. (1991) took fully 

automated blood pressure measurements on a group of men participating in a 

blood pressure screening study. High job strain was associated with higher 

diastolic blood pressure readings than the other strain categories. Theorell, 

Ahlberg-Hulten, Jodko, Sigala and de la Torre (1993) studied a group of health 

care personnel (all women) who took their own blood pressure once every hour 

over the course of their work day. High strain jobs were associated with higher 

levels of both diastolic and systolic blood pressure. Schnall et al.’s (1990) 87 

subjects with hypertension were compared to 128 without hypertension. Self- 

reported job strain was significantly related to higher levels of hypertension.

A review by Van der Doef and Maes (1998) of 51 studies of Karasek’s 

demand-control model and physical health outcomes concluded that the strain 

hypothesis (i.e. that there is an association between job demands and decision 

latitude such that those in low decision latitude, high demand jobs suffer the 

highest level of job strain) received support especially with respect to 

cardiovascular disease. Van der Doef and Maes (1998) concluded their study 

by noting that working in a high strain job appears to be associated with an 

elevated risk for cardiovascular disease.
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2.3.3.2 Psychological Outcomes
A review of the research on psychological outcomes and job strain using

Karasek Demand-Control model can be found in Van Der Doef and Maes (1999). 

Overall there was good empirical support for Karasek’s strain hypothesis and the 

association with negative psychological outcomes. Van Der Doef and Maes 

(1999) noted that 28 out of 41 studies (e.g. Braun and Hollander, 1987; 

Landsbergis, 1988; Wall, Jackson, Mullarkey and Parker, 1996) dealing with 

general psychological well-being and 18 out of 30 studies dealing with job 

satisfaction (e.g. Amick and Celentano, 1991; Arnetz, Andreasson, Stranberg, 

Eneroth, and Kallner, 1987; Cahill and Landsbergis, 1996; de Jonge and 

Landeweerd, 1993; Kauppinen-Toropainen, Kandolin and Mutanen, 1983; 

Landsbergis, 1988; Warr, 1990) were supportive of Karasek’s strain hypothesis. 

For example, Braun and Hollander (1987) surveyed 795 German men and 

women and concluded that job strain was positively associated with 

psychological distress. Landsbergis (1988) surveyed 289 hospital and nursing 

home employees and found job strain was positively associated with both 

depression and job dissatisfaction. Wall, Jackson and Parker (1996) surveyed 

1,451 manufacturing employees and found that job strain was positively 

associated with both depression and anxiety.

There is also some evidence to support the negative association between 

job satisfaction and job strain such that those in high strain jobs tend to report 

lower levels of job satisfaction. For example, Amick and Celentano (1991) 

surveyed 4,903 postal workers and found a negative association between job
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strain and job satisfaction. Another survey of postal workers found similar 

results. Cahill and Landsbergis (1996) surveyed 4,018 post office mail handlers 

and concluded that job strain was positively associated with both 

psychophysiological strain and job dissatisfaction. Arnetz et al. (1988) surveyed 

36 surgeons and 30 general practitioners and found a negative association 

between job strain and work satisfaction. A study by de Jonge and Landeweerd 

(1993) of 1,226 health care personnel concluded that job strain was negatively 

associated with job satisfaction. Warr (1990) surveyed 839 men and 847 women 

in England and noted job strain was negatively associated with job satisfaction 

and positively associated with depression.

Other studies have found mixed support for Karasek’s strain hypothesis. 

For example, Kushnirand Melamed (1991) surveyed 798 industrial workers in 

Israel and found an association between high strain jobs and irritability but not 

between high strain jobs and anxiety.

Other studies have not supported Karasek’s model. For example, 

Carayon (1993) surveyed 122 office workers in a longitudinal survey and found 

no association between high strain jobs and higher levels of depression and 

anxiety. Parkes, Mendham and von Rabenau (1994) surveyed 145 employees in 

a psychiatric hospital and noted that high strain jobs were not associated with 

lower levels of job satisfaction. Noor (1995) surveyed 180 women (professionals 

and administrative assistants) in a longitudinal study and concluded that there 

was no support for Karasek’s strain hypothesis.
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Van der Doef and Maes (1999) note that there are differences between 

those studies using psychological outcomes (e.g. depression) who are supportive 

of Karasek’s strain hypothesis and those that are not. Studies supportive of 

Karasek tended to be larger in sample size, tended to include samples from the 

general population (therefore more generalizable) and tended to be cross- 

sectional. Non-supportive studies tended to be smaller in sample size and 

longitudinal in design.

2.3.4 Studies Testing Karasek’s Buffer Hypothesis

In reviewing the empirical literature involving Karasek’s buffer hypothesis, 

and comparing it to what has been done on the strain hypothesis, two points are 

clear. First, there are fewer studies that tested the buffer hypothesis. Second, 

there is less support for the buffer hypothesis in the empirical literature. This 

section will review the empirical literature for both physiological and 

psychological outcomes.

2.3.4.1 Physiological Studies
It is acknowledged that there is limited empirical support for the buffering

hypothesis when physiological outcomes are used. For example, Landsbergis 

(1988) surveyed 289 hospital and nursing home employees and concluded that 

the interaction between demands and control was statistically significant for heart 

disease symptoms. As well, a study by Fox, Dwyer and Ganster (1993) 

investigated levels of a range of physiological outcomes in a study of 136 nurses. 

In this study the interactive effects of subjective job demands and decision
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latitude predicted blood pressure. The authors concluded their study by 

suggesting that high levels of decision latitude can help to mitigate the impact of 

high demands in the workplace. A study by de Jonge and Landeweerd (1993) of 

1,226 health care workers found a significant interaction of demand-control for 

health complaints.

The majority of the studies testing Karasek’s buffering hypothesis using 

physiological outcomes do not support this hypothesis. For example, the 

General Electric study (n=1,683 men) in the United States (Alterman et al., 1994) 

found no interaction between job demands and decision latitude for 

cardiovascular illness risk. Suadicani et al. (1993) surveyed 1,638 Danish 

workers and reported no evidence of an interaction between demand and control 

when the outcome measured was heart disease. Carayon (1993) in a 

longitudinal study of 122 office workers found no evidence to support the buffer 

hypothesis. Kushnirand Melamed (1991) surveyed 798 Israeli workers and 

concluded that the data supported the strain hypothesis, but not the buffering 

hypothesis. Similarly, work by Perrewe and Anthony (1990) (n=47 blue collar 

workers), Sauteret al. (1989) (n=251 office workers) and Spector (1987b) (n=136 

female clerical workers) failed to find a significant interaction effect and 

concluded that the buffer hypothesis was not supported.

2.3.4.2 Psychological Outcomes
A review of the empirical literature dealing with psychological outcomes

again finds limited support for Karasek’s buffering hypothesis with only a few 

studies identifying significant interaction effects (i.e. Parkes, Mendham, and von
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Rabenau, 1994; Parkes and von Rabenau, 1993). Both supportive studies were 

the result of a survey of 145 employees in a psychiatric hospital and both studies 

concluded that decision latitude did buffer the relationship between demands and 

job satisfaction.

It should be noted that several studies found mixed support for the 

buffering hypothesis. While Landsbergis et al. (1992) did find that decision 

latitude moderated the demand-strain relationship for depression, no interactions 

were found for anxiety in their sample of 297 male employees. Marshall et al. 

(1991) surveyed 326 female social workers and did find support for Karasek’s 

buffering hypothesis for psychological distress but not for well-being. Wall, 

Jackson, Mullarkey and Parker (1996) surveyed 1,451 manufacturing employees 

and did find an interaction effect between demands and depression, demands 

and anxiety and demands and job satisfaction but only for a more focused 

operationalization of control (i.e. the measure does not contain items on skill use 

and task variety as in Karasek’s decision latitude instrument). This 

operationalization comes from Jackson et al.’s (1993) timing control and method 

control scales. A sample question is “to what extent can you decide how to go 

about getting your job done?” The authors did not find any support for Karasek’s 

buffering hypothesis when they used Karasek’s operationalization of control (i.e. 

decision latitude).

The majority of the empirical studies reviewed which tested Karasek’s 

buffering hypothesis did not find significant interaction effects. The fact that 

these studies used a variety of outcomes increases our confidence that such an
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effect may not be prevalent. For example, Carayon (1993) failed to detect 

interaction effects on three outcomes (i.e. tension-anxiety, depression and daily 

life stress) for his sample of 122 office workers. Chay (1993) also did not find 

any support for Karasek’s buffering hypothesis on outcomes such as well-being 

and job satisfaction for his sample of 117 small business owners and employees.

Larger samples have also failed to find interaction effects. For example, 

Baker, Israel, and Schurman (1996) surveyed 1,000 employees working in 

manufacturing and found no support for Karasek’s buffering hypothesis on 

depression. Cahill and Landsbergis (1996) surveyed 4,018 postal workers and 

did not find any interaction effects on the relationship between demands and 

either job dissatisfaction nor pyschophysiological strain. A survey of 1,226 health 

care personnel by de Jonge and Landeweerd (1993) failed to find an interaction 

on the relationship between demands and job satisfaction. Fletcher and Jones 

(1993) surveyed 985 female and 1289 male employees and found no support for 

Karasek’s buffering hypothesis on four different outcomes including life 

satisfaction, anxiety, depression and job satisfaction. Other studies have also 

failed to find support for Karasek’s buffering hypothesis including Bromet et al. 

(1988), Kawakami et al. (1992), Landsbergis (1988), Melamed, Kushnirand Meir

(1991), Payne and Fletcher (1983), Spector (1987b) and Warr (1990).

This then leads the reader to question what differentiates the studies that 

are supportive of Karasek’s strain and buffering hypotheses from those that are 

not supportive? Van Der Doef and Maes (1999) suggest three possible 

differences: which hypothesis is being tested (i.e. strain or buffering), whether the
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study is cross sectional or longitudinal in nature, and how job demands and 

decision latitude are conceptualized. Karasek’s strain hypothesis has received 

more (but by no mean unanimous) empirical support than the buffer hypothesis. 

Cross-sectional studies in general are supportive of both Karasek’s hypotheses 

(e.g. Braun and Hollander, 1987; Wall et al., 1996), while the limited number of 

longitudinal studies (e.g. Carayon, 1993; Kawakami et al., 1992; Muntaner et al., 

1991) are not supportive of either hypothesis. Finally, studies that used a more 

focused and specific conceptualization and operationalization of both job 

demands (e.g. time pressure) and control (e.g. decision authority over pace of 

work) were more likely, on average, to support the buffering effect of decision 

latitude (e.g. Kushnir and Melamed, 1991; Kivimaki and Lindstrom, 1995; Wall et 

al., 1996).

In conclusion, the research shows a stronger level of support for 

Karasek’s strain hypothesis than for Karasek’s buffer hypothesis. In other words, 

the empirical research indicates that high strain jobs (i.e. low decision latitude, 

high job demands) are positively associated with a number of physiological (e.g. 

heart disease, blood pressure) and psychological (e.g. distress, depression) 

outcomes. Support for Karasek’s buffering hypothesis is weaker with only a few 

studies supporting the notion that decision latitude can decrease the positive 

relationship between job demands and strain (e.g. Landsbergis, 1988; Parkes 

and von Rabenau, 1993). While a few studies offered mixed support for the 

buffering hypothesis (e.g. Landsbergis et al., 1992; Marshall et al., 1991), the
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majority of studies offered no support at all (e.g. Carayon, 1993; Cahill and 

Landsbergis, 1996).

2.4 Empirical Evidence for Johnson’s Model

This section will examine the empirical evidence to support Johnson’s 

strain and buffer hypotheses. We will first examine Karasek et al.’s (1982) 

efforts to test for social support. Second, Johnson’s initial efforts to test both 

strain and buffering hypotheses will be presented followed by a summary of the 

efforts of others to test these hypotheses.

2.4.1 Karasek’s Efforts to Test Social Support
Karasek, Triantis, and Chaudhry (1982) were the first researchers to take

Karasek’s demand-control model and extend it to measure the role of social 

support (predating Johnson’s efforts). Karasek et al. (1982)’s sample was 1016 

male workers. Data used for this study came from the U.S. national survey, the 

University of Michigan Quality of Employment study for 1972 (nationally stratified 

sample). Psychological strain measures included an eight-item scale measuring 

affective mood (here termed depression because of the question content), a two- 

item scale measuring happiness with life in general (Karasek, 1979), and a ten- 

item scale measuring job-related depressed mood related to job satisfaction.

The three scales are Institute for Social Research scales (Quinn and Shepard, 

1974). Also included was a five-item scale measuring job dissatisfaction 

behaviour related to job attachment (Kalleberg, 1977), and a self-report scale of 

absenteeism. Finally, the survey also included four measures of supervisory 

support (instrumental, attentive socio-emotional, tolerant socio-emotional and
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demanding-authoritarian) and two measures of coworker support were identified 

(instrumental and socio-emotional).

Karasek et al. (1982) used multiple regression to test for the direct effect 

of social support (i.e. testing the strain hypothesis). Results indicated that social 

support (i.e. both coworker and supervisor support) was negatively associated 

with depression and absenteeism and positively associated with job and life 

satisfaction.

Karasek et al. (1982) used MANCOVA (rather than regression) to test for 

the buffering effects of social support. They did this by dividing their sample into 

three levels of support: high, medium and low. A buffering effect of both 

coworker and supervisor support was noted in just over half of the tests (18 out 

of 35). In other words, the relationship between job demands and job strain grew 

weaker with higher levels of coworker and supervisor support. Interestingly, the 

buffering effect was statistically significant more often when the dependent 

variables were depressed mood, life dissatisfaction and job dissatisfaction (17 

out of 28 tests were significant) compared to the use of absenteeism as a 

dependent variable (only one in 7 tests were significant).

2.4.2 How Johnson Tested His Model

Development of Johnson’s demand-control-support model and the 

subsequent testing of that model resulted from his doctoral dissertation 

(Johnson, 1986). For his doctoral dissertation, Johnson (1986) studied the 

interaction between job demands, work control and social support. The analysis

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



43

was based upon 13,779 subjects (52% men and 48% women) responding to the 

annual Swedish Survey of Living Conditions. Johnson teamed up with Ellen Hall 

(project coordinator) and published their findings (Johnson and Hall, 1988). 

Johnson and Hall used Karasek’s operationalization of job demands (Karasek, 

1979) and a work control scale which the authors describe as a “linear composite 

which measured decision-making authority, task variety and personal freedom on 

the job” (Johnson and Hall, 1988, p. 1337). The authors noted that the 

operationalization of work control is similar to Karasek’s measure of decision 

latitude. Respondents were asked to indicate for 11 items on a 3 point Likert 

scale (0 = never, 1= sometimes, and 2=often) the level of control they felt they 

had at work. Sample questions included the amount of influence the respondent 

felt they had over the planning of work, how time was used at work and the 

freedom the respondents had to receive a phone call at work.

Two aspects of support were measured: the opportunity to interact with 

coworkers at work and outside of work (Johnson and Hall, 1988). The social 

support scale consisted of five dichotomous items. For example, respondents 

were asked whether they could talk to co-workers during their breaks and 

whether they had met with a co-worker outside of the workplace. It is interesting 

to note that unlike Karasek et al. (1982), Johnson does not operationalize social 

support to include supervisor support.

Johnson and Hall (1988) used the Cochrane Mantel-Haenszel Chi to test 

for associations between job demands, work control and social support. They 

calculated the ratio of the combined exposure to their risk factors (i.e. low work
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control, low social support) and divided by that effect if the risk factors were 

acting independently. Johnson and Hall (1988) found that each of the variables 

(i.e. high job demands, low work control and low social support) independently 

contributed to a higher risk of cardio-vascular disease and concluded that the 

data support the strain hypothesis. In other words, each of the following 

variables at a certain level (i.e. high job demands, low work control and low social 

support) independently contributed to a higher risk of cardio-vascular disease.

When the buffer hypothesis was tested, Johnson and Hall (1988) were 

surprised by their finding. Amongst subjects who worked in low social support 

occupations, it was workers with high levels of both job demands and work 

control that reported the highest level of cardio-vascular disease. For high social 

support occupations, the data revealed that the group with high job demands and 

low work control had the highest level of cardio-vascular disease. Table 1 

summarizes Johnson and Hall (1988)’s findings.

Table 1 CVD Symptoms at Low and High Social Support (Johnson and Hall, 
1988)

Level of Strain Incidence of CVD 
at low social 
support

Incidence of CVD 
at high social 
support

High Strain (high demands, low 
decision latitude)

2.17 1.82

Active (high demands, high decision 
latitude)

2.55 1.58

Low Strain (low demands, high 
decision latitude)

1.43 1.00

Passive (low demands, low decision 
latitude)

1.95 1.44
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It is noteworthy that the highest incidence of cardiovascular disease 

occurred in the group that was low in social support yet high in job demands and 

high in work control. This, Johnson (1989) admits, was an unexpected and 

unpredicted finding. What this indicated to Johnson was that neither work control 

nor support by themselves adequately moderate the impact of job demands on 

strain. He went on to postulate that without support, work control is no longer an 

effective moderator on the demand-strain relationship (Johnson, 1989) and 

ultimately concluded that it is the combination of high social support and decision 

latitude together which reduce the impact of high job demands on cardiovascular 

risk.

2.4.3 Studies Testing Johnson’s Strain Hypothesis
Other studies have built on Johnson’s work. A few studies have

supported Johnson’s strain hypothesis (i.e. there is a negative association 

between social support and different outcomes such as CVD and psychological 

strain). Empirical evidence for Johnson’s strain hypothesis using physiological 

outcomes are presented first. This is followed by evidence obtained using 

psychological outcomes.

2.4.3.1 Physiological Outcomes

Johnson, Hall and Theorell (1989) conducted a 9 year follow up study of 

7,219 Swedish men and concluded that there was support for the strain 

hypothesis such that those in the high strain isolated category (i.e. high job 

demands, low decision latitude and low social support) suffered higher rates of
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both cardio-vascular mortality and morbidity than subjects in other categories. A 

study by de Jonge and Landeweerd (1993) of 1,226 health care workers found 

support for Johnson’ s strain hypothesis associated with health complaints. 

Lerner et al. (1994) surveyed 1,319 men and women and noted that the high 

strain isolated group (i.e. low decision latitude, high job demands, low support) 

had the lowest quality of life scores. Two sample groups were studied by 

Parkes, Mendham and von Rabenau (1994). Study 1 focused on 145 health 

care workers and study 2 focused on 180 student teachers. In both studies, 

those in the high strain isolated group (i.e. low decision latitude, high job 

demands, low support) had the highest level of psychosomatic complaints.

Other studies have found mixed support for Johnson’s strain hypothesis. 

Astrand, Hanson and Isacsson (1989) surveyed 391 male Swedish factory 

employees. While Astrand et al. (1989) did not find high strain isolated 

employees (i.e. high job demands, low decision latitude, low social support) had 

a statistically significant higher mortality rate than other employees, they did find 

that the combination of high decision latitude and high social support irrespective 

of demand level was associated with a lower mortality rate than other 

combinations.

Other studies have concluded that there is no empirical support for 

Johnson’s strain hypothesis. For example, Theorell, Harms-Ringdahl, Ahlberg- 

Hulten and Westin (1991) surveyed 136 men and 52 women in six occupations 

and found no support for Johnson’s strain hypothesis such that no additive 

effects of demand, control or support were associated with back, neck and
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shoulder pain. Similarly, Amick and Celentano (1991) surveyed 4,903 postal 

workers and found no additive effects of demand, control and support on 

psychosomatic symptoms. Israel, House, Schurman, Heaney, and Mero (1989) 

surveyed 630 manufacturing employees and found no support for Johnson’s 

strain hypothesis for global health symptoms. Van der Beek, Oort-Marburger 

and Frings-Dresen (1994) surveyed 439 truck drivers and found the strain 

hypothesis was not supported for either musculoskeletal complaints or general 

psychosomatic complaints.

2.4.3.2 Psychological Outcomes
Similar to the findings for physiological outcomes, the empirical evidence

supporting Johnson’s strain hypothesis and psychological outcomes is 

inconsistent. Overall, while there is very limited evidence to support this 

hypothesis, a study by Cahill and Landsbergis (1996) of 4,018 postal employees 

did report support for Johnson’s strain hypothesis for both psychophysiological 

strain and job dissatisfaction.

Other studies report mixed results. Amick and Celentano (1991) surveyed 

4,903 postal workers and concluded that Johnson’s strain hypothesis was 

supported for job satisfaction when support was operationalized as supervisor 

support but not when support was operationalized as coworker support. Baker et 

al. (1996) surveyed 1,000 manufacturing employees and did not find support for 

Johnson’s strain hypothesis when the outcome variable was depression but did 

find support when the outcome was negative job feelings. Fletcher and Jones 

(1993) in their study of 985 female and 1289 male employees presented a mixed
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set of results. For example, those employees in high strain isolated jobs (i.e. 

high job demands, low decision latitude, low social support) reported higher 

levels of anxiety and depression. However, the results were supportive of an 

association between high strain isolated jobs and both life satisfaction and job 

satisfaction but only for women. Melamed et al. (1991) in their survey of 267 

female social workers found support for Johnson’s strain hypothesis for burnout 

but not job satisfaction. Moyle (1995) in his study of 143 employees found 

support for Johnson’s strain hypothesis for job satisfaction but not mental health.

Other studies have shown no support for Johnson’s strain hypothesis. For 

example, Bourbonnais et al. (1996) surveyed 2,889 male and female white collar 

public sector employees and found no evidence to indicate that those in the high 

strain isolated category (i.e. high job demands, low decision latitude and low 

social support) reported higher levels of psychological distress. Bromet et al. 

(1988) surveyed 325 male power plant employees and found no evidence to 

support the strain hypothesis and affective disorders. Chay (1993) in their study 

of 117 small business owners and employees concluded that those in high strain 

isolated jobs were not more likely to report lower levels of well-being or job 

satisfaction. Clegg, Wall and Kemp (1987) surveyed 209 manufacturing 

employees and found no evidence that those in high strain isolated jobs (i.e. low 

decision latitude, high job demands, low social support) reported lower levels of 

mental health or job satisfaction. The survey by de Jonge and Landeweerd

(1993) of 1,226 health care personnel did not find support for Johnson’s strain 

hypothesis for the outcome of job satisfaction. Kawakami et al. (1992) in their
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study of 468 male Japanese blue collar employees found no evidence that 

employees in high strain jobs reported higher levels of depression. Lerner et al.

(1994) in their survey of 1,319 male and female employees found no association 

between high strain jobs and quality of life. Other studies not showing support 

for Johnson’s strain hypothesis include Muntaner et al. (1991) and Smulders and 

Nijhuis (1999).

There are two reasons for the difference in findings according to Van der 

Doef and Maes (1999). First, similar to the results for Karasek’s demand-control 

model, there is a distinct difference between cross-sectional studies (which 

generally showed support for Johnson) and the longitudinal studies (which 

generally were not supportive). Second, studies where symptoms were self- 

reported had a much higher chance of generating supportive results in 

comparison to those studies where more objective measures were used (e.g. 

Muntaner et al., 1991).

2.4.4 Studies Testing Johnson’s Buffering Hypothesis

Since there are very few studies testing Johnson’s buffering hypothesis, 

for the sake of readability, empirical studies using physiological and 

psychological outcomes to operationalize job strain will be presented together in 

this section.

Most of the studies done on this topic do not support Johnson’s buffering 

hypothesis (i.e. interaction effects are not significant). A study by de Jonge and 

Landeweerd (1993) of 1,226 health care workers, for example, found no support
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for Johnson buffering hypothesis on health complaints or job satisfaction. This 

finding was echoed by Lerner et al. (1994) in their study of 1,319 respondents. 

Lerner et al. (1994) found no interaction effects on the outcome of quality of life. 

Chay (1993) in their study of 117 small business owners and employees 

concluded that there were no interaction effects to support the buffering 

hypothesis for either well-being or job satisfaction. Lerner et al. (1994) in their 

survey of 1,319 male and female employees found no interaction effects for 

control and social support on the relationship between job demands and strain 

(operationalized as quality of life). Melamed et al. (1991) in their survey of 267 

female social workers found no support for Johnson’s buffer hypothesis for both 

burnout and job satisfaction. Smulders and Nijhuis (1999) surveyed 165 

workers and found no evidence to support the notion that control and support 

moderate the relationship between job demands and strain (i.e. burnout).

That being said, there is limited evidence that does support the buffering 

hypothesis. Two sample groups were studied by Parkes, Mendham and von 

Rabenau (1994). Study 1 focused on 145 health care workers and study 2 

focused on 180 student teachers. In both studies, interaction effects were 

detected indicating support for Johnson’s buffering hypothesis for the outcome of 

psychosomatic complaints.

In conclusion, there is more evidence to suggest that those working high 

strain isolated jobs experience higher levels of negative physiological and 

psychological outcomes (i.e. strain hypothesis) than there is for the buffer 

hypothesis. While it is acknowledged that some evidence supports the strain
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hypothesis, this evidence is certainly not overwhelming. Given the various ways 

that researchers have measured demands, control, support and the outcomes, it 

is not surprising that evidence for the strain hypothesis is mixed. On the other 

hand, there is very little evidence to support the buffer hypothesis since the 

majority of studies failed to find interactions.

2.5 Critique of the Model

As with any model, it is inevitable that various perceived shortcomings 

emerge. The Karasek model is no exception. This section will summarize both 

the construct and methodological criticisms associated with this framework.

2.5.1 Criticisms of the Demands-Control Literature

A review of the literature uncovered several criticisms associated with 

Karasek’s model and how the constructs have been operationalized and 

analyzed. Each criticism will be examined in turn.

2.5.1.1 Simplicity of the Model

A recurrent criticism of Karasek’s demand-control model is its simplicity. 

This point has been raised and acknowledged in Karasek and Theorell’s (1990) 

Healthy Work. Karasek and Theorell argue that the simplicity of the model can 

be regarded as a strength, not necessarily a weakness. Karasek and Theorell 

(1990) contend that adding a large number of variables to a given model is likely 

to weaken the associations for job demands or decision latitude in the model and 

could lead to what Karasek and Theorell term ‘statistical indeterminacy’ (Karasek 

and Theorell, 1990).
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2.5.1.2 Operationalization of the Variables
The operationalization of the variables in Karasek’s model has also come

underfire. The operationalization of both job demands and decision latitude have 

sparked debate. First, there has been a debate of how job demands are 

operationalized. An article by de Jonge suggests that Karasek’s 

operationalization of job demands seems “to be a mixture of job stressors, job 

complexity, and lack of control” (de Jonge et al., 1999, p. 97). If correct, then this 

brings researchers back to the same issues that were problematic among the 

studies that predated Karasek’s demand-control model. Karasek has positioned 

his model as a differentiation between job demands and decision latitude and 

therefore the model’s validity is called into question if the two operationalizations 

are conceptually the same.

As well, critics have also raised some concerns about the decision latitude 

component. Several authors (de Jonge et al., 1999; Frese, 1989; Ganster, 1989, 

1995; Kasl, 1996) have also noted that, similar to the job demands construct, the 

decision latitude operationalization is also a composite of quite disparate 

elements (e.g. skill level, skill variety, job scope and job complexity). According 

to these authors, skill level, skill variety, job scope and job complexity are all 

conceptually different from decision latitude. In fact, researchers have been 

more successful at finding support for both the strain and buffer hypotheses of 

Karasek’s when they’ve used a more focused operationalization of control (e.g. 

Wall et al., 1995).

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



53

2.5.1.3 Lack of Consistency in Measuring Job Strain

Another problem is the fact that there is no consistency in how job strain is 

measured. As mentioned previously, job strain has been measured in an indirect 

fashion by examining a variety of outcomes purported to result from job strain 

including physiological outcomes (e.g. heart disease) and psychological 

outcomes (e.g. anxiety). It becomes difficult to develop a consensus on how 

much empirical support exists for Karasek’s model if there are so many different 

ways of measuring job strain. It is important to note that these criticisms do not 

undermine the model itself or how it has been tested.

2.5.1.4 Variability in data collection
The key observation in reviewing this literature is the various approaches

to measuring job demands, decision latitude and outcomes make comparisons of 

the empirical studies difficult. Kristensen (1995) perhaps says it best when he 

notes:

“ It makes little sense to compare these relative risks because of 
substantial differences between the studies with regard to population, 
assessment of job strain, control with confounders, definition of 'low strain’ 
group, study design etc.” (Kristensen, 1995, p. 19).

Much of the variability in methodology hinges on whether individuals have

been asked to assess their own work situations with respect to decision latitude

(i.e. self report) versus the use of expert ratings or methods which focus on the

use of aggregated data based on representative workers in the occupations in

the population (Theorell, 1996).
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The literature has extensively documented the advantages and 

disadvantages as they apply to self-reports of decision latitude as well as self- 

reports of various outcomes of job strain (Costa and McCrae, 1980; Karasek and 

Theorell, 1990; Kasl, 1998; Spector, 1992). Therefore, to avoid redundancy, we 

will discuss the issue of using self-reports in both contexts. It should be noted 

that any discussion surrounding the pros and cons of using self-reports does not 

only apply to Karasek’s work but to any study using such an approach.

A great deal of the research testing Karasek’s model (e.g. Melamed et al., 

1991; Smulders and Nijhuis, 1999) has used self-report instruments to measure 

decision latitude and the symptoms of job strain. Respondents fill in a 

questionnaire asking a variety of questions about decision latitude (control) and 

its sub-components (task authority and skill discretion) and they are asked about 

the frequency and severity of a given outcome.

Advantages to using self-report questionnaires include the simplicity of 

administration (Karasek and Theorell, 1990), the relatively low expense, the 

convenience for both respondent and researcher (Kasl, 1998) and the ability to 

survey a large sample of respondents.

However, the literature has noted several key disadvantages of using self- 

reports including the possibility of negative affectivity (e.g. Costa and McCrae, 

1980). Watson and Pennebaker define negative affectivity (NA) as “a broad 

range of aversive mood states, including anger, disgust, scorn, guilt, fearfulness, 

and depression” (Watson and Pennebaker, 1989, pp. 234-5). This personality 

trait could potentially skew the results of a given study. Studies (e.g. Costa and
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McCrae, 1980) suggest that those respondents displaying a high NA score are 

likely to report more stress, distress and physical discomfort over time and 

regardless of the situation, even in the absence of any overt or objective stressor. 

This ability to focus on the glass half empty is significant for self-reports of 

decision latitude because someone with high negative affectivity may 

underestimate the level of decision latitude they actually possess at work 

(Pennebaker and Watson, 1988).

Despite these concerns over NA, some literature downplays the influence 

of this trait. First, there are a wide variety of conceptualizations for NA including 

neuroticism, introversion, aversive mood (e.g. anger, guilt, and fearfulness), and 

low self-esteem (Watson and Pennebaker, 1989). Such a diversity of 

conceptualizations may make comparisons across studies difficult. Second, 

Vermeulen and Mustard (2000) note that controlling for negative affect decreases 

but does not eliminate the relationship between job strain and a given 

physiological (e.g. heart disease) or psychological (e.g. anxiety) outcome (Brief 

et al., 1988; Parkes, 1990). Third, several studies have investigated whether 

negative affectivity artificially raised the association between the stressor and the 

given health outcome. Chen and Spector (1991) and Decker and Borgen’s 

(1993) results revealed that negative affectivity did not account for significant 

shared variance between stressors and outcomes such as anger and frustration.

Other commentators (e.g. Frese and Sabini, 1985; Frese and Zapf, 1988; 

Kasl, 1989, 1996; Spector, 1992; Zapf, 1989) have noted another problem with 

self-reporting is common method variance. Method variance is defined as, “the
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overlap in variance between two variables attributable to the type of 

measurement instrument used rather than due to a relationship between the 

underlying constructs” (Avolio et al., 1991, p. 572). Method variance could be 

problematic, therefore, because researchers could reach erroneous conclusions 

when testing Karasek’s model. Researchers may conclude that the strain 

hypothesis is valid when in fact the variance explained was due to common 

method variance. However, researchers such as Evans (1985) argue that while 

it is true that common method variance might weaken a given interaction, it 

cannot create a spurious interaction (Evans, 1985).

Thomas and Ganster (1995) suggest it is important to recognize that an 

important part of studying decision latitude is to understand the perceptions of 

the respondents. In such a case, it makes sense to use self-reports. Moreover, 

given the sensitive nature of many surveys (e.g. opinions about supervisors, 

income, symptoms of depression), self-reporting can help preserve anonymity 

which may increase the participation rate and lessen the influence of social 

desirability (defined as the tendency for a respondent to choose the socially 

desirable response, regardless of the accuracy of their response) (Spector, 

1987b).

Self-report tools could potentially become problematic because a group of 

respondents either under-emphasizes or over-emphasizes the influence of a 

given stressor depending on their familiarity with the issues of job strain (Zapf,

1989). For example, an assembly line worker is so used to his/her work situation 

that he/she denies some of the day-to-day hazards associated with the position
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which could lead to negative findings of job strain. On the other hand, health 

care professionals are more familiar with the issues around job strain which could 

lead to positive findings of job strain (de Jonge and Kompier, 1997).

There are two main alternatives to self-report when measuring job 

demands, decision latitude and the outcomes of job strain. Researchers can use 

either expert ratings or some type of aggregate method. Each option will be 

reviewed in turn with the advantages and disadvantages summarized.

Due to the difficulties associated with self-reporting, it has been suggested 

that expert ratings can be used instead. A subject matter expert examines the 

job description and observes the workplace and then scores the level of job 

demands and decision latitude for a given occupation. This method assumes 

that a neutral third party will be able to more accurately capture the true nature of 

the decision latitude than individuals who might be likely to exaggerate their 

levels of decision latitude.

However, expert observations are not without their share of problems.

First, these ratings are time consuming and costly (Karasek, 1997). Second, the 

accuracy of the expert rating may depend on the skill level of the position under 

study. For instance, experts are more likely able to accurately assess a low skill 

job where the workers perform repetitive tasks versus knowledge worker jobs. 

(Semmer et al.,1996). Third, Karasek and Theorell (1990) also note that these 

observers may also be subject to biases such as halo effect (where an 

impression of a given trait or behaviour unduly influences the overall impression 

of the subject) and stereotyping. Fourth, even when experts spend considerable
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time in the workplace observing their subjects, they are likely to miss important 

events that might happen at certain times of the year (e.g. complete breakdown 

or machine failure; Semmer et al., 1996). Finally, an observer may mistake the 

behaviour of the subject for a feature of the job. For example, an observer may 

observe a high-strung employee acting in a frantic manner and conclude that the 

job is hectic (Semmer et al., 1996).

Due to the problems associated with self-report and expert techniques, 

some researchers (e.g. Muntaner et al., 1991) favour using an aggregated 

method. This aggregated method is purported to be more objective than self- 

reporting. With this technique, all workers with the same job title are given the 

average values of the responses given by workers of that particular job. This 

avoids an individual’s subjective assessment of his/her position which can help 

avoid the problem of negative affectivity (Theorell, 1996).

The aggregate technique raises some serious concerns. Schnall, 

Landsbergis, and Baker (1994) note that due to the heterogeneity of skill levels, 

job demands and autonomy within a given profession (e.g. nurse, teacher) there 

can be large within-occupation differences in the scores. Aggregating these 

scores means masking the within occupation differences in scores which could 

underestimate true associations between decision latitude and the health 

outcome understudy (Theorell, 1996; Kristensen, 1995). Furthermore, titles can 

be misleading. As Karasek (1989) notes, “even detailed systems like the US 

Census 3 digit occupational categories (with several hundred useful categories)
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will place all bakers into the same category whether they work in a luxury pastry 

shop or tend a machine at a bread-baking factory” (Karasek, 1989, p. 144).

Given the criticisms associated with self-report of physiological and 

psychological outcomes, commentators such as Zapf (1989) have suggested that 

the best way to further our understanding of the impact of decision latitude on job 

strain is to pursue more objective methods of collecting the data. Objective 

methods assess the outcome under study independently of the job incumbent (cf. 

Frese and Zapf, 1988, 1994; Spector, 1992). For example, measurements of a 

specific physiological function can be taken several times a day (e.g. blood 

pressure). Supporters of this approach suggest that these objective methods are 

more accurate and are not subject to various perceptual biases of the subjects. 

Flowever, it should be pointed out that these objective methods may also be 

problematic.

Arguments against objective measures can be made as follows. First, 

Cohen et al. (1995) argue that the perception of the environmental situation of a 

given subject is directly relevant to their perceived stress. Therefore, you need to 

capture this perception through a tool such as self-report. Second, there are 

many pragmatic reasons for rejecting a more objective approach including the 

difficulty of obtaining results, the expense, the time involved and the inability to 

conduct objective measures on a large sample (Kasl, 1998).

2.5.1.5 Role of Socio-Economic Status
A recurring theme in the literature is the potential for socio-economic

status (SES) to confound the job strain findings in Karasek’s demand-control

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



60

model. Socio-economic status can confound the findings in two ways. First, 

there is a great deal of research that suggests a strong positive association 

between lower SES and the outcomes used to quantify job strain such as 

coronary heart disease (Albright, Winkleby, Ragland, Fisher and Symer, 1992; 

Johnson and Flail, 1988; Marmot and Theorell, 1991; Popock etal., 1987). 

Therefore, an argument could be made that it is not the fact that those with lower 

SES are in low decision latitude-high demand jobs that is responsible for the 

higher incidents of cardiovascular disease but other nonwork-related factors such 

as diet and lifestyle. However, Theorell (1996) argues that work-related factors 

do have an impact on cardiovascular disease and the research suggests that 

lack of decision latitude and lack of social support are all indeed more common in 

those of lower SES. Theorell does not deny the influence of nonwork factors on 

cardiovascular disease (e.g. heredity and lifestyle) but instead argues that the 

influence of the workplace must also be considered.

Second, it can be argued that the low levels of decision latitude and high 

levels of job demands in Karasek’s demand-control model are not measures of 

job strain per se but instead measures of socio-economic status. Karasek and 

Theorell refute this claim by arguing that his job strain construct is “almost 

orthogonal to most social class measures” (Karasek and Theorell, 1990, p. 50) 

concluding that social class confounding does not appear to be responsible for 

his research findings. In fact, blue collar jobs such as repairman, waitress, janitor 

can be found in three of the four quadrants (i.e. low strain, high strain and 

passive) of Karasek’s job strain model.
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It is suggested that SES does not account for all the variance explained by 

the demand-control model. It is important to recognize (as do both de Jonge et 

al., 1999; Karasek and Theorell, 1990) that employees with lower SES are more 

likely to hold jobs high in demands yet low in decision latitude and are more likely 

to contract heart disease due to the previously mentioned risk factors. Therefore, 

controlling for SES allows researchers to see the strength of the relationship 

between high job demands and low decision latitude when the effect due to SES 

is factored out.

A recognition of the potentially confounding effect of SES meant that many 

studies involving job strain and coronary heart disease (CHD) control for SES 

either via education level (Alfredsson et al., 1982; Astrand eta l., 1989; Falk et al., 

1992; Karasek et al., 1981; Karasek et al., 1988; Theorell et al., 1987a; Theorell 

et al., 1991) or via occupational status (Astrand et al., 1989; Johnson and Hall, 

1988; La Croix, 1984; Reed et al., 1989). Similarly, some blood pressure studies 

involving job strain controlled for education (e.g. Theorell, 1993) or occupational 

status (Harenstam et al., 1988; Light etal., 1992; Theorell et al., 1988). This 

thesis controls for the potentially confounding impact of socio-economic status.

2.5.1.6 Healthy Worker Bias
Researchers in the area of workplace stress must be aware of biases that

can negatively affect their results. One of these biases is the ability for subjects 

to self-select out of a given occupation (i.e. the healthy worker effect). This 

scenario discussed in Karasek and Theorell (1990) could result in subjects 

electing to leave a high strain job. It is suggested that this could lead to the
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“underestimation of the true risk associated with job strain” (Theorell and 

Karasek, 1996, p. 17). According to Schnall, Landsbergis, and Baker (1994), 

studies suggest that selection out of high strain jobs does occur with advancing 

age. This lends support to the possibility of this bias occurring. For example, US 

data show relatively fewer occupants of high strain jobs among older age groups 

(Karasek et al., 1988).

Finally, it is interesting to note that the operationalization of demands, 

control, and strain in Karasek and Johnson’s models are dated and do not reflect 

the realities of today’s workforce. This thesis addresses the issue by updating 

the constructs so they are meaningful to today’s employees.
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3. Theoretical Framework

This section provides the theoretical framework for this thesis. First, the 

similarities and differences between Karasek’s model and the thesis models are 

presented. Second, the thesis models are presented. Details on each 

construct and the hypothesized relationships between the constructs in the 

models are provided in more detail in subsequent chapters.

The research model developed for this thesis uses Karasek’s Demand- 

Control Model as its theoretical underpinning. The research model has a 

number of features in common with Karasek’s model: the basic constructs (i.e. 

demands, strain and control) included in the models are identical as are the two 

hypotheses (strain versus buffer hypotheses). However, the conceptualization 

and operationalization of these constructs in this research are quite different from 

those used by Karasek. Key differences are summarized in Table 2 below.

Table 2 Construct Comparison (Karasek/Thesis)

Construct Karasek Thesis
Demands Work Work and Non-Work
Strain Job Strain Work-Life conflict (role 

overload, work-family 
interference, family-work 
interference)

Control Decision Latitude (task 
authority and skill 
discretion)

Control over work-life 
interface (flextime, 
compressed work week, 
telework, shiftwork, 
perceived flexibility and 
supervisor support)

Control of confounds None Gender and job type 
(surrogate measure of 
SES)

63

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



64

Karasek’s view of demands (1985) focused on workplace demands on the 

employee (both psychologically and physically). This conceptualization, by 

necessity limits the scope of study to what happens to the employee at work. 

Recent trends in North American society such as the increased labour force 

participation of women suggest that focusing only on the workplace may yield an 

incomplete picture. Many North Americans are doing double and triple duty as 

fathers, mothers, spouses, and volunteers in addition to performing paid 

employment and unpaid overtime. Therefore, it makes sense to examine both 

work and non-work demands of people rather than just demands at work (Bianchi 

and Raley, 2005; Frankenhaeuser, 1997; MacDermid and Harvey, 2006). The 

constructs used in this thesis measure both work and non-work demands. A 

detailed discussion on work and non-work demands can be found in section 4 of 

this thesis.

Karasek’s notion of strain (1979) centres on job strain and his strain and 

buffer hypotheses focus on job-related constructs only. When Karasek’s model 

was developed in the 1970s, most employees were men living in a traditional 

family unit where there was a clear division of labour associated with gender 

(Kanter, 1977). In other words, the men worked outside the home in paid 

employment and the women were responsible for most of the household and 

child rearing duties. This does not describe the reality of most employed 

Canadians today. Dual-income families are the norm today (seventy-five percent 

of couples with children work outside the home in paid employment; Vanier 

Institute of the Family, 2005). Furthermore, men are spending more time doing
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housework and helping raise their children (Bianchi and Raley, 2005; Bond et al., 

1998) compared to their male counterparts in 1970s. Dual-income couples are 

now concerned with work-life conflict. Karasek’s model needs to be updated to 

reflect these changes.

A conceptualization of strain that includes both work and nonwork strains 

should yield a more complete picture of the challenges faced by today’s 

employee. Therefore, strain for the purposes of this research model is 

conceptualized as work-life conflict and operationalized to include role overload, 

work-family interference and family-work interference. Details on these 

constructs are given in section 5.

Karasek defined his control construct (i.e. decision latitude) as “the 

working individual’s potential control over his tasks and his conduct during the 

working day” (Karasek, 1979, p. 289). Karasek conceptualized his control 

construct to be comprised of two parts: task authority and skill discretion. Task 

authority was defined as the ability of the worker to influence decisions regarding 

his or her job (Theorell, 1989). The second component, skill discretion, focuses 

on the employee using his/her full set of skills and having the opportunity to learn 

new skills (Theorell, 1989).

As noted previously in Section 2 of this thesis, Karasek’s 

conceptualization of control (i.e. decision latitude) has resulted in some construct 

and methodological concerns. A number of authors (e.g. de Jonge et al., 1999; 

Ganster, 1995; Kasl, 1996) have concluded that Karasek’s conceptualization has 

confused control (i.e. decision latitude) with other important job characteristics
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that do not equate to control. This conclusion is supported by the fact that 

studies (e.g. Wall et al.; 1996) that measured control specifically observed the 

hypothesized interaction between demand and control. Studies using Karasek’s 

broader construct of control (which included variables like task variety), on the 

other hand, found no such interaction.

The research model for this thesis has attempted to develop new 

constructs of control that have relevance for today’s workforce but overcome the 

noted criticisms. Given the positive association between work demands and 

work-life conflict as well as non-work demands and work-life conflict (see 

sections 5.3 and 5.4 respectively), what type of control could help employees 

cope with work-life conflict? It is suggested that enhancing an employee’s 

control over their work-life interface could help to reduce levels of work-life 

conflict. Alternative work arrangements (e.g. flextime, compressed work week 

and telecommuting), perceived flexibility and supervisor support are all potential 

sources of control to assist the employee in controlling his/her work-life interface. 

A detailed review of the literature on the association between work-life conflict 

and alternative work arrangements, perceived flexibility and supervisor support 

can be found in sections 6.1, 6.2 and 6.3 respectively.

Gender and socio-economic status (SES) may confound any study of the 

relationship between demands and strain because of their association with the 

key constructs of the model. Please note that more details on controlling for 

covariates are provided in section 7. In Karasek’s model, there was no 

discussion of confounding variables and therefore no effort to control for these
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covariates. It is important to control for gender because there is strong evidence 

in the literature to suggest that men and women have different sets of work and 

non-work demands. Women tend to put in more hours in the non-work domain 

(Anthony, 2002; MacBride-King and Bachmann, 1999) while men tend to spend 

more time in paid employment (Fast and Frederick, 2004; Shields, 1999). There 

are differences too in the nature of the non-work responsibilities performed with 

respect to timing and control. This thesis also controls for socio-economic status 

by controlling job type. Using job type as a proxy for SES is a common approach 

in empirical studies (e.g. Fenwick and Tausig, 2001; Hill et al., 2001). As seen in 

section 7, managers and professionals differ from non-professionals with respect 

to demands and work-life conflict therefore necessitating controlling for job type.

The preceding section used Karasek’s model to theoretically justify the 

model to be tested in this thesis. More details on the four specific models to be 

tested in this thesis are presented below.

3.1 Thesis Models 1-3

This section presents models 1-3 and provides a brief description in order 

to provide a framework for the reader. Once the thesis models are presented, 

the thesis will then turn to the relevant literature on each subject area. Thesis 

Models 1-3 take the basic framework of Karasek but substitute Karasek’s 

operationalization of demands, strain and control with conceptualizations 

presented earlier. Consistent with the approach taken by Karasek, models 1-3 

will test both strain and buffer hypotheses. These models are identical 

theoretically and vary only with respect to the type of work-life conflict considered
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as the outcome variable. In other words, they differ only with respect to how they 

operationalize strain. A different form of strain is tested in each model (i.e. model 

1 tests role overload, model 2 tests work-family interference and model 3 tests 

family-work interference). For example, in model 1, the strain hypotheses are 

tested as follows. First, it is posited that both work demands and non-work 

demands are positively associated with role overload (model 1). Second, it is 

hypothesized that the different forms of control included in this thesis (i.e. 

flextime, compressed work week, telework, perceived flexibility and supervisor 

support) are negatively associated with role overload (model 1). The relationship 

between shiftwork and role overload is also tested but in this case, it is 

hypothesized that shiftwork will be positively associated with role overload.

Third, the buffer hypotheses are tested. The buffer hypothesis posits that 

each form of control included in this thesis will moderate the relationships 

between work demands and role overload as well as the relationship between 

non-work demands and role overload. Specifically, the buffer hypothesis 

suggests that flextime, compressed work week, telework, perceived flexibility and 

supervisor support will weaken the relationship between demands (i.e. work and 

non-work demands) and role overload and that shiftwork will strengthen the 

relationship between demands and role overload.

Models 2 and 3 then follow the same pattern of testing for work-family 

interference and family-work interference. Please note that gender and socio

economic status (job type) are controlled in Models 1-3. Models 1-3 are 

summarized in Figure 3.
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Figure 3 General Framework: Mapping Thesis Models 1-3 to Karasek

Control 
Flextime. CWW.
Telework. Shift
Perceived Flexibility 
Supportive Supervisor

Strain Hypothesis (Direct Effects)

Demands 
Work Demands 
Non-Work Demands

Strain
Role Overload (Model 1) 
W ork-Family Interference 
(Model 2)
Family-W ork Interference 
(Model 3)

Buffer Hypothesis (Interaction Effects)

Italicized -  Karasek’s Model 

Underlined -  Thesis Model

The literature supporting these associations can be found as follows: 

demands (section 4), strain (i.e. work-life conflict) (section 5), control (section 6), 

and confounds (section 7). The specific hypotheses to be tested can be found in 

section 8.

3.2 Thesis Model 4

The fourth thesis model seeks to understand the relationship between the 

six control variables specified in thesis models 1-3. In this model (which is 

shown in Figure 4), alternative work arrangements are hypothesized to have a 

direct effect on perceived flexibility. Specifically, it is posited in this thesis that
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there is a positive association between perceived flexibility and each of the 

following three alternative work arrangements: flextime, compressed work week 

and telecommuting. Conversely, it is hypothesized that there is a negative 

association between perceived flexibility and shiftwork. Finally, we hypothesize 

that supervisor support can have two relationships with perceived flexibility: (1) a 

direct effect (i.e. the higher the supervisor support, the higher the perceived 

flexibility) or (2) an interaction effect (i.e. supervisor support can moderate the 

relationship between the work arrangement and perceived flexibility). Thesis 

model 4 is diagrammed below.

Figure 4 General Framework: Mapping Thesis Model 4

Supervisor
Support

Perceived
Flexibility

Alternative Work 
Arrangement (Flextime, 
compressed work week, 

telework, shiftwork), 
supervisor support (main 

effect only)

Please note that, consistent with the approach used for Thesis Model 1-3, 

gender and socio-economic status (job type) were controlled in all analyses 

testing model 4. As well, work demands and non-work demands were also 

controlled in these analyses in model 4. The literature supporting these 

associations can be found as follows in sections 6 (control) and 7 (confounds). 

The specific hypotheses to be tested can be found in section 8.
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4. Work and Non-Work Demands

“By working faithfully eight hours a day, you may eventually get to be boss and 
work twelve hours a day” Robert Frost (1875-1963), US poet (attrib). Cited in 
White etal., 2003, p. 175.

This section reviews the literature that justifies the conceptualization of 

demands in the thesis models 1-3 as time in work and non-work activities.

The definition of work and non-work demands used in this thesis is provided 

followed by a discussion of the ever-increasing demands employees face at work 

and at home. The literature justifying the association between excessive 

demands and strain is then reviewed.

4.1 Definitions of Work and Non-work demands

Karasek’s notion of demands centred on work demands only. Given the 

fact that most Canadians fulfil many different roles (which may include employee, 

spouse, parent, caregiver, friend, volunteer), it can be argued that restricting the 

discussion of demands to include only work demands results in a limited, 

incomplete notion of demands. It is argued in this thesis that a more complete 

conceptualisation of demands would include both work and non-work demands 

as such a conceptualisation would yield a more complete picture of the day-to- 

day pressures faced by Canadians.

It is also important to contrast this thesis’ operationalization of demands to 

Karasek’s. Karasek (1979) operationalized demands as psychological demands 

that assessed how hard the respondent works. This thesis uses a different 

operationalization for demands where work and non-work demands are
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quantified by the number of hours a respondent spends on that activity in a given 

week. Work demands are defined as the time spent (i.e. number of hours per 

week) by employees on job-related duties (Duxbury and Higgins, 2002b). Such 

demands include hours spent at work, commuting to and from work; 

supplementary work at home, and overtime. Non-work demands are defined as 

the time spent by employees on non-work related activities (Duxbury and 

Higgins, 2002b). Non-work demands include household responsibilities, 

elder/care childcare, and volunteering.

The decision to use a measure of demands which quantifies the number 

of hours spent by the respondent in a given week is further explained in section 

9.2.1.

4.2 Rising Levels of Work and Non-work Demands

Both men and women are contending with ever increasing demands in 

their work and personal lives. Employees in the workplace today are working 

longer hours than their counterparts from twenty years ago (Bond et al., 2003). 

Not only are employees spending more time at work, an increasing number of 

employees are doing supplementary work at home after their regular workday is 

done. A number of pieces of data can be used to support the contention that 

Canadians and Americans are working more hours.

In Canada, the number of Canadians working 50 or more hours per week 

rose from 11.3 percent in 1976 to 26 percent in 2001 (Duxbury and Higgins, 

2002b). A report from Statistics Canada noted that 8% of all Canadian 

employees and 11.4% of Canadian male employees worked 2,400 or more hours
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in 2001 (Heisz and LaRochelle-Cote, 2006). This translates into an average of 

46 hours per week. At the same time, those working between 35 and 39 hours 

per week dropped from 48% to 27% in the past decade (Duxbury and Higgins, 

2002b). Statistics Canada also has noted a drop in those working a standard 

work week (working between 35 and 40 hours per week) from 47.4% in 1978 to 

34.1% in 2000 (Heisz and LaRochelle-Cote, 2006).

Furthermore, the average amount of time employees spend in work- 

related activities has risen from 42 hours per week to 45 hours per week in the 

past decade (Duxbury and Higgins, 2001). This upward trend is also reflected in 

a report from the OECD that states that in the period from 1970 to 2002, per 

capita hours worked by Canadians rose by more than 15% (OECD, 2004).

The same trend can be seen in the United States. Bailyn et al. laments 

that Americans “now work the longest hours in the industrialized world” (Bailyn, 

Drago, and Kochan, 2001, p. 6). Figures from the American Time Use Survey 

report that Americans working full-time report working 9.2 hours on a typical 

workday (BLS, 2005a). Figures from the National Study of the Changing 

Workforce showed an increase in the combined hours of work (paid and unpaid) 

of dual-income couples climbing from 70 hours a week in 1977 to 82 hours a 

week in 2002 (Bond et al., 2003). Two other reports echo this finding. Jacobs 

and Gerson (2004) using data from the U.S. Current Population Survey 

(n=50,000) note that the proportion of dual-income couples working very long 

work weeks (defined as couples working a total of100 hours or more per week) 

climbed from 3.1% in 1970 to 9.3% in 2000. The OECD report indicates the work
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hours per capita in the United States has climbed 20% in the period between 

1970 and 2002 (OECD, 2004). Bianchi and Raley (2005) report that American 

women are working an average of 344 hours more per year in 2000 than their 

counterparts in the 1960s.

A significant contributing factor to the increasing numbers of hours spent 

working is the amount of overtime workers put in (often without pay). Using data 

from Statistics Canada, White (2002) noted that one out of every five (i.e. 2.3 

million) Canadian workers works overtime in a given week. The average amount 

of overtime worked is 9 hours per week resulting in approximately 20 million 

hours of overtime per week (White, 2002). White (2002) goes further to mention 

that over half (10,731,800) of those overtime hours per week are unpaid.

Results from two separate reports indicate a similar situation for our 

American counterparts. First, De Frank and Ivancevich (1998) report that census 

data indicate 60 percent of U.S. workers bring work home at night (De Frank and 

Ivancevich, 1998). Second, the Bureau of Labor Statistics (BLS) found that in 

September 2005 the average weekly overtime for employees working in 

manufacturing was 4.4 hours per week (BLS, 2005b).

Canadian workers are not only spending more time at work, they are more 

likely than ever to bring work home with them. Data from the Workplace and 

Employee Survey by Statistics Canada (2004) shows 14.1% of respondents 

performed unpaid work at home in addition to their normal work hours.

In the United States, the trend is similar. Bond et al. (1998) report that 

almost one-third of employees bring work home once or more often per week
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and that men and women are equally likely to bring work home. This figure 

represents a ten percent increase over the past twenty years.

What are the implications of all this extra work for North Americans? 

According to De Frank and Ivancevich (1998), it means less time to spend in 

other domains such as with family and friends. The reality according to De Frank 

and Ivancevich (1998) is that today’s worker must work more hours as a result of 

mandatory overtime or feel compelled to work more in order to be seen as 

committed and to keep their jobs.

It is also important to review the trends for non-work demands. Two 

questions will be answered: How do the number of hours spent on work-related 

activities compare to the hours spent on non-work-related activities? How has 

the time spent in non-work activities changed over the past decade? Work by 

Duxbury and Higgins (2001, 2002b) can be used to answer these questions.

Their data indicates that Canadians are spending a significantly higher amount of 

time in work activities compared to non-work activities. Respondents to their 

survey spent an average of 17.1 hours per week in non-work-related activities 

(Duxbury and Higgins, 2002b). This figure is substantially lower than the 

average time spent in work-related activities (45 hours per week; reported in 

Duxbury and Higgins, 2001).

Duxbury and Higgins (2002b) reported that, relative to a decade earlier, 

respondents spent less time on non-work activities such as child care2, home

2 Duxbury and Higgins (2002b) note that the 1991 and 2001 data are not completely comparable 
due to the differences in how respondents were asked to report on the amount of time spent on 
child care-related activities. In order to make comparisons between the 1991 and 2001 data, the 
authors extrapolated weekly data from the 1991 data.
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chores and leisure. Duxbury and Higgins (2002b) report a comparison of the 

data from 1991 and 2001 and show that both men and women reported a 

decrease in time spent in home chores (20%) and time spent in leisure activities 

(40%). While men reported spending 15% less time in child care, women 

reported a drop of 33%. Given the finite nature of time, such results are hardly 

surprising given the concomitant increase in the number of hours the average 

Canadian is spending in work-related activities (Duxbury and Higgins, 2002b).

A review of the American literature on non-work-related activities indicate 

some patterns are similar to the Canadian experience while other patterns differ. 

For example, the NCSW (Bond et al., 2003) noted that both men and women 

reported less leisure time than respondents from twenty-five years ago (which is 

consistent with the Canadian data). Men in 1977 reported having 2.1 hours of 

leisure time per workday (compared to 1.3 hours in 2002) while women in 1977 

reported having 1.6 hours of leisure time per workday (compared to just 0.9 

hours in 2002) (Bond et al., 2003).

However, American men reported spending more time in child care and 

household activities (Bianchi and Raley, 2005; Bond et al., 1998) whereas the 

Canadian data shows a decrease in time spent in these domains. American 

women also reported that they spent more time on child care activities but less 

time on chores than they did twenty years ago (Bianchi and Raley, 2005; Bond et 

al., 1998). This differs from the Canadian experience where women are 

spending less time in both child care and household activities.
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In conclusion, North Americans are putting in more hours to do their job.

As a result, the literature (e.g. Bond et al., 1998; Duxbury and Higgins, 2001) 

indicates that people are feeling overworked and overwhelmed. At the same 

time, when respondents have less time for themselves it means not having the 

time to re-energize and recuperate from these increased demands (Anderson et 

al., 2002; De Frank and Ivancevich, 1998; Frone, 2000; Voydanoff, 2004). What 

is the consequence of the increasing level of work demands (including extra 

hours working at home and paid/unpaid overtime)? The next section makes the 

case that this increase in demands can be associated with greater levels of 

strain.

4.3 Relationship between demands and strain

There is extant support in the literature for the notion that employees who 

consistently work long hours are more likely to suffer from a host of physical and 

psychological strains (Sparks et al., 1997). Working long hours has been linked 

to negative outcomes such as: heart disease (e.g. Uehata, 1991), physical health 

problems (e.g. Austin Knight, 1995), stress (e.g. Hall and Savery, 1986), fatigue 

(e.g. Shimonitsu and Levi, 1992), and depression (e.g. Shields, 1999). While 

these outcomes are not the primary focus of this thesis, establishing this link 

helps to position the association between demands and strain.

Once this association has been established, we then make the case in 

section 5 that work-life conflict can be considered a form of strain. As well in 

section 5, we show how increased demands have been found to be associated 

with increased levels of work-life conflict.
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Researchers have found evidence to indicate that working long hours is 

associated with heart disease and other physical health problems.

One of the earliest studies linking longer work hours with physical problems 

(Buell and Breslow, 1960) found a significant relationship between the number of 

hours worked and coronary heart disease (CHD) deaths. Using American 

census data (sample of 22,176), workers who worked more than 48 hours a 

week were twice as likely to die from coronary heart disease than those working 

a standard 40 hour work week. Two additional studies have detailed an 

association between working long hours and coronary heart disease but only for 

women (Alfredsson, Spetz and Theorell, 1985; Starrin, Larsson, Brenner, Levi, 

and Petterson, 1990). As noted in Sparks et al. (1997), however, both studies 

used small samples.

Uehata (1991) interviewed 203 Japanese families who had recently lost a 

loved one due to a heart attack. Uehata (1991) discovered that two-thirds of the 

people who died were working 60 or more hours a week and working at least 50 

hours of overtime per month before the attack. Uehata (1991) argues that 

working excessive hours was a leading factor in promoting the attacks. Uehata 

(1991) offers a feasible explanation for how working excessive hours can lead to 

higher risk of heart disease. He notes that working long hours can result in poor 

lifestyle choices such as smoking, abusing alcohol, not making physical exercise 

a priority, and making poor nutritional choices. Over a period of years, these 

lifestyle choices take a toll on the human body as people gain weight and
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possibly become overweight or obese. This, in turn, substantially increases the 

risk of cardiovascular disease.

Austin Knight (1995) surveying employers who represent one million 

white-collar workers in Britain found over half the respondents reported physical 

health problems due to working long hours. Other researchers have found a link 

between working excessive overtime and deleterious physical health outcomes. 

For example, Hayashi et al. (1996) studied 46 male white collar Japanese 

workers and found that the 24-hour average blood pressure of the overtime 

groups (working an average of 60 hours a month of overtime) was higher than 

the control groups. Nakamura et al. (1998) found an association between 

working overtime and both obesity (using body mass index)3 and waist 

circumference in 248 white collar Japanese workers. Shields (1999) found that 

Canadian men (sample of 2,151 respondents) who worked long hours in 1994/95 

had increased odds (1.4) of having excess body weight.

Researchers have also found a link between long working hours and a 

host of psychological outcomes including stress, distress, fatigue, exhaustion and 

anxiety. Several researchers have found an association between working long 

hours and higher levels of stress (Hall and Savery, 1986; Moss, Reid, Jackson, 

Lam, and Morris, 1996; Savery, 1986; Sease and Scales, 1998). Several of the 

studies involved large samples (e.g. Hall and Savery, 1986 studied 532 

managers in Western Australia). Not only has there been a link between

3 A mathematical formula to assess relative body weight. The measure correlates highly with 
body fat. Calculated as weight in kilograms divided by the square of the height in meters 
(American Heart Association, 2005).
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excessive work hours and general levels of stress but also other psychological 

symptoms such as fatigue, exhaustion, and distress.

In Japan, employees work much longer hours (i.e. 200-500 hours more) 

than their Western counterparts (Sparks et al., 1997). Shields (1999) notes that 

the Japanese have named such deaths Karoshi, meaning ‘death from overwork’.

Shimonitsu and Levi (1992) have found two-thirds of Japanese employees 

reported fatigue as a result of working long hours. Ono, Watanabe, Kaneko, 

Matsumoto, and Miyako (1991) in a survey of Japanese flight attendants found 

that long working hours were associated with high levels of fatigue. In Hong 

Kong, another place associated with long working hours, Lo (2003) interviewing 

50 female married professionals in Hong Kong concluded that long working 

hours led to higher levels of exhaustion.

Several recent surveys have used large samples to show a positive 

association between working long hours and negative psychological outcomes. 

For example, a survey of 790 Ohio respondents by Roxburgh (2004) found that 

longer work hours (operationalized as time pressure) was positively associated 

with distress for both men and women. Fenwick and Tausig (2001) using data 

from the 1992 National Study of the Changing Workforce (sample size 2,905) 

found working longer hours associated with higher levels of both burnout and 

distress. Shields (1999) in a survey of 1,649 Canadian women found that those 

who worked long hours had double the odds of reporting a major depressive 

episode compared to those who worked standard hours.
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There were also studies that linked long working hours with both physical 

and psychological outcomes. Barton and Folkard (1993) found that British 

shiftworkers (n=261) who worked more than 48 hours a week suffered a variety 

of mental and physical health problems such as anxiety, cardiovascular 

problems, digestive problems and neuroticism than those who worked fewer 

hours. Sparks et al. (1997) identified 21 study samples for their meta-analysis on 

the impact of long work hours. The authors concluded working longer hours per 

week was associated with higher levels of both physiological (e.g. coronary heart 

disease, hospitalization, mortality rate) and psychological (e.g. depression, 

irritability, anxiety) outcomes.

Sparks et al. (1997) points out that the majority of studies examining the 

relationship between long working hours and various negative health outcomes 

use self-report to measure hours worked and health. Sparks et al. (1997) 

recognize that it is possible that factors such as negative affectivity might be 

responsible for the reports of ill-health and not long working hours. However, 

Sparks et al. (1997) point to several studies (e.g. Alfredsson et al., 1985; Buell 

and Breslow, 1960; Starrin et al., 1990; Uehata, 1991) that used non-self-report 

measures and still have found working more hours associated with negative 

health outcomes.

While there are many studies documenting the association between 

working long work hours and several deleterious consequences, few studies 

have documented the impact of higher than average nonwork hours on 

psychological outcomes. The notable exceptions are Tierney, Romito and
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Messing (1990) and Hall (1992). Tierney, Romito and Messing (1990) surveyed 

539 female hospital workers in Quebec and concluded that spending more hours 

on nonwork tasks (e.g. household chores and childcare) was associated with 

higher levels of exhaustion and insomnia. Hall (1992) using data from the 

Swedish Central Bureau of Statistics’ Survey of Living Conditions (sample size 

was 12,772 respondents) concluded that women were more likely than men to 

perform the bulk of home duties (i.e. increased demand) and to report 

psychosomatic strain.

To conclude, the literature suggests that people are working longer hours 

and that these rising demands are taking a toll on their physical and mental 

health. It is logical to wonder about the impact of long working hours and 

increased demands (operationalized as time spent in various work and non-work 

activities) on work-life conflict. This is the subject of the next section.
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5. Work-Life Conflict

“We cannot build an effective organization on the foundation of broken homes 
and strained personal relationships” (Senge, 1990, p. 312).

This section will establish that there is a price to be paid for the frenetic 

pace of life many of us experience as we perform the Herculean challenges of 

trying to prioritize and juggle competing demands in multiple domains (as parent, 

spouse, worker). This price is increased work-life conflict (the strain component 

of models 1-3). This section has four subsections. First, we will define what is 

meant in this thesis by the term work-life conflict and examine the individual 

elements that comprise work-life conflict (i.e. role overload, work-family 

interference and family-work interference). Second, we will make the case that 

work-life conflict can be considered a form of strain and provide evidence of how 

this type of strain negatively impacts employees. Third, we will establish the 

association between both work and non-work demands and work-life conflict. In 

the final subsection, we present data showing how work-life conflict is rising in 

our society which is problematic given the link between work-life conflict and 

numerous negative outcomes established earlier.

5.1 Definition of Work-Life Conflict

Higgins, Duxbury and Lee (1994) define work-life conflict as having three 

key subcomponents: family-work interference, work-family interference and role 

overload. Family-work interference occurs when family responsibilities 

negatively impact one’s ability to fulfill work duties (e.g. a parent is unable to 

attend a dinner meeting with a client because his/her child’s daycare closes at 6
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PM and there is no alternate care available). Work-family interference occurs

when work responsibilities negatively impact one’s ability to complete family

responsibilities (e.g. an overnight business trip prevents a parent from being able

to attend their child’s school play or sporting event). Role overload occurs when

the various demands from people’s different roles (e.g. employee, parent,

spouse, volunteer) become overly taxing on one’s time and energy. For

example, feelings of exhaustion that result from trying to rush home from work,

make supper, help children with homework and get them ready for bed. The

essence of the work-life conflict issue is best summed up by Duxbury and

Higgins when they said,

“In this sense, then, work-life conflict can be seen to have two major 
components: the practical aspects associated with time crunches and 
scheduling conflicts (i.e. an employee cannot be in two different places at 
the same time), and the perceptual aspect of feeling overwhelmed, 
overloaded or stressed by the pressures of multiple roles” (Duxbury and 
Higgins, 2001, p. 3).

Early research efforts (e.g. Pleck, Staines and Pleck, 1980; Staines and 

Pleck, 1983) examining the construct of work-family conflict or work-family 

interference (the common terms at the time) often saw this construct as 

unidimensional. However, there has been an evolution of conceptual thought on 

the nature of work-life conflict. Gutek et al. (1991) argued that work-family 

interference and family-work interference are two separate and distinct 

constructs; that discriminant validity between the two constructs is high, and that 

each domain has the potential to interfere with the other. Several studies (e.g.
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Frone etal., 1992a, 1992b, 1997b; Gutek etal., 1991; Kossek and Ozeki, 1998; 

Netemeyeret al., 1996) have empirically tested and supported this notion.

Frone et al. (1997b) argue that it makes sense that work-family 

interference and family-work interference are conceptually different because the 

antecedents and outcomes are often different. Frone et al. (1997b) 

demonstrated that work-to-family interference is primarily caused by work-related 

stressors and that it predicts family-related outcomes (e.g. family distress), 

whereas family-to-work interference is caused by family-related stressors and 

predicts work-related outcomes (e.g. job dissatisfaction). Flammer et al. (2002) 

summarizes Frone et al.’s efforts by noting that the underlying assumption is that 

“high levels of interference from one role to a second role makes meeting the 

demands of the second role more difficult” (Hammer et al., 2002, p. 85).

Research in the area of work-life conflict is also supportive of the notion 

that work-family interference tends to be the stronger of the two forms of 

interference (compared with family-work interference) and a number of studies 

(e.g. Burke and Greenglass, 1999; Eagle, Miles and Icenogle, 1997; Frone,

2000; Frone, Russell, and Cooper, 1992b; Frone, Yardley and Markel, 1997; 

Grandey and Cropazano, 1999; Gutek, Searle, and Klepa, 1991; Netemeyeret 

al., 1996; Williams and Alliger, 1994) have concluded that work-family 

interference is more likely to take place than family-work interference.

Moreover, results from a recent meta-analysis by Kossek and Ozeki (1998) 

reported that work-family interference is more likely to negatively impact job 

satisfaction than family-work interference.
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Greenhaus and Parasuraman (1999) argue that given the important role 

work plays in our society and the fact that most people are economically 

dependent on their employers as their sole source of income, it makes sense that 

work-family interference is likely to be the dominant form of interference.

Another aspect of work-life conflict is role overload. Whereas interference 

can be seen a time-based component (Greenhaus and Beutell, 1985) where the 

demands of one domain (e.g. work) interfere with the demands of another 

domain (e.g. family), role overload is the strain-based component. In essence, 

role overload occurs when the sum total of one’s activities becomes more than 

that person can comfortably perform (Voydanoff and Kelly, 1984). This strain 

can be associated with feeling exhausted and overwhelmed (Duxbury and 

Higgins, 2001; Wallace, 1999).

Duxbury and Higgins (2001) argue that in order to gain an accurate 

assessment of the level of work-life conflict experienced, one must capture both 

the practical (i.e. time-based) and perceptual (i.e. strain-based) components by 

measuring all three aspects of work-life conflict: work-family interference, family- 

work interference and role overload.

5.2 Work-Life Conflict and Strain

This section establishes the notion that work-life conflict can be 

considered a form of strain. First, we will discuss the theoretical foundations for 

such a proposition in this section and then present the empirical support 

establishing the negative outcomes of work-life conflict.
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In order to establish the connection between work-life conflict as a form of 

strain, one must begin by defining what we mean by strain and then establish 

certain assumptions about the nature of time and our relationship with work and 

non-work. Strain can be defined as, “a great or excessive pressure, demand or 

stress, on one’s body, mind or resources” (freedictionary.com, 2006). In 

discussing work-life conflict, we will make two key assumptions.

First, using the scarcity hypothesis, time and energy are seen as finite, 

fixed resources. In other words, time spent on one activity (e.g. work) means 

that time is not available to spend on another activity (e.g. family). Furthermore, 

the energy expended in one domain means energy that is not available to be 

spent elsewhere. Second, consistent with the role conflict perspective, based on 

role theory, work and non-work responsibilities are seen to be inherently in 

conflict (Barnett and Gareis, 2006). Such a paradigm has been the dominant 

perspective in the work-family research for two decades (Barnett and Gareis, 

2006; Thompson, Beauvais and Allen, 2006).

Work-life conflict has its roots in Kahn et al.’s notion of inter-role conflict 

(Kahn et al., 1964). Employees experience inter-role conflict when “the 

pressures associated with membership in one organization are in conflict with 

pressures stemming from membership in other groups” (Kahn et al., 1964, p. 20). 

Thomas and Ganster (1995) argue that work-family conflict is a “particular type of 

interrole conflict in which pressures from the work role are incompatible with 

pressures from the family role” (Thomas and Ganster, 1995, p. 7).
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In the context of work-life conflict, these pressures are the time demands 

that multiple stakeholders put on employees. Barnett and Gareis (2006) argue 

that the more roles a person assumes, the greater demands on that person’s 

energy. However, energy spent in one domain means less energy available to 

be spent in other domains. The result, according to Gutek et al. (1991) is that the 

diminished energy leads to a reduction in role quality in the domain that has been 

neglected. Once that person’s energy is depleted, it becomes even harder for 

that individual to juggle their responsibilities and the roles may begin to interfere 

with each other. For example, when an employee is at work or traveling on 

business, it is physically impossible for that employee to take care of an elderly 

family member or attend a school graduation. As well, as pointed out by 

Thompson et al., (2006), an employee might physically be present at a family 

even but distracted by thoughts of work. The ensuing tension and conflict in 

trying to balance work and non-work demands result in overload, strain, and 

other negative repercussions (Barnett and Gareis, 2006, Thomas and Ganster, 

1995; Thompson, Beauvais and Allen, 2006).

In section 4 on Demands, it was discovered that the average North 

American is working longer hours in his/her job, doing supplementary work at 

home and working more overtime. Such an effort to work more hours will 

undoubtedly have an impact on workers’ personal lives. Duxbury and Higgins 

(2001) argue that since time is a finite resource, employees have less time to 

spend in their private lives and most likely have a harder time balancing work and 

family. Both the feeling of not having enough time to do everything and the
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constant pull of trying to be in two separate places at the same time so as to 

balance work and family responsibilities is likely to lead to conditions of strain for 

employees.

Work-life conflict can also be considered a form of strain because of the 

number of adverse outcomes associated with this construct.

5.2.1 Employee Outcomes
The literature provides support for the notion that employees who

experience high levels of role overload, work-family interference, and family-work 

interference suffer from a variety of physical, psychological, and behavioural 

difficulties including poor physical health, marital and family problems, life 

dissatisfaction, depression, exhaustion, alcohol and drug abuse. Evidence 

supporting this claim is reviewed below.

5.2.1.1 Link Between Role Overload and Employee Outcomes
Role overload is defined as the various demands from people’s different

roles (e.g. employee, parent, spouse, volunteer) becoming overly taxing on one’s 

time and energy (Duxbury and Higgins, 2001). It is logical to assume that those 

experiencing high role overload will report negative physical and psychological 

outcomes as a result of feeling rushed, having too much to do and running low 

on energy.

The literature provides support for the idea that role overload (sometimes 

operationalized as time pressure) is associated with various negative personal 

outcomes. Role overload has been associated with depression (e.g. Robinson 

and Godbey, 1997; Roxburgh, 2004), lower levels of life satisfaction (e.g.
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Robinson and Godbey, 1997), poorer physical health (Bittman, 1998; Higgins, 

Duxbury and Johnson, 2004; Madsen, 2003; Robinson and Godbey, 1997), 

family distress (Crouter, Bumpus, Maguire and McHale, 1999; Frone, Yardley 

and Markel, 1997) and stress (Gerstel and Gallagher, 1993; Guelzow, Bird and 

Koball, 1991; Kelloway, Gottlieb, and Barham, 1999; Paden and Buehler, 1995; 

Robinson and Godbey, 1997; Roxburgh, 2004; Schieman, 1999; Williams and 

Alliger, 1994).

5.2.1.2 Link Between Work-Family Interference and Employee
Outcomes

Work-family interference is defined as occurring when work 

responsibilities negatively impact one’s ability to complete family responsibilities 

(Duxbury and Higgins, 2001). This notion of interference can lead to feelings of 

frustration over trying to juggle multiple responsibilities. This frustration in turn 

can result in a variety of physical and psychological outcomes as discussed 

below.

Relative to the other two components of work-life conflict (i.e. role 

overload and family-work interference) there is much more extensive empirical 

support for the notion that work-family interference is associated with a number 

of negative outcomes at the employee level including poorer physical health, 

psychological symptoms such as depression and behavioural outcomes such as 

marital difficulties, family difficulties and alcoholism.

There is ample research (e.g. Adams and Jex, 1999; Burke, 1988; 

Higgins, Duxbury, and Johnson, 2004; Frone, Russell and Barnes, 1996;

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



91

Grandey and Cropanzano, 1999, Guelzow et al., 1991; Kinnunen and Mauno, 

1998; Marks, 1998; Netemeyer et al., 1996; Thomas and Ganster, 1995) to 

suggest that higher levels of work-family interference are associated with poor 

physical health (measured as poor physical health and symptoms of poor 

physical health). Another common finding in the literature is the notion that 

work-family interference is negatively associated with life satisfaction (e.g.

Adams et al., 1996; Aryee, 1992; Bedeian et al., 1988; Higgins, Duxbury and 

Irving, 1992; Kopelman eta l., 1983; Netemeyer et al., 1996; Perrewe,

Hochwarter, and Kiewitz, 1999; Rice etal., 1992).

Work-family interference has also been positively associated with a variety 

of psychological maladies including depression (Duxbury and Higgins, 1997; 

Frone et al., 1994; Frone et al., 1995; Frone et al., 1996; Hammer et al., 2005; 

Klitzman et al., 1990; MacEwen and Barling, 1994; Netemeyer et al., 1996; 

Thomas and Ganster, 1995; Vinokur, Pierce, and Buck, 1999), exhaustion (Boles 

etal., 1997; Lo, 2003), stress (Anderson etal., 2002; Duxbury and Higgins, 1997; 

Parasuraman et al., 1992; 1996), anxiety (Beatty, 1996, Frone, 2000; Greenglass 

et al., 1989), burnout (Burke, 1988; Lo, 2003), and general psychological distress 

(Burke and Greenglass, 1999; Grandey and Cropanzano, 1999; Marks, 1998; 

O’Driscoll et al., 1992; Parasuraman, Purohit, Godshalk and Buetell, 1996; Smith 

Major, Klein and Ehrhart, 2002; Vinokur, Pierce, and Buck, 1999).

There is also support in the empirical literature for the notion that work- 

family interference is negatively associated with marital happiness 

(operationalized as marital adjustment and marital satisfaction in most studies)
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(Beatty, 1996; Bedeian etal., 1988; Greenhaus etal., 1987; Netemeyer et al., 

1996; MacEwen and Barling, 1994; Parasuraman etal., 1989; Vinokur, Pierce, 

and Buck, 1999). There is also support in the literature for the propositions that 

work-family interference is negatively associated with both family satisfaction 

(e.g. Aryee et al., 1999; Bedeian et al., 1988; Carlson and Perrewe, 1999; Frone 

et al., 1994; Kopelman et al., 1983; Parasuraman et al., 1992; Rice et al., 1992) 

and quality of family life (Higgins, Duxbury and Irving, 1992) but positively 

associated with family distress (Frone et al., 1992a; Frone, Yardley and Markel, 

1997; Grandey and Cropanzano, 1999; Vinokur, Pierce, and Buck, 1999).

Several studies by Frone and his co-authors have helped support the 

proposition that work-family interference is positively associated with substance 

abuse. Specifically, studies by this group of researchers have revealed positive 

relationships between work-family interference and heavy alcohol use (Frone et 

al., 1993; 1994; 1996; 1997a) and work-family interference and a variety of 

substance abuse disorders such as alcohol abuse, alcohol dependence, drug 

abuse and drug dependence (Frone, 2000).

A number of factors increase our confidence in these findings. First, the 

studies were remarkably consistent in finding the associations between higher 

levels of work-family conflict and the negative outcomes featured in this section 

(i.e. poor physical health, lower levels of life satisfaction, higher levels of 

depression, marital and family dissatisfaction and substance abuse) despite the 

fact that the researchers used a variety of measures of work-family interference 

(e.g. Bohen and Viveros-Long, 1981; Frone, Russell, and Cooper, 1992a; Gutek
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et al., 1991; Kopelman et al., 1983). Second, a number of the studies cited in 

this section (e.g. Adams and Jex, 1999; Anderson etal., 2002; Burke, 1988; 

Frone, 2000; Frone, Russell and Barnes, 1996; Frone, Russell and Cooper,

1993; Frone, Russell and Cooper, 1995; Greenglass etal., 1988; Hammer etal., 

2005; Rice et al., 1992), involved fairly large (i.e. 450 respondents or more) 

samples which increases the generalizability of the findings.

5.2.1.3 Link Between Family-Work Interference and Employee
Outcomes

Family-work interference occurs when family responsibilities negatively 

impact one’s ability to fulfill work duties (Duxbury and Higgins, 2001). Similar to 

the argument in the previous section (i.e. work-family interference), this notion of 

interference will lead to feelings of frustration when juggling various tasks 

becomes difficult. This frustration is responsible for a variety of negative 

outcomes as discussed below.

There is also a significant body of evidence linking family-work 

interference to a variety of negative personal outcomes. For example, high 

family-work interference has been associated with lower levels of life satisfaction 

(Adams etal., 1996; Netemeyer et al., 1996; Parasuraman, Purohit, Godshalk, 

and Beutell, 1996; Perrewe, Hochwarter, and Kiewitz, 1999) and poorer family 

functioning (Bernas and Major, 2000; Kinnunen and Mauno, 1998).

As well, family-work interference has been positively associated with 

higher levels of stress (Anderson et al., 2002; Burke and Greenglass, 1999; 

Kelloway, Gottlieb and Barham, 1999; Kirchmeyer and Cohen, 1999; MacEwen
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and Barling, 1994; Marks, 1998; O’Driscoll etal., 1992; Vinokur, Pierce, and 

Buck, 1999; Williams and Alliger, 1994), poorer mental health (Frone, 2000; 

Frone, Russell and Barnes, 1996; Frone, Russell and Cooper, 1992a; Frone, 

Russell and Cooper, 1997; Hammer et al., 2005; Higgins, Duxbury and Johnson, 

2004; Kirchmeyer and Cohen, 1999; MacEwen and Barling, 1994; Netemeyer et 

al., 1996; Vinokur, Pierce, and Buck, 1999), poorer physical health (Adams and 

Jex, 1999; Frone, Russell and Cooper, 1992a; Frone, Russell, and Barnes, 1996; 

Frone, Russell and Cooper; 1997; Grzywacz and Marks, 2000; Higgins, Duxbury 

and Johnson, 2004; Madsen, 2003; Marks, 1998; Netemeyer et al., 1996), and 

substance dependence disorders such as alcohol abuse, alcohol dependence, 

drug abuse and drug dependence (Frone, Rusell and Barnes, 1996; Frone,

2000).

Three studies featured a longitudinal design which was useful in 

establishing not only an association between family-work interference and a 

negative outcome but to establish causality. For example, Frone, Russell and 

Cooper (1997) found that family-to-work interference was longitudinally related to 

higher incidence of hypertension (i.e. blood pressure above the normal range; 

Heart Center, 2005), poor physical health and higher levels of depression in a 

sample of 267 employed parents. Hammer et al. (2005) found family-work 

interference was related to higher incidents of depression in both men and 

women in a national U.S. survey of 234 dual earner couples. Brough, O’Driscoll 

and Kalliath (2005) studied 398 employed men and women in New Zealand and
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noted that family-work interference was negatively associated with family 

satisfaction.

To summarize, there is a substantive body of literature to support the 

associations between work-family interference and a host of negative outcomes 

as well associations between family-work interference and a host of negative 

outcomes. The evidence to support the notion that role overload is associated 

with various employee negative outcomes, while not as voluminous, shows the 

same trends. There are both theoretical justifications and empirical evidence as 

to how and why work-life conflict can be considered a type of strain.

5.3 Link Between Work Demands and Work-Life Conflict

Thesis models 1-3 hypothesize a relationship between demands (work 

and nonwork) and work-life conflict (role overload, work-family interference, 

family-work interference). Literature supporting these relationships are reviewed 

below.

How exactly do work demands (i.e. committing a high number of hours to 

work-related activities) impact work-life conflict? The rational theory of work-life 

conflict (Gutek et al., 1991) observes that there are only a finite number of hours 

in one’s day and that time spent in the work domain means less time to spend in 

the non-work domain. Voydanoff (2004) argues that having less time available to 

spend with family (spouse, children, elderly parents) makes it harder for people 

to meet their non-work obligations and have time to properly perform family 

duties and sustain healthy family relationships.

This section will examine the association between work demands and
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work-life conflict by examining the link between work demands and the three 

subcomponents of work-life conflict: role overload, work-to-family interference 

and family-work interference. Each association will be discussed in turn.

5.3.1 Link Between Work Demands and Role Overload
Role overload is defined as the various demands from people’s different

roles (e.g. employee, parent, spouse, volunteer) become overly taxing on one’s 

time and energy. Consistent with the rational theory of work-life conflict (Gutek 

et al., 1991), there are only so many hours in the day. As work demands 

increase (defined as number of hours spent on work-related activities), less time 

is available for non-work activities. It is suggested that, for many people, 

spending more time at work would lead to a feeling of insufficient time to 

recharge the batteries. Lack of downtime might result in people feeling physically 

and emotionally drained and losing their sense of perspective by feeling rushed 

and feeling they don’t have time for themselves. All of this could lead to 

perceptions of role overload. Therefore, it is reasonable to assume that as 

people work longer hours that such efforts could potentially result in a feeling of 

diminished energy and time. The following literature supports the positive 

association between work demands and role overload hypothesized in model 1.

A number of studies have concluded that working longer hours is 

positively associated with role overload. Voydanoff (2004) using data from the 

1997 NSCW (1938 employed adults) found a strong positive relationship 

between the hours worked and strain (operationalization similar to role overload). 

Fu and Shaffer (2001 )’s study of 267 academic, administrative and general grade
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staff at a Hong Kong university found a positive association between hours spent 

in paid work and role overload (operationalized as strain-based conflict). Smith 

Major, Klein and Ehrhart (2002) in their study of 513 employees in one Fortune 

500 company, found a positive association between hours spent in paid work and 

role overload. Parasuraman, Purohit, Godshalk and Beutell (1996)’s study of 

111 entrepreneurs noted a positive association between work-role overload and 

time commitment at work (measured as the number of hours spent in work- 

related functions). Frone, Yardley and Markel (1997) study of 372 employed 

adults working for a financial services company in Canada determined that work 

time commitment (measured as the number of hours spent in work-related 

functions) was positively and statistically significantly associated with work 

overload.

Wallace (1997) found a positive, statistically significant association 

between hours worked in paid employment and role overload (operationalized as 

work overload). Galambos and Walters (1992) studied 96 dual-earner Canadian 

couples and found a statistically significant positive association between the 

hours worked and role overload (operationalized as role strain) for both 

husbands and wives.

5.3.2 Link Between Work Demands and Work-Family Interference

Work-family interference was defined in section 5.1 as work 

responsibilities negatively impacting one’s ability to complete family 

responsibilities. The argument linking work demands and work-family
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interference is rooted in Kahn’s interrole conflict and was previously discussed in 

section 5.2. The central premise is the assumption under the rational theory of 

work-life conflict that time is a fixed resource and that time spent in one domain 

means less time in other domains as well as physically not being able to be at 

non-work activities when one is at work (Gutek et al., 1991).

It is hypothesized that excessive work demands (e.g. excessive overtime, 

business trips out of town, last minute call-ins to work) mean less time to 

complete family responsibilities (e.g. family dinners, taking children to their 

activities, and spending time with elderly parents) due to the fact that there are a 

limited number of hours in a given day. Furthermore, since employees cannot be 

two places at once, the aforementioned work demands mean that the employee 

may miss out on key family events and milestones (e.g. birthday parties, 

anniversaries, hockey championships). The empirical literature provides 

additional support for the positive association between demands and work-family 

interference hypothesized in model 2.

The empirical literature is supportive of the notion that working excessive 

hours is associated with higher levels of work-family interference (e.g. Austin 

Knight, 1995; Carlson and Perrewe, 1999; Fenwick and Tausig, 2001; Frone, 

Yardley and Markel, 1997; Fu and Shaffer, 2001; Galambos and Walters, 1992; 

Galinsky, Bond and Hill, 2004; Gutek et al., 1991; Madsen, 2003; Smith Major, 

Klein and Ehrhart, 2002; Maume and Houston, 2001; Netemeyer et al., 1996; 

Parasuraman etal., 1996; Pleck, Staines and Lang, 1980; Shamir, 1983; Silver, 

2000; Staines and Pleck, 1983; Thompson, Beauvais, and Lyness, 1999; Van
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der Hulst and Geurts, 2001; Voydanoff, 1988; Voydanoff, 2004; White et al., 

2003). The majority of the aforementioned studies (e.g. Austin Knight, 1995; 

Fenwick and Tausig, 2001; Galinsky, Bond and Hill, 2004; Major, Klein and 

Ehrhart, 2002; Maume and Houston, 2001; Pleck, Staines and Lang, 1980;

Silver, 2000; Staines and Pleck, 1983; Van der Hulst and Geurts, 2001; 

Voydanoff, 1988; Voydanoff, 2004; White et al., 2003) used large sample sizes 

(i.e. a minimum of 450 respondents) which contributes to our confidence in this 

association.

Of course, not all studies have supported the positive relationship between 

work hours and work-life conflict. Wallace (1999)’s study of 512 Canadian 

lawyers for example did not find that longer work hours were associated with 

higher levels of work-to-nonwork conflict for her sample of lawyers. Wallace 

(1999) admits that this finding was unexpected and contrary to what was 

hypothesized. However, Wallace (1999) suggests that lawyers tend to have 

some level of discretion over their work schedules which might help them meet 

their non-work obligations. The impact of perceived flexibility of work schedules 

will be more fully explored in subsection 6.5.

5.3.3 Link Between Work Demands and Family-Work Interference

Conceptually, we could argue that there is a link between work demands 

and family-work interference. Excessive work demands and workplace 

pressures from supervisors to put work ahead of family have the potential to 

influence the employee to see family responsibilities as obstacles to
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accomplishing their work and career ambitions (Behson, 2002; Boyar et al.,

2003; Voydanoff, 2005). Furthermore, North Americans are doing more 

supplementary work at home (Duxbury and Higgins, 2001) which could blur the 

boundaries about when and how the supplementary work gets done. This could 

increase family-work interference if employees who do unpaid overtime at home 

feel pressure from spouse or children to not get work done but instead to engage 

in family-related activities. Both scenarios could lead to a heightened sense of 

family-work interference.

Unfortunately, there are only a handful of studies affirming the positive 

association between work hours and family-work interference (e.g. Boyar et al., 

2003; Duxbury, Higgins, Lee and Mills, 1992; Greenhaus and Beutell, 1985;

Gutek et al., 1991; Van der Hulst and Geurts, 2001) hypothesized in model 3.

This study should add to this body of evidence and increase our understanding of 

the relationship between work demands and family-work interference.

5.4 Link Between Non-work Demands and Work-Life Conflict

This section will examine the association between non-work demands and 

work-life conflict. It is structured in the same manner as the previous section.

5.4.1 Link Between Non-work Demands and Role Overload

The rationale for finding a link between non-work demands and role 

overload is similar to the argument presented for work demands and role 

overload. Rational theory would suggest that someone who is spending a large
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number of hours on non-work demands (e.g. childcare, housework, eldercare, 

volunteering) could experience a lower level of energy and perceive that there 

are not enough hours in the day to complete all they have to do at work and 

home. Yet, the literature presented below indicates the empirical evidence is 

limited and contradictory.

Fu and Shaffer (2001) did not find a statistically significant association 

between hours spent on household work and role overload (operationalized as 

strain-based family-interference) in their study of 267 employees at a Hong Kong 

university. On the other hand, Frone, Yardley and Markel (1997) studied 372 

employed adults working for a financial services company in Canada. Family 

time commitment (measured as the number of hours spent in family-related 

responsibilities) was positively and statistically significantly associated with family 

role overload. This thesis hopes to shed further light on this issue by exploring 

the relationship between non-work demands and role overload (model one).

5.4.2 Link Between Non-work Demands and Work-Family Interference

Theoretically, the link between non-work demands and work-family 

interference is rooted in Kahn et al.’s (1964) inter-role conflict. The tension 

inherent between the conflicting demands of work and non-work result in inter

role conflict. Those employees with higher levels of non-work demands may feel 

frustration that work is interfering with their ability to complete non-work tasks. 

This frustration will lead to higher levels of work-family interference. Whereas,
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those employees with lower levels of non-work demands may not feel the same 

level of frustration at the level of work-family interference.

Unfortunately, there are few studies that explore the association between 

non-work demands and work-family interference. The majority of the studies that 

do exist, however, report a positive association between non-work demands and 

work-family interference. Parasuraman, Purohit, Godshalk and Beutell (1996)’s 

study of 111 entrepreneurs noted a statistically significant positive association 

between time commitment to family (measured as the number of hours spent in 

nonwork-related functions) and work-family conflict. Yang et al. (2000) surveyed 

129 American and 181 Chinese respondents. Non-work demands 

(operationalized as family demands) were positively and statistically significantly 

associated with work-family interference for both the American and Chinese 

groups. Carlson and Perrewe (1999) surveyed 403 respondents who worked for 

a state government in the American southeast and found that non-work demands 

and work-family interference were positively and statistically significantly 

associated.

There was one study where no positive relationship was found between 

non-work demands and work-family interference. Voydanoff’s 1988 study which 

analyzed data from the 1977 Quality of Employment Survey (757 married men 

and 270 married women) did not find a statistically significant association 

between non-work demands and work-family conflict. All in all, however, both 

the theory and the empirical evidence support the hypothesized positive
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association between non-work demands and work-family interference posited in 

model 2.

5.4.3 Link Between Non-work Demands and Family-Work Interference

Kahn et al.’s (1964) inter-role conflict also helps us to explain the positive 

association between non-work demands and family-work interference. More 

hours spent in the nonwork domain means less time available for working outside 

the home. According to inter-role conflict theory, this can create the perception 

among those with high levels of non-work demands that family is interfering with 

work responsibilities.

An employee with a high level of non-work demands does not have the 

flexibility to put off completing these demands. Children need to be fed and put 

to bed and elderly parents need to be cared for. In this case, it is possible that 

the employee would be unwilling or unable to stay at work late or travel for work. 

In essence, the employee is experiencing a high level of interole conflict due to 

incompatible role demands.

Only a few studies were found which discussed the relationship between 

non-work demands and family-work interference. Gutek et al., 1991 surveyed 

two different samples: 423 psychologists and 209 senior managers and found a 

positive association between non-work demands and family-work interference in 

both samples. Kirchmeyer (1995) in her survey of 221 Canadian managers 

found a statistically significant positive correlation between nonwork hours and 

family-work interference. Frone, Yardley and Markel (1997) studied 372
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employed adults working for a financial services company in Canada. Family 

time commitment (measured as the number of hours spent in family-related 

responsibilities) was positively and statistically significantly associated with 

family-work interference. Fu and Shaffer (2001) surveyed 267 employees in a 

Hong Kong university and did not find a statistically significant association 

between non-work demands and time based family-interference with work. Both 

the theory and the empirical evidence support the hypothesized positive 

association between non-work demands and family-work interference posited in 

model 3.

5.4.4 Demands and Work-Life Conflict Conclusion

In conclusion, there is a larger body of empirical literature linking work 

demands and work-life conflict than could be found for non-work demands and 

work-life conflict). Overall, there is ample literature to indicate that there are 

positive associations between both work demands and role overload as well as 

work demands and work-family interference. While there are relatively fewer 

studies for the work-demands-family-work interference link, the studies are 

nonetheless supportive.

For non-work demands and role overload, results are both very limited 

and rather mixed and therefore inconclusive. For both the associations between 

non-work demands and work-family interference and non-work demands and 

family-work interference, research is limited but supportive.
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5.5 Rising Levels of Work-Life Conflict

Before presenting the information summarizing the rise in work-life conflict 

in North America, it is important to take a step back and ask ourselves why 

should we care about rising levels of work-life conflict? Section 5.2.1 outlined the 

various negative employee outcomes associated with work-life conflict. 

Furthermore, there is additional literature to indicate that work-life conflict has 

negative repercussions for the employer in the form of lower job satisfaction (e.g. 

Adams et al., 1996; Anderson et al., 2002; Boles et al., 2001; Frone, Yardley and 

Markel, 1997; Voydanoff and Kelly, 1984); lower organizational commitment (e.g. 

Aryee, 1992; Duxbury and Higgins, 1997; Good et al., 1988; Greenhaus and 

Beutell, 1985; Netemeyer et al., 1996; O’Driscoll etal., 1992; Perrewe, Ralston, 

and Ferdandez, 1995; Thompson, Beauvais and Lyness, 1999) and higher 

turnover intentions (e.g. Anderson et al., 2002; Aryee, 1992; Boyar et al., 2003; 

Burke, 1988; Good etal., 1988; Grandey and Cropanzano, 1999; Greenhaus, 

Parasuraman and Collins, 2001; Kelloway et al., 1999; Jones and Butler, 1980; 

Netemeyer et al., 1996; Thompson, Beauvais and Lyness, 1999). Furthermore, 

Higgins, Duxbury and Johnson (2004) argue that high levels of work-life conflict 

(in the form of role overload) cost Canada’s health care system $6 billion dollars.

Given the proposition that work-life conflict is problematic for employees, 

employers and society, all three stakeholders should rightly be concerned if 

levels of work-life conflict are on the rise. Rising work-life conflict levels could 

manifest themselves in rising levels of physical and psychological ailments, 

which in turn will negatively impact our publicly funded health care system in the
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form of more doctor’s visits. Furthermore, increased levels of work-life conflict 

could result in increased turnover and absenteeism for employers.

How pervasive is work-life conflict in North American society? Are levels of work- 

life conflict improving or worsening? This section provides data to answer both of 

these questions and make the case that levels of work-life conflict are on the rise 

and that most North Americans are having tremendous difficulty “balancing the 

competing role of employee, parent, spouse, and eldercare giver” (Duxbury and 

Higgins, 2001, p. 39).

There is evidence that work-life conflict has increased in Canada and the 

United States. A large sample study by Duxbury and Higgins (2001) noted that 

relative to their 1991 results, significant increases were reported in role overload 

(in 2001, 59 percent reported high levels of role overload, an increase of 12 

percentage points from 1991) and family-work interference (in 2001, 10% 

reported high level of this interference, double the percentage from 1991). These 

increases (shown in Figure 5) were experienced regardless of gender, job type or 

parental status. The biggest increases were seen for role overload (i.e. having 

too much to do and too little time, feeling rushed as well as physically and 

mentally exhausted; Duxbury and Higgins, 2001).
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Figure 5 Comparison of Work-Life Outcomes (1991 vs. 2001) (Duxbury and 
Higgins, 2001).

59

High overload High WTFconflict High FTW conflict Medium FTW conflict

□ 1991 |2001

There is a similar trend in the United States with Americans reporting 

higher levels of role overload (operationalized as working harder and faster and 

feeling overworked and overwhelmed). An ever-increasing number of American 

workers surveyed for the NSCW (National Survey on the Changing Workforce) 

felt that their workplace had become a more demanding environment. For 

example, 68 percent of workers reported that they had to work very fast (an 

increase of 15% from 1977), 88 percent had to work very hard (an increase of 18 

percent from 1977), and 60 percent did not have enough time to finish everything 

that needs to get done on the job (an increase of 20 percent from 1977; Bond et 

al., 1998). Galinsky, Kim and Bond (2001) commented on how hard Americans 

felt they were working. The results of their nationally representative sample 

found that: 28% of employees felt overworked often or very often in the past 

three months; 28% felt overwhelmed by how much work they had to do often or
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very often in the past three months and 29% felt that they did not have the time 

to step back and process or reflect on the work they are doing often or very often 

during the past three months.

When Galinsky, Kim and Bond (2001) also factored in those who feel 

overworked at least sometimes, there were a substantial number of respondents 

who felt overworked: 54% felt overworked at least sometimes in the past three 

months; 55% felt overwhelmed by how much work they had to do at least 

sometimes in the past three months and 59% felt they did not have time to step 

back and reflect on the work they were doing at least sometimes in the past three 

months. Galinsky, Kim and Bond (2001) created an overall index of feeling 

overworked by averaging answers to the three questions above. On a scale of 1 

to 5 (with 1=never and 5=very often), respondents had an average score of 2.7, 

indicating that the average employee sometimes feels overworked. In summary, 

the 1997 National Study of the Changing Workforce (NSCW) found that today’s 

jobs “consume more physical and emotional energy ... and require longer hours 

than were required 20 years ago” (Hill et al., 2001, p. 50).

Our American counterparts are also experiencing significant levels of 

work-life conflict. Whereas thirty percent of respondents in the late 1970s and 

early 1980s were claiming that their job interfered with work somewhat or a great 

deal (e.g. Galinsky, Ruopp, and Blum, 1983; General Mills, Inc., 1981; Quinn and 

Staines, 1979), more recent data indicate these numbers have climbed. The 

most recent NSCW survey (2002) now indicates that employees with families 

report higher levels (45% experienced ‘some’ or ‘a lot’) of interference between
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their jobs and their family lives compared to respondents in 1977 (34% 

experiencing ‘some’ or ‘a lot’) (Bond et al., 2003).

In conclusion, work-life conflict is a pervasive influence in North American 

society and the data indicates that this conflict is becoming worse for the average 

person. Higher levels of demands appear to have resulted in higher levels of 

work-life conflict. This outcome threatens to compromise quality of life and could 

result in poorer physical and mental health and poorer interpersonal relationships 

with family, friends and coworkers. What can be done to address this situation? 

The next section examines the literature that supports our contention that the 

various forms of control considered in this research (i.e. alternative work 

arrangements, perceived flexibility and supervisor support) could potentially 

reduce the incidence of work-life conflict.
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6. Control Over Work-Life Interface
“Most powerful is he who has himself in his own power” (Seneca) 
www.quotationspage.com/quotes/seneca/31

Why do researchers need to broaden their conceptualization of control 

beyond what was offered by Karasek? We have established in this literature 

review that employees are experiencing higher levels of work (and perhaps non

work demands) and a commensurate increase in work-life conflict. We have also 

established that work-life conflict has serious outcomes for employees, 

employers and society. In such an environment, it is important to consider what 

can be done to reduce work-life conflict. Specifically, this thesis examines 

whether or not three different organizational interventions (alternative work 

arrangements, perceived flexibility, supervisor support) can moderate the 

relationships between work demands and work-life conflict and the relationships 

between non-work demands and work-life conflict.

Given that our conceptualizations of both demands and strain have been 

expanded to recognize the influence of both work and non-work domains, it 

makes sense to consider the role of control in this context. Accordingly, the 

literature was examined with the goal of discovering organizational factors that 

researchers had identified as helping workers balance responsibilities in both 

domains. Control overwork-life interface is operationalized in three ways in this 

thesis: as alternative work arrangements (e.g. flextime, compressed work week, 

telework and shiftwork), as perceived flexibility and as supervisor support. These 

factors were selected for inclusion in this thesis as all have been linked in the

110
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research literature to an increased ability to make decisions and choices that can 

help them better balance work and family responsibilities.

The discussion of alternative work arrangements is discussed in section

6.1. This will be followed by a discussion of perceived flexibility in section 6.2 

and supervisor support in section 6.3. In each case, the theoretical 

underpinnings of each construct will be discussed with respect to how each 

construct is considered a form of control followed by empirical support for the 

notion that the construct in question is associated with work-life conflict.

6.1 Alternative Work Arrangements
Quite often a conventional Monday to Friday, 9 to 5 schedule does not

permit employees the flexibility required in order to juggle work, 

childcare/eldercare and other personal responsibilities. For example, Nollen 

(1979) points out that regular work schedules can be problematic because these 

schedules may not be compatible with child care arrangements and may not 

allow sufficient time to meet the busy demands of family life. Therefore, it 

makes sense to look at alternatives to this conventional work schedule to see 

what arrangements might be conducive to a more balanced sense of work and 

life.

Four work arrangements are considered in this thesis: compressed work 

week, flextime, telework and shiftwork. It is important to recognize that some 

work arrangements, in theory, offer more control over timing of work (i.e. flextime, 

compressed work week) and location of work (telecommuting) than the regular 9 

to 5, Monday to Friday work week. Some arrangements (i.e. shiftwork) offer less. 

Whether this theoretical form of control translates into lower levels of work-life
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conflict will be explored in this thesis. Literature supporting such a link is 

reviewed below. For each sub-section, the work arrangement will be defined 

first. This is followed by data estimating the percentage of the workforce using 

this arrangement. The advantages and disadvantages of the work arrangement 

will be presented followed by a discussion of the impact of these work 

arrangements on work-life conflict.

6.1.1 Compressed Work Week

Compressed workweek (CVWV) is defined as “reallocating employee work 

time by condensing the total hours in the traditional work week into fewer days” 

(Pierce et al., 1989, p. 52). Instead of working a typical eight hour day, five days 

per week schedule, an employee might instead work 10 hours a day for four 

days. It is possible that compressed work weeks may play a role in helping to 

reduce work-life conflict by giving employees an increased sense of control over 

their work week. It could be argued that having this sense of control plays a role 

in lowering work-life conflict since employees are more able to tailor their work 

week schedule to meet their personal obligations. For example, an employee 

may choose a compressed work week schedule that enables him/her to attend 

university classes as well as attend children’s school events and sporting events.

A Hewitt Associates (1995) survey of 1050 major US employers reported 

that roughly 20% offer compressed work weeks4. In Canada, recent figures

4 Finding up-to-date statistics with respect to compressed work week usage has become difficult 
since the Bureau of Labor Statistics and National Study on the Changing Workforce have 
collapsed compressed work week into the broader category of flexible work arrangements.
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indicate a very low number of Canadians (5.5%) are working a compressed work 

week (Statistics Canada, 2004).

6.1.1.1 Advantages and Disadvantages of Compressed Work Week
An alternative arrangement such as compressed work week involves both

advantages and disadvantages for both the employer and employee. Potential 

employer advantages may include: improved ability to recruit new employees 

(Nollen and Martin, 1978b; Poor and Steele, 1973), lower absenteeism (Baltes et 

al., 1999; Goodale and Aagaard, 1975; Harrick et al., 1986; Latack and Foster, 

1985; Nollen and Martin, 1978b; Nord and Costigan, 1973; Pierce etal., 1989; 

Wheeler, 1970), turnover (Hartman and Weaver, 1977; Nollen and Martin, 1978b; 

Wheeler, 1970), job satisfaction (Baltes et al., 1999; Hartman and Weaver, 1977; 

Pierce et al., 1989; Venne, 1993; Williamson, Gower and Clarke, 1994), 

organizational commitment (Ivancevich, 1974) and productivity (e.g. Baltes et al., 

1999; Campbell, 1980; Ivancevich, 1974; Ivancevich and Lyon, 1977; Nollen and 

Martin, 1978b; Pierce etal., 1989; Ronen, 1984).

Potential drawbacks for employers may include inconvenience for 

customers (Frankel, 1998; Goodale and Aagaard, 1975; Poor and Steele, 1973), 

scheduling difficulties (Goodale and Aagaard, 1975; Nollen and Martin, 1978b; 

Poor and Steele, 1973) and the possibility that the boredom and monotony of 

working long hours could lead to work-related accidents (Nollen and Martin, 

1978b; Perlow, 1997).

Potential employee advantages include: increase of leisure times in larger 

blocks (i.e. more time to recuperate from work; Goodale and Aagaard, 1975;
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Hodge and Tellier, 1975; Knauth and Rutenfranz, 1982; Nollen, 1979), ability to 

complete errands (e.g. doctor’s visit; Pierce et al., 1989), reduced weekly 

commuting time (Pierce et al., 1989), and reduced work-related costs (e.g. as 

commuting costs for gas and car maintenance, lunch etc.; Hurrell and Colligan, 

1985).

Potential employee disadvantages are similar to the employer drawbacks 

and include reduced leisure time on scheduled workdays (Goodale and Aagaard, 

1975; Hodge and Tellier, 1975), possible fatigue from working longer hours per 

day (Hodge and Tellier, 1975; Ivancevich, 1974; Maklan, 1977), the higher 

potential for accidents due to fatigue (Perlow, 1997), and the increase of potential 

problems associated with prolonged exposure (i.e. 10 to 12 hours) to levels of 

physical and chemical hazards in the workplace (Hurrell and Colligan, 1985).

6.1.1.2 Impact of Compressed Workweek on Work-Life Conflict

What impact have compressed schedules had for outcomes such as work- 

life conflict? Unfortunately, very few studies have been conducted in this area. 

Furthermore, the results from what does exist are varied. Each study will be 

discussed in turn.

Four studies yielded positive findings such that, working a compressed 

work week was associated with either better work-life balance or more time spent 

with family. Cunningham (1981) surveyed 17 police officers who worked a 

compressed work week (13 officers served as the control group and did not work 

a compressed work week). The officers working a compressed work week 

reported more time spent with family. A second study of 50 police officers by
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Pierce and Dunham (1992) found that compressed work week was associated 

with less schedule related interference with personal activities. Hodge and 

Tellier (1975) surveyed 223 employees and concluded that compressed work 

week was associated with more time for family. Dunham et al. (1987) found a 

compressed work week schedule helped reduce work-life conflict. Dunham et al. 

(1987) surveyed 140 employees and concluded that those working a 

compressed work week (a 4/40 schedule) reported less interference with 

personal activities involving family and friends.

Saltzstein, Ting, and Saltzstein (2001) examined the impact of 

compressed work week on work-life balance for a large sample of Federal 

government employees (32,103). The authors noted that for their whole sample, 

a compressed work week was associated with a “modestly positive significant 

relationship with work-life balance” (Saltzstein et al., 2001, p. 462). This positive 

relationship did not, however, hold for many subgroups of the sample. For 

example, there was no statistically significant association between compressed 

work week and work-life balance for groups such as women in dual income 

families with children.

The authors offered a possible explanation for this finding. Working the 

longer hours each day associated with compressed work weeks is not helpful for 

most parents. For example, a long compressed work day may mean that the 

parent may not see their children at all on certain days (Saltzstein, Ting and 

Saltzstein, 2001). For parents of children in daycare, their work schedules are
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unlikely to be compatible with most day care schedules where parents are 

expected to pick up their children by a specified time.

Fast and Frederick (1996) found a mixed result when examining the 

Canadian General Social Survey from 1992 (sample size 5,060 employed 

Canadians). Women using compressed work weeks actually had higher levels of 

perceived time stress (conceptually similar to role overload) than those working a 

regular 9-5 schedule. For men, there were no differences between those 

working a compressed schedule and a regular schedule.

What might explain the difference between these studies? Two 

explanations come to mind. First, the four studies (i.e. Cunningham, 1981; 

Dunham et al., 1987; Hodge and Tellier, 1975; Pierce and Dunham, 1992) 

yielding positive results used a small sample relative to the two other national 

studies. Second, the four studies with positive findings did not perform any 

between-group analysis whereas Fast and Frederick (1996) looked at gender 

differences and Saltzstein, Ting and Saltzstein (2001) examined both gender and 

parental status differences.

Unfortunately, other studies that discussed the impact of compressed 

work week on work-life conflict were not found despite the use of several 

academic databases including ABI, Psyclnfo and Social Sciences Index. 

Therefore, it is hoped this thesis can help make a contribution to the literature in 

assessing the role a compressed work week can play in helping employees cope 

with work-life conflict.
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6.1.2 Flextime
Flextime challenges the notion that all employees must start and stop their 

workday at the same time. Flextime is defined as providing “employees with 

some degrees of autonomy in the selection of the starting and ending times for 

their workday” (Pierce et al., 1989, p. 21). The freedom an employee has to start 

and stop their workday is usually restricted by the notion of a block of core hours 

that all employees work (Golembiewski, Hilles, and Kagno, 1974). For example, 

Company A might have core hours between 9 AM and 3 PM where all 

employees are expected to be at work. Outside of those core hours, employees 

are free to craft the schedule that meets their needs with some employees 

starting as early as 7 AM. It is assumed that the total number of hours worked 

per week by the employee will not change (e.g. 7.5 hours per day) just the start 

and stop time.

Employees working a flextime work arrangement are able to have some 

control over their work day by choosing to work the hours (within certain 

prescribed limits in most organizations) that best suit their personal life. It is 

possible that this increased control over one’s work day could moderate the 

relationship between work/non-work demands and work-life conflict such that the 

employee can choose the working hours that better help them meet non-work 

obligations. For example, two working parents using a flextime schedule could 

arrange their schedule in such a way that the mother is able to bring their child to 

school before leaving for work and the father is able to pick up their child at the 

end of the school day.
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In Canada, the percentage of the workforce using flextime has doubled in 

a ten year period. While 17 percent used flextime in 1991 (Lipsett and Reesor, 

1997), this figure increased to 35.2 percent in 2001 (Statistics Canada, 2004).

In the United States, the 2002 NSCW reports that forty-three percent of 

respondents are able to use flextime (Bond et al., 2003). This figure represents 

an increase of 14 percent from ten years earlier (Galinsky et al., 2004).

6.1.2.1 Advantages and Disadvantages of Flextime
The literature suggests a number of potential advantages and

disadvantages of flextime for both employer and employee. Employer 

advantages include reduced absenteeism (Baltes et al., 1999; Christensen and 

Staines, 1990; Daus et al., 1998; Harvey and Luthans, 1979; Kim and 

Campagna, 1981; Pierce etal., 1989; Ralston, Anthony and Gufstafson, 1985), 

lateness (Baltes et al., 1999; Christensen and Staines, 1990; Dalton and Mesch, 

1990; Daus etal., 1998; Morgan, 1977; Pierce etal., 1989) and turnover (Baltes 

eta l., 1999; Christensen and Staines, 1990; Daus etal., 1998; Peterson, 1980; 

Pierce et al., 1989); improved worker productivity (Baltes et al., 1999;

Christensen and Staines, 1990; Nollen and Martin, 1978a; Pierce et al., 1989; 

Ronen and Primps, 1980; Welch and Gordon, 1980), organizational commitment 

(Pierce and Newstrom, 1982; Welch and Gordon, 1980) and job satisfaction 

(Bohen and Viveros-Long, 1981; Christensen and Staines, 1990; Dunham et al., 

1987; Kim and Campagna, 1981; Nollen, 1979; Orpin, 1981; Pierce et al., 1989; 

Ronen and Primps, 1980) as well as the ability to attract and retain employees 

(Hurrell and Colligan, 1985).
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Employer concerns include potential difficulty in scheduling meetings 

(Frankel, 1998; Nollen and Martin, 1978a; Welch and Gordon, 1980), potential for 

poor communications among staff (Nollen and Martin, 1978a; Welch and Gordon, 

1980), and difficulty in scheduling the coverage of certain jobs at needed times 

(Christensen and Staines, 1990; Daus etal., 1998; Nollen and Martin, 1978a; 

Welch and Gordon, 1980).

Employees can potentially benefit from flextime by better coordinating 

their family responsibilities (e.g. couples with school-aged children could arrange 

their workday so that one spouse drives the children to school in the morning and 

the other spouse can pick up the children after school; Bohen and Viveros-Long, 

1981; Kim and Campagna, 1981; Welch and Gordon, 1980) and many studies 

report employee satisfaction with their leisure time increased after employees 

adopted a flextime schedule (Evans, 1973; Ronen and Primps, 1980). The 

literature does not identify any disadvantages of flextime from the employee 

perspective.

6.1.2.2 Impact of Flextime on Work-Life Conflict

The findings with respect to this issue are varied. Some studies find that 

flextime helps reduce work-life conflict, others report mixed (e.g. flextime helps 

women but not men) or neutral (i.e. flextime did not make a difference) results. 

Still other studies find a negative impact (i.e. flextime exacerbated work-life 

conflict). Studies reporting each of these types of outcomes will be reviewed 

below.
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There is some evidence to suggest that flextime can help employees 

improve work-life balance. Many of the earliest efforts to study the impact of 

flextime on work-life conflict tended to find that flextime did make a difference 

(i.e. found that flextime was negatively associated with work-life conflict).

Winnett, Neale and Williams (1982) studied 71 working parents in 

Washington, DC and found that flextime helped alleviate some of the difficulties 

in coordinating work and family responsibilities. A study by Hicks and Klimoski 

(1981) (n=210) reported that employees who had a flextime arrangement 

reported less work-life conflict than did employees who had conventional 

arrangements. Similarly, Barling and Barenburg (1984) in a study of 54 South 

African employed mothers found that those who had flextime arrangement 

reported less work-life conflict than did employed mothers who had a regular full

time schedule. As well, the Barling and Barenburg study reported less parent- 

spouse and parent-self role conflict as a result of flextime. A study by Walker, 

Fletcher and McLeod (1975) of 125 employees in two British civil service offices 

found that those on flextime reported greater control over work and personal life.

A more current study supported previous findings that flextime was 

associated with lower levels of work-life conflict. Bond et al. (2003) in the most 

recent National Study of the Changing Workforce (NSCW) survey of 2, 810 

respondents reported that employees with access to flextime reported less work- 

family interference. Employees with flextime access were more likely to report 

no work-family interference (32%) and low levels of negative work-family spillover 

(34%) compared to those with little access to flextime (only 19% of whom
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reported no work-family interference and 19% reported low levels of negative 

work-family spillover; Bond et al., 2003).

Some studies have found that flextime helped one gender but not the 

other. For example, Lee (1983) who surveyed 100 employees found fathers 

working flextime increased time spent in child socializing activities (relationship 

and development activities such as playing, teaching, talking). There was no 

change in child-related activities for women. Fast and Frederick (1996) using 

data from the 1992 Canadian General Social Survey (5,060 employed 

Canadians) stated that flextime was associated with lower levels of perceived 

time stress (akin to role overload conceptually) in women but not men. White et 

al. (2003) using two large samples (1,915 and 1,474) in the United Kingdom 

concluded that flextime reduced work-family interference for women but not men.

It should be acknowledged, however, that such positive and mixed 

findings on flextime and work-life conflict are not universal. Secret and Sprang 

(2001) of 374 working parents concluded that the ability to modify work 

arrangements did not reduce the work-life role strain experienced by the 

respondents. Secret and Sprang (2001) argue that the mere existence of family- 

friendly programs is not enough to resolve work-family issues.

Secret and Sprang’s findings were echoed in previous work by Bohen and 

Viveros-Long (1981) and Shinn et al. (1989). The sample sizes were 706 for the 

Bohen and Viveros-Long (1981) study and 644 for the Shinn et al. (1989) study.

In both those studies, the existence of formal flextime programs were of little 

benefit to working parents. It could be that the type of limited flexibility offered by
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flextime (i.e. the opportunity to adjust the start and stop times by an hour or two) 

may not be that useful to working parents compared with the ability to take time 

off midday to take a sick child to the doctor or to attend a parent-teacher 

conference (Shinn et al., 1989). Furthermore, Shinn et al. (1989) noted that 

respondents found that inflexible pick up and drop off times at daycares limited 

the usefulness of flextime. These authors concluded that “flextime at work may 

not benefit parents until schools, day care centers, and other institutions are also 

more flexible” (Shinn et al., 1989, p. 52).

In a study of 179 employees in a wide variety of family situations and 

workplaces, Clark (2001) examined the relationships between three aspects of 

work culture (flexibility of working hours, flexibility of the work itself and 

supportive supervision) and work/life balance. Flexibility of work times was 

unassociated with any of the work or personal outcomes included in the study 

including the ability to balance work and family. Saltzstein et al. (2001) using 

data from a large sample of U.S. Federal Government employees (32,103) found 

that flexible scheduling (i.e. flextime) had no significant impact on work-life 

balance.

There have even been rare instances where the results indicate that those 

working flextime had higher levels of work-life conflict than those on a regular 

work schedule. For example, Dunham et al. (1987)’s survey of 102 employees 

concluded that those who switched to a flextime schedule reported more 

interference with personal activities involving friends and family.
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The reasons for the contradictory findings are speculative but there are 

some sensible possibilities. Zedeck and Mosier (1990) point out that while 

flextime may help people to better juggle their multiple priorities, the program 

does nothing to mitigate the level of demands at home (i.e. child care and 

household duties). Sharpe, Hermse and Billings (2002) observe that many of 

the studies in the literature which examine the impact of flextime on work-life 

conflict are now dated (e.g. Nollen, 1979; Walker, Fletcher and McLeod, 1975) 

and do not reflect recent growth in flextime programs. Sparks, Faragher and 

Cooper (2001) speculate that the inconsistent findings of flextime and work-life 

conflict may lie in whether or not the employees had a choice over their 

schedule. Perhaps employees who are assigned their schedule may find that 

schedule does not meet their needs (Sparks, Faragher and Cooper 2001).

Sparks et al. (2001) point to the work done by the Canadian Aging Research 

Network (CARNET) that supports the critical role of employee choice over 

scheduling. The researchers found that workers who were able to choose their 

worktime schedules reported greater overall well-being and reduced work 

interference with family life, compared with employees assigned to their work 

schedule. This role of perceived flexibility will be addressed more fully in Section

6 .2 .

6.1.3 Telecommuting
Duxbury and Higgins (2002a) define telecommuting as an alternative work

arrangement where an employee regularly works at home one or more complete 

workdays a week in lieu of working in the office. Telecommuting can give
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employees increased control over their work location. This increased control can 

potentially improve the employee’s ability to meet his/her work and family 

obligations by helping the employee time when certain tasks are accomplished. 

For example, a working father may choose to split his workday in such a way that 

he works half days in the morning while his child is at a half-day preschool and 

then finishes his work day in the evening when the child is asleep.

In response to the question of how many people in Canada and the United 

States telecommute, there appears to be no easy answer. A recent article by 

Duxbury and Higgins (2002a) suggests telecommuters are difficult to count and 

estimates vary substantially from source to source because of methodological 

reasons such as how the researchers obtained their sample and the definition of 

telecommuting that was used. Duxbury and Higgins (2002a) citing Nie (1999) 

note that with the speed and cost of computation and connectivity changing 

monthly, any estimate of how many people telecommute is likely to become 

outdated very quickly. Given this caveat, figures on the use of telework 

arrangements are provided below.

Estimates of how many North American workers telecommute vary 

significantly depending on whether or not the estimate counts those who 

telecommute for only part of their workweek. Conservative estimates tend to 

count those telecommuters who work exclusively from home. For example, the 

International Telework Association and Council (sponsored by AT and T) in their 

nationally representative survey of American workers estimates that 6 million 

Americans work exclusively from home (which represents 4.3% of the total U.S

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



125

labour force; Davis and Polonko, 2001). Data from Statistics Canada (2004) 

shows only 6.4% of employees were paid within normal scheduled hours to 

telecommute. A similar percentage of telecommuters (i.e. 6%) was reported by 

Schweitzer and Duxbury (2006) when they examined the 2001 Workplace and 

Employee Survey (WES). Statistics Canada (2004) reports that another 2.6% of 

employees report doing paid overtime from home and an additional 14.1% 

perform unpaid overtime from home.

However, once one factors in those employees who telecommute part of 

their work week but who spend part of their work week working from a second 

location (e.g. an office), the percentage of telecommuters increases. Recent 

numbers from the U.S. Bureau of Labour Statistics (BLS, 2005c) report a figure 

of 20.7 million telecommuters and home office workers in 2004 (15% of the U.S. 

labour force). Figures by BLS do include those telecommuters who do not 

telecommute on a full-time basis.

According to Duxbury and Higgins (2002a), it is safe to say that based on 

the available literature between 8% and 10% of the U.S. workforce telecommute 

at least one full day per week and that millions more employees telecommute on 

an occasional basis. This estimate is consistent with Galinsky, Bond and Hill’s 

(2004) figures from the recent 2002 NSCW report which noted that 2% of 

employees work primarily at home, while another 9% spend part of their regular 

work week working from home.
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6.1.3.1 Advantages and Disadvantages of Telecommuting

Potential employer advantages include increases in productivity 

(Caudron, 1992; DiMartino and Wirth, 1990; Hartman etal., 1992; Huws, 1992; 

Metzger and Von Glinow, 1988), morale (Hill et al., 1998; Riley and McCloskey, 

1997), job satisfaction (Chapman et al., 1995), and decreases in absenteeism, 

turnover, and office overhead (Baruch, 2000; Boyd, 2000; Riley and McCloskey, 

1997). Furthermore, telecommuting could be an aid in the recruitment and 

retention of skilled workers (Boyd, 2000; Chapman et al., 1995; McCloskey and 

Igbaria, 1998).

Potential employer disadvantages include loss of synergy from employee 

informal social interactions which often lead to new ideas and creative solutions 

(Baruch, 2000), difficulties with communication (Baruch, 2000; Chapman et al., 

1995), potential loss of employee commitment and loyalty (Baruch, 2000; 

Chapman et al., 1995), and security concerns about company equipment and 

confidential information (Chapman et al., 1995).

Potential employee advantages include improved performance and better 

productivity (Riley and McCloskey, 1997), better work-life balance (Duxbury, 

Higgins, and Neufeld, 1998; Madsen, 2003; Riley and McCloskey, 1997), 

reductions in commuting time and the stresses associated with commuting 

(Baruch, 2000; Chapman et al., 1995) and an increased potential for living where 

the employee wishes instead of where the employer is located (Baruch, 2000; 

Chapman et al., 1995).
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Potential employee disadvantages include social isolation (Baruch, 2000; 

Chapman etal., 1995), detachment from social interactions (Baruch, 2000), 

reduced career advancement prospects (Baruch, 2000; Riley and McCloskey, 

1997) and negative health consequences (e.g. repetitive strain injuries are more 

likely if the home environment is unsuitable; Baruch, 2000; Chapman et al.,

1995).

6.1.3.2 Impact of Telework on Work-Life Conflict

There are two schools of thought on the impact of telecommuting on work- 

life conflict. One suggests telecommuting decreases work-life conflict while the 

other suggests telecommuting may actually increase work-life conflict. The 

reasons for each position will be discussed followed by a review of the empirical 

literature. How can telecommuting reduce work-life conflict? Duxbury and 

Higgins (2002a) provide several suggestions including increased work-time and 

work-location flexibility and increased control over the pacing and scheduling of 

work both of which should make it easier for employees to juggle personal 

responsibilities around their work hours. Telework may also decrease time in 

commuting which may give employees more time for their families and the 

possibility of providing emergency care for sick children (Duxbury and Higgins, 

2002a).

There is some empirical support for the notion that telecommuting reduces 

work-life conflict. Zedeck and Mosier (1990) noted that the early telecommuting 

literature speculated that working at home might reduce interrole conflict thereby
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improving work-life balance. The notion that telecommuting helped employees 

balance work and life was supported by empirical data collected by Duxbury, 

Higgins, and Neufeld (1998). It should be noted that the Duxbury, Higgins, and 

Neufeld (1998) study was methodologically rigorous, (i.e. pre-test, post-test 

control group design; use of multiple data collection techniques). There were 54 

teleworkers and 36 employees in the control group. Teleworkers had 

significantly lower levels of both work-family interference and family-work 

interference. Role overload did decrease for the teleworker group but was not 

statistically significant. The control group’s levels of role overload, work-family 

interference and family-work interference did not change significantly (Duxbury, 

Higgins and Neufeld, 1998).

Madsen (2003) studied two hundred and twenty-one employees in seven 

corporations in the Minneapolis/St. Paul area. Individuals who worked from 

home at least two days per week (n=98) had lower levels of both work-family 

conflict and family-work conflict compared to those employees who worked on

site at their employer’s place of business (n=123). Lapierre and Allen (2006) 

surveyed 230 employees and found that telework was associated with less 

family-work interference.

DeLay (1995) studied the impact of telecommuting on both work-family 

interference and family-work interference. DeLay (1995) concluded that while 

telecommuters (n=59) had lower levels of work-family interference than non

telecommuters (n=46), there were no statistically significant differences between 

telecommuters and non-telecommuters’ levels of family-work interference.
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DeLay (1995) speculates that telecommuting “is an intervention specifically 

targeted toward relieving stress due to job structure, and, thus, does not address 

family issues” (cited in Madsen, 2003, p. 39).

The main concern expressed by those who feel telecommuting has the 

potential to increase work-life conflict is the notion of permeable boundaries 

(Shamir and Solomon, 1985). According to researchers who espouse this view, 

when non-telecommuters leave work there is a clear separation and distance that 

they can put between themselves and their office. For telecommuters, on the 

other hand, the “office” is always there. This omnipresent office may lead 

employees to work extra hours thus making it more difficult to juggle work and 

family schedules (Shamir and Solomon, 1985). This desire to work harder and 

longer could potentially lead to workaholism and burnout (Shamir and Salomon; 

1985) or what Duxbury and Higgins (2002a) call the “cyberspace sweatshop”. It 

should be noted however that neither Duxbury, Higgins and Thomas (1996) nor 

Baruch (2000) found any evidence supporting the link between telework and the 

prevalence of ‘computer widows’ (i.e. a phenomenon whereby people become 

addicted to continuing to work on their computers and practically abandon family 

life).

There is some empirical support for the notion that telecommuting is either 

neutral or deleterious in its impact on work-life conflict. For example, a study by 

Hill, Hawkins and Miller (1996) concluded that employees using flexplace (i.e. 

telecommuting) were not more successful in achieving work-life balance relative 

to those without the flexibility to telecommute. This conclusion was echoed in
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McCloskey (1998) who examined the impact of teleworking on work-life conflict 

using a sample of 89 telecommuters and 71 non-telecommuters. McCloskey 

concluded that there were no statistically significant differences in the levels of 

work-life conflict between the telecommuters and non-telecommuters.

McCloskey did note, however, that the majority of her telecommuters (i.e. 67%) 

only worked from home three days or less per month. Fast and Frederick (1996) 

using data from the 1992 Canadian General Social Survey (5,060 employed 

Canadians) concluded that telecommuting was not associated with lower levels 

of perceived time stress (similar to role overload).

Not only are there studies suggesting telecommuting is not advantageous 

in helping balance work and family commitments, some studies indicate that 

telecommuters are worse off. For example, Baruch (2000) interviewed 62 British 

teleworkers and found telework was associated with both higher levels of work- 

life conflict and the perception that family stress was now worse compared to the 

levels they felt before they moved to teleworking.

A larger sample survey reached a similar conclusion to Baruch (2000). 

Saltzstein et al. (2001) reported that for their subsample of 2,665 employees, 

telecommuting exerted “a significant negative influence on satisfaction with work- 

life balance” (Saltzstein et al., 2001, p. 463). Saltzstein et al. (2001) suggest it is 

possible that parents with children at home might find working at home frustrating 

and might feel that interruptions had an adverse impact on both their productivity 

and their relationships with their children (Christensen, 1988; Metzger and Von 

Glinow, 1988).
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What was surprising was the fact that Saltzstein et al. (2001) found that 

telecommuting had negative repercussions not only for parents but also for 

childless workers. In this regard, he notes that “it may be that working at home 

generates cross-pressures not just for those with children clamoring for attention, 

but also for those facing greater demands (and less time) for household care and 

maintenance (which are more difficult to ignore working at home)” (Saltzstein et 

al., 2001, p. 463).

In conclusion, the results are mixed with respect to whether or not 

telecommuting helps to reduce work-life conflict. It is suspected that differences 

in sample sizes, the way that the variables were operationalized, the number of 

days per week the respondent spent telecommuting, and whether or not certain 

confounding variables were controlled could explain the reason for the different 

conclusions about work-life conflict and telecommuting.

6.1.4 Shiftwork

In attempting to define shiftwork, it is important to recognize that the 

literature provides no universal definition of shiftwork. Johnson (1997) attributes 

this to the fact that shiftworkers are found in a variety of different industries and 

work in a variety of circumstances (Johnson, 1997). Pierce et al. (1989) define 

shiftwork as a pattern of working-hour arrangements whereby employees work 

defined blocks of time on a regular basis. It is also important to note that shifts 

by their very nature can vary in a number of ways: by the number of hours that 

constitutes a shift (e.g. 8 or 12 hour shifts), the start and stop times for these
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shifts (e.g. some evening shifts may start at 3, 4, or 5 PM), the interruptions 

experienced in hours worked (i.e. some employees working at a before and after

school program work a split shift where they may work from 7 AM until 10 AM 

and return the same day to work from 3 PM until 6 PM) and whether the shift is 

permanently fixed (i.e. the employee only works days, evenings or nights) or 

rotating (i.e. the employee moves from one shift schedule such as evenings and 

switches to nights and so on; Johnson, 1997).

A recent publication by Johnson, Lero and Rooney (2001) noted that in 

1995, 32% of the Canadian labour force were working rotating or non-day shifts. 

The Monthly Labor Review reports that 15 million Americans in 1997 (almost 

17% of the labour force) work non-day shifts (Beers, 2000).

Shiftwork was included in this study for two key reasons. First, the fact 

that shiftwork is a commonly used work arrangement means that its impact on 

work-life conflict needs to be assessed. Second, it provides an effective contrast 

to the other alternative arrangements under consideration (compressed work 

week, flextime and telecommuting) in this thesis. While the other work 

arrangements can be hypothesized to increase an employee’s control over their 

work hours (flextime), work week (compressed work week) or work location 

(telecommuting), shiftwork is typically associated with lower levels of control over 

the timing of work (Johnson, 1997). In most workplaces, employees are 

assigned their shifts and have little say over when they work. For example, 

Johnson (1997) found that schedule control was very low (i.e. average score of 

less than two on a five point scale) for rotating shiftworkers in her study. The
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inability to tailor their schedule to their personal life would suggest that this group 

of workers will experience more difficulty balancing work and family.

6.1.4.1 Advantages and Disadvantages of Shiftwork

Similar to the other work arrangements discussed in this paper, the 

available research in the area enumerates a number of advantages and 

disadvantages of shiftwork. Advantages of shiftwork from the employer’s point of 

view include: being able to meet customer/societal needs (e.g. call centers, 

emergency services; Walker, 1978), securing a greater utilization of capital 

invested in plant and equipment (Pierce et al., 1989; Sergean, 1971; Walker,

1978), and reducing the number of overtime hours through the introduction of an 

additional shift (from two shifts a day to three shifts; Pierce et al., 1989; CLMPC, 

1997).

Employer disadvantages of shiftwork include: the possibility that 

employees who are sleep deprived as a result of working shifts could be less 

productive and risk serious injury (Folkard and Monk, 1979; Monk and Folkard, 

1985; Pierce et al., 1989), scheduling difficulties with some employees refusing 

to work the less desirable shifts (Akerstedt and Torsvall, 1978; Wedderbaun, 

1978) and turnover attributed to those who leave the company because they do 

not wish to continue working shifts (Pierce et al., 1989; Torsvall and Akerstedt, 

1978).

According to Weiss and Liss (1989) and Pierce et al. (1989), there are 

many advantages for employees who work shifts including: the existence of shift
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premiums in some organizations, the possibility to work a second job 

(moonlighting), the appeal to students of juggling work and school schedules, 

and often less supervision on certain shifts (e.g. night shift). Furthermore, some 

people are just better suited to certain shifts because of their biological rhythms 

(Monk and Folkard, 1985).

Despite the aforementioned advantages of shiftwork, the literature makes 

note of the physical and social disadvantages of shiftwork for the employee. One 

key drawback to shiftwork is the interruptions to the employee’s sleep schedule. 

Sleep disruption is a common complaint by the majority of shiftworkers (60-70 

percent; Costa, 1996; Costa et al., 2000; Luna, French and Mitcha, 1997; Pierce 

et al., 1989; Rutenfranz et al., 1985; Tepas and Carvalhais, 1990). Monk and 

Folkard explain that our circadian system “set(s) the stage for sleep at some 

times of day and wakefulness at others” (Monk and Folkard, 1992, p. 27). When 

one’s circadian system is misaligned, this is disruptive to an individual’s ability to 

sleep restfully and to function when they are awake. The result is an increase in 

the body’s production of cortisol and a rise in body temperature when the 

circadian system thinks it is time for the body to wake (Monk and Folkard, 1992). 

These physiological changes interrupt the natural sleep process and can lead the 

shiftworker to feel hungry before he/she has slept restfully for a full eight hours. 

Furthermore, when one is awake working a night shift, the circadian system can 

make staying alert difficult due to body temperature drops and melatonin surges 

(Monk and Folkard, 1992).
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A shiftworker may also be vulnerable to outside influences that result in 

interrupted sleep. The reality for shiftworkers is that the majority of people are 

awake and performing day-to-day tasks while the shiftworker attempts to sleep. 

Regardless of how careful shiftworkers try to block out noise from the outside 

world, Monk and Folkard (1992) note that many shiftworkers complain of sleep 

disruptions caused by traffic and other noises outside their control.

The impact of the misalignment of the circadian system and sleep 

disruptions can lead to many problems for shift workers. There is concern that 

certain monotonous tasks (e.g. driving, quality control) while sleep-deprived 

could lead to a higher risk of serious accidents and injury (Costa, 1996; Folkard, 

Akerstedt, Macdonald, Tucker and Spencer, 2000; Folkard and Monk, 1979; 

Monk and Folkard, 1985; Smith, Folkard and Poole, 1994). Other consequences 

of a circadian system out of sync are feelings of malaise and fatigue (Rutenfranz 

et al., 1977; Czeisleret al., 1982). An exploratory study of nuclear power plant 

workers by Smith and Folkard (1993) echo the findings of the previous authors. 

This study examined the impact of shiftwork on outcomes such as perceived 

health, sleep and social problems, as well as levels of alertness. Overall, the 

night shift proved to be the most problematic in terms of decreases in alertness, 

sleep duration, and sleep quality. Other studies found a strong link between 

working a night shift and sleep troubles (Akerstedt, 1985; Rutenfranz et al.,

1985).

Several researchers (Angersbach et al., 1980; Costa, 1996; Costa et al., 

2000; Rutenfranz et al., 1977; Parkes, 1999, Smith et al., 1999; Tucker, Smith,
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Macdonald, and Folkard, 2000; Vener, Szabo, and Moore, 1989) have noted that 

shiftworker concerns about gastro-intestinal troubles are another frequent 

complaint. Problems associated with this type of distress can range from more 

serious conditions such as ulcers to milder troubles such as change of appetite, 

constipation, diarrhea or indigestion. Researchers have also found a positive 

association between shiftwork and psychological distress (Barton, 1994; Barton, 

Smith, Totterdell, Spelten, and Folkard, 1993; Costa, 1996; Tucker, Barton, and 

Folkard, 1996; Williamson, Gower and Clarke, 1994).

6.1.4.2 Impact of Shiftwork on Work-Life Conflict

There is some intuitive appeal to the notion that employees working 

shiftwork would have higher levels of work-life conflict than those working a 

conventional 9 to 5 schedule. Shift workers are not as easily able to schedule 

evening and weekend activities as their friends who work a regular 9 to 5 day 

(Weiss and Liss, 1989). Furthermore, certain shiftworking professions such as 

police officers, medical staff and fire fighters are required to work holidays such 

as Christmas, New Year and Easter. Therefore, it is easy for the shiftworker to 

feel out of sync with friends and family (Fenwick and Tausig, 2001). A review of 

the literature as discussed below suggests, however, there is no consensus on 

the impact of shiftwork on work-life conflict.

Empirical studies linking shiftwork to higher levels of work-life conflict 

(relative to those not working shiftwork) do exist. For example, a study of 286 

hotel employees (Shamir, 1983) found a strong positive association between 

shiftwork and work-nonwork conflict. A survey of 828 Canadian police officers by
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Burke (1988) reported that police officers working shiftwork reported greater 

work-family conflict than those officers working a regular schedule. Staines and 

Pleck (1983) examined the data from the 1977 QES (1,515 respondents) and 

found that working shiftwork was associated with increased levels of work-family 

conflict and reduced levels of marital satisfaction, marital happiness and family 

satisfaction. White and Keith’s (1990) study of 1,668 shiftworkers also found that 

shift work was associated with reduced marital happiness, more reports of 

parental difficulties with their children and a higher chance of becoming divorced. 

Bohle and Tilley (1989) interviewed sixty Australian female student nurses and 

concluded that shiftwork was associated with lower levels of work-family conflict. 

Other studies linking shiftwork to higher levels of work-life conflict include: 

Kingston and Nock (1985); Nock and Kingston (1984); Knutsson et al., (1986); 

Nock and Kingston (1988); Tasto and Colligan (1978); Tepas (1985).

Two large-sized sample studies do not, however, replicate these findings. 

For example, Fast and Frederick (1996) examined the 1992 General Social 

Survey data of 5,060 employed Canadians and they concluded that shiftwork 

was not associated with higher levels of perceived time stress (similar to role 

overload). Fenwick and Tausig (2001) examined the 1992 National Study of the 

Changing Workforce (NSCW) in which 2,905 employed American workers were 

interviewed. Fenwick and Tausig examined the impact of a variety of shift 

arrangements on both lack of work-home balance and conflict between work- 

home. In only one case (weekend work only) was a shiftwork arrangement 

statistically significant and positively associated with conflict between work and
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home. In the other two cases (i.e. rotating shift, non-day shift), there was no 

statistically significant positive association between shiftwork and conflict 

between work and home. Furthermore, there was no statistically significant 

negative association between shiftwork and work-home balance for any of the 

shiftwork arrangements (i.e. rotating, non-day, weekend only).

In conclusion, there is some evidence to suggest an association between 

shiftwork and work-life conflict but the results are certainly not unequivocal. It is 

hoped that the findings from this thesis will help to clarify this relationship.

Finally, it should be noted that for all four work arrangements (i.e. flextime, 

compressed work week, telework and shiftwork), prior efforts to examine the 

relationship between the work arrangement and work-life conflict have focused 

on establishing a direct effect. Despite the use of several different academic 

databases (e.g. ABI, Psyclnfo and Social Sciences Index), we were unsuccessful 

in finding any empirical studies which examined the role of a given alternative 

work arrangement or shiftwork as a moderator of the relationship between 

demands (either work or non-work) and work-life conflict. It is hoped that this 

thesis will make a contribution to the literature in this area.

6.2 Perceived Flexibility

This section will present evidence that perceived flexibility can be 

considered to be a form of control over work-life interface. First, perceived 

flexibility will be defined. Second, we will link perceived flexibility to the idea of 

control. Third, we will review the literature on perceived flexibility and its 

relationship to work-life conflict and alternative work arrrangements.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



139

A review of the literature on perceived flexibility suggests a variety of 

names have been used to characterize the construct we are calling perceived 

flexibility including: schedule control (e.g. Fenwick and Tausig, 2001; Voydanoff, 

1988), schedule flexibility (e.g. Smith Major et al., 2002), schedule inflexibility 

(e.g. Greenhaus et al., 1989), supervisor flexibility (e.g. Greenberger, Strasser, 

Cummings, and Dunham, 1989), and perceived job flexibility (e.g. Hill et al.,

2001). Despite the diversity of terms associated with perceived flexibility, the 

conceptualization remains consistent. Perceived flexibility (or its equivalent 

moniker) is essentially the amount of control a respondent has over their work 

hours and their work location (Duxbury and Higgins, 2001).

Perceived flexibility can be seen as a global form of control over the work- 

family interface which encompasses perceptions of both when one works and 

where one works. An employee with greater perceived flexibility should be better 

able to balance his/her work and non-work responsibilities because he/she can 

decide the timing of his/her work in accordance with his/her non-work obligations. 

This enhanced sense of control should lead to a lower level of work-life conflict.

This construct recognizes that while the availability of an alternative work 

arrangement should theoretically enhance control over the timing of one’s work 

day, this arrangement by itself may not be sufficient to help the employee 

balance work and family commitments. For example, if the work arrangement is 

imposed on the employee or if the workload, work culture and/or the employee’s 

supervisor make it difficult for an employee to take advantage of the flexibility 

inherent in the alternative work arrangement, then the employee is only nominally
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working such an arrangement. In this case, a particular work schedule would not 

be linked to an increased sense of control.

Alternately, an employee who works a fixed schedule according to the 

official company rules (i.e. on the books) but who has a say in where and when 

they work may experience a higher amount of actual control in comparison to 

their alternative work arrangement counterpart.

In addition to the fact that perceived flexibility has many different names, 

the way it has been measured has also varied in the literature. Several authors 

have used a one or two item measure for perceived flexibility. For example, in 

the NSCW studies, Bond et al. (1998, 2003) used one item (i.e. control over 

scheduling work hours). Other authors using the NSCW data (e.g. Anderson et 

al., 2002; Fenwick and Tausig, 2001) also report using the same item to measure 

perceived flexibility. Greenhaus et al. (1989) used a two-item measure for 

schedule inflexibility (e.g. how flexible is your work schedule). Other authors 

(e.g. Duxbury and Higgins, 2001; Major Smith et al., 2001; Thomas and Ganster, 

1995) have used multi-item measures of perceived flexibility. As seen in section 

6.2.1, regardless of the way perceived flexibility is defined and measured, the 

results reported are remarkably consistent.

Literature will be reviewed in this section to support the decision to treat 

perceived flexibility as an independent variable (models 1-3), a moderating 

variable (models 1-3) and a dependent variable (model 4). The literature 

supporting the negative association between perceived flexibility and work-life 

conflict will be presented first. Second, the potential for perceived flexibility to
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moderate the relationship between demands and strain will be discussed. Third, 

the possible use of perceived flexibility as a dependent variable will be explored.

6.2.1 Relationship Between Perceived Flexibility and Work-Life Conflict

Inter-role conflict (Kahn et al., 1964) positions employee’s work and non

work demands as competing demands. Perceived flexibility helps employees 

fulfill these two sets of role demands (i.e. work demands and non-work demands) 

by reducing the probability that employees will have to simultaneously perform 

work and non-work demands at the same time. Heightened levels of perceived 

flexibility will enable employees to better balance and prioritize their competing 

work and non-work demands thereby reducing their levels of work-life conflict 

(relative to their counterparts with limited or no perceived flexibility).

There is some empirical evidence to indicate that perceived flexibility is 

associated with lower levels of work-life conflict. Several of these studies 

employ large samples and use the term schedule control to denote perceived 

flexibility (Anderson et al., 2002; Bond et al., 1998, 2003; Fenwick and Tausig, 

2001; Galinsky, Kim and Bond, 2001; Pleck, Staines and Lang, 1980; Staines 

and Pleck, 1983).

Data from the two most recent NSCW reports (Bond et al., 1998, 2003) 

indicate that perceived flexibility (operationalized as schedule control) is 

associated with less negative spillover from work to home. Bond et al.’s sample 

sizes were 2,877 (1998) and 2,810 respondents (2003). Furthermore, data from 

Galinsky, Kim and Bond (2001) (n=1,003) suggests that perceived flexibility is
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associated with lower levels of feeling overworked. While 45% of those who say 

they cannot change their work schedules to be able to work their preferred hours 

experience high levels of feeling overworked, only 33% of those who can change 

their work schedules felt this way. Anderson et al. (2002) using data from the 

1997 National Study of the Changing Workforce (2,248 respondents) reported 

that perceived flexibility was associated with less work-family conflict. Fenwick 

and Tausig (2001) used data from the 1992 National Study of the Changing 

Workforce (2,905 respondents) and concluded that perceived flexibility 

significantly increases work-home balance. Two other studies (Pleck, Staines 

and Lang, 1980; Staines and Pleck, 1983) using the 1977 QES (1,515 

respondents) concluded that schedule control is negatively associated with work- 

family conflict.

Other researchers using a different name for perceived flexibility came to 

similar conclusions about the association between perceived flexibility and lower 

levels of work-life conflict. Hill et al. (2001) used data from a 1996 IBM work and 

life issues survey in the United States (N=6451). Given the same workload, 

individuals with perceived job flexibility (in both timing and location of work) had 

more favourable work-life balance. This flexibility enabled employees to work 

longer hours before experiencing conflict between work and family. Job flexibility 

was found to be particularly beneficial for parents who found this flexibility useful 

in dealing with unpredictable family circumstances such as a child becoming ill 

while at school (Hill et al., 2001).
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Large sample Canadian studies also support the notion that perceived 

flexibility (operationalized as control at work) is associated with lower levels of 

work-life conflict. For example, three different studies (Work and Family Study, 

Work and Home Life Study and Workplace Flexibility Study) by CARNET (the 

Canadian Aging Research Network) surveyed large numbers of respondents in 

Canada and reached similar conclusions. The first study (i.e. the 1993 Work and 

Family Study) surveyed respondents (N=5496) from eight Canadian 

organizations representing five employment sectors (government, education, 

financial services, health care and manufacturing). The second study (i.e. the 

1994 Work and Home Life Study) surveyed employees (N=1700) from three 

Canadian organizations. The third study (i.e. the 1995 Workplace Flexibility 

Study) surveyed workers (N=354) from a large Canadian financial institution. All 

three studies concluded that employees who had work arrangements that they 

requested reported lower levels of work-family interference than employees who 

were hired into or assigned to their current work arrangement (Gottlieb, Kelloway 

and Barham, 1998).

Other studies with smaller sample sizes have also concluded that 

perceived flexibility is associated with lower levels of work-life conflict. For 

example, Greenberger et al. (1989) concluded that supervisor flexibility 

(operationalized similarly to perceived flexibility) was negatively associated with 

role strain in a sample of 169 married women with children who were employed 

in Southern California. Thomas and Ganster (1995) gathered data at 45 acute- 

care facilities from 398 health professionals who had children aged 16 years or
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younger at home. The authors concluded that perceived flexibility 

(operationalized as perceptions of control over areas of work and family 

activities) was significantly and negatively associated with work-family conflict.

Another term for perceived flexibility is schedule flexibility. Two studies by 

two different sets of authors reported similar findings. Galambos and Walters 

(1992) studied 48 dual earner couples in British Columbia and concluded that 

lack of schedule flexibility was positively associated with role overload 

(operationalized as role strain) for both husbands and wives. Smith Major et al.

(2002) surveyed 513 employees in a Fortune 500 company and noted a 

negative, statistically significant association between schedule flexibility and 

work-family interference.

In section 6.1.4, it was pointed out that shiftwork is notorious for not 

offering employees the opportunity to choose their schedule. Certain studies 

have suggested that there are certain benefits associated with employees being 

able to choose their own shift (a form of control). For example, Voydanoff (1988) 

found that those who had little choice in selecting their shift had higher levels of 

work-life conflict than those who were able to choose their shift. Voydanoff’s 

study is based on a subsample (757 working men and 270 working women) of 

the 1977 QES. Havlovic, Lau and Pinfield (2002) surveyed 520 nurses in British 

Columbia. Those nurses who worked their preferred shift reported lower levels 

of interference with activities with family and friends. Barton (1994) studied 587 

nurses and midwives in England and Wales and concluded that those who chose 

to work night shifts reported fewer health, sleep, social and domestic complaints
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compared to those who did not choose to work nights. Barton, Smith, Totterdell, 

Spelten and Folkard (1993) surveyed 1,082 nurses and midwives (all of whom 

worked shiftwork) and concluded that those with higher levels of schedule control 

reported lower levels of social and domestic disruption than those with lower 

levels of schedule control.

It should be noted that some studies found mixed support for the notion 

that perceived flexibility is associated with lower levels of work-life conflict. 

Greenhaus, Parasuraman, Granrose, Rabinowitz and Beutell (1989) surveyed a 

matched sample of 119 men and 119 women who were dual career couples. 

Greenhaus et al. (1989) reported a statistically significant positive association 

between schedule inflexibility and work-family interference (operationalized as 

time-based conflict) for men but not for women. There was no statistically 

significant association between schedule inflexibility and strain-based conflict (i.e. 

role overload) for either men or women.

In conclusion, there is strong support for the notion that perceived 

flexibility is associated with lower levels of work-life conflict. Compared to the 

literature on alternative work arrangements, two conclusions can be reached for 

perceived flexibility. First, fewer studies have been conducted on the relationship 

between perceived flexibility and work-life conflict (in comparison to the number 

of studies on various alternative work arrangements and work-life conflict). 

Second, the studies on perceived flexibility and work-life conflict have produced 

strong support for that particular association whereas the results for alternative
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work arrangements and work-life conflict have been more mixed and less 

convincing.

6.2.2 Perceived Flexibility Moderating Demands and Work-Life Conflict

Relative to the number of studies indicating that higher levels of perceived 

flexibility are associated with lower levels of work-life conflict (i.e. testing a direct 

effect), there are only a few studies that have tested whether or not perceived 

flexibility moderates the relationship between demands and work-life conflict. 

Among these studies, the evidence supporting an interaction effect is mixed.

Early efforts testing for interactions with perceived flexibility were 

encouraging. For example, Staines and Pleck (1983) using the 1977 QES data 

(1,515 respondents) concluded that perceived flexibility (operationalized as 

schedule control) moderated the relationship between excessive weekly hours 

and work-family interference as well as the relationship between weekend work 

and work-family interference. Staines and Pleck (1986) using a subsample of the 

1977 QES data (1,090 respondents) noted that perceived flexibility 

(operationalized as schedule control) moderated the relationship between 

shiftwork and work-family interference and that these buffering effects were 

more evident among women than men.

Later efforts at testing for interaction effects have been less successful. 

Thomas and Ganster (1995) computed a series of hierarchical regressions in 

which the interaction between perceived flexibility (operationalized as 

perceptions of control over areas of work and family) and work-family conflict on
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each of the strains (i.e. job satisfaction, depression, somatic complaints, 

cholesterol) was tested. Unfortunately, there were no statistically significant 

interactions. It is important to note that the thesis models are not the same as 

Thomas and Ganster’s model since we use work-life conflict as a dependent 

variable in models 1-3 whereas Thomas and Ganster used work-life conflict as 

an independent variable.

Smith Major et al. (2002) surveyed 513 employees in a Fortune 500 

company and examined the extent to which schedule flexibility buffers the 

relationship between long work hours and work-family interference. Again, no 

interaction effects were found. Both Thomas and Ganster (1995) and Smith 

Major et al. (2002) concluded that while perceived flexibility is associated with 

lower levels of work-life conflict (demonstrating a direct effect), these researchers 

were unable to detect a statistically significant interaction.

6.2.3 Relationship Between Perceived Flexibility and Alternative Work 
Arrangements

This thesis also considers the question of whether or not those who work 

an alternative work arrangement experience a heightened sense of perceived 

flexibility (model 4). It stands to reason that someone working an alternative 

work arrangement where they can choose the hours worked (flextime), days 

worked (compressed work week) or location (telework) should experience 

greater perceived flexibility than those working a conventional Monday-Friday, 9 

to 5 work schedule where work day, work hours and location are fixed.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



148

Conversely, because shiftwork arrangements tend to be imposed on employees, 

those working shiftwork should report lower levels of perceived flexibility.

A review of the literature was unable to uncover any empirical literature 

that explores the association between alternative work arrangements and 

perceived flexibility (or any of its synonyms such as perceived schedule flexibility, 

schedule control, schedule flexibility, schedule inflexibility, supervisor flexibility 

and perceived job flexibility). The following databases were consulted: ABI, 

JSTOR, EBSCO and Scholar’s Portal. It is hoped that model 4 of this thesis will 

help to contribute to our understanding of the association between alternative 

work arrangements and perceived flexibility. It is possible that certain alternative 

work arrangements are positively associated with perceived flexibility while other 

alternative work arrangements are not. Such a finding would have important 

consequences with respect to which arrangements an employer should consider.

Therefore, it is hoped that the empirical work on the association between 

alternative work arrangements and perceived flexibility will contribute to the 

literature by helping us understand the relationship between these two 

constructs.

6.3 Supervisor Support

This section will discuss the role of supervisor support as a form of control 

over work-life interface. First, supervisory support will be defined. Second, we 

will provide evidence supporting our decision to consider supervisor support as a 

form of control. Third, we will review the literature on supervisor support and its
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relationship to work-life conflict (models 1, 2, and 3) and perceived flexibility 

(model 4).

Bahr (1995) notes that a variety of definitions for supervisor support 

appear in the literature. For example, Hughes and Galinsky (1988) define 

supervisor support as supervisor sensitivity (i.e. the extent to which a supervisor 

is viewed as supportive of the employee in the work role as well as flexible and 

understanding about the employee’s family role). Other authors (e.g. Goff et al., 

1990; Thomas and Ganster, 1995; Warren and Johnson, 1995) define supervisor 

support as the degree to which supervisors are willing to discuss family-related 

problems and be flexible when emergencies arise. While these definitions 

provide a good starting point, they are not a thorough depiction of what it means 

to be a supportive supervisor. A better, more comprehensive definition was 

developed by Duxbury and Higgins (2001) who defined the construct in 

behavioural terms as working for a supervisor who ”is a good communicator, 

focuses on output rather than hours, demonstrates respect for employees and 

supports their career development” (Duxbury and Higgins, 2001, p. 55). 

Furthermore, Duxbury and Higgins (1997) identify supportive supervisor 

behaviours such as making it easier for employees to balance work and nonwork 

obligations by allowing schedules to be re-arranged and flexible work 

arrangements to be used.

Supervisor support can be considered a form of control because of the 

amount of influence he/she has over key facets of their employees’ day. In 

many organizations, it is the supervisors who have the final say on whether or

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



150

not an employee can vary his/her hours of work or use a particular alternative 

work arrangement such as telework. An individual’s supervisor also assigns 

workload. It would appear, therefore, safe to assume that an individual’s 

supervisor has the ability to impact the sense of control the employee has over 

his/her workday and their ability to balance work and family.

In thesis models 1-3, it is hypothesized that supervisor support can either 

influence work-life conflict directly (direct effect) or indirectly by moderating the 

relationship between demands and work-life conflict (interaction effect). In Model 

4, it is hypothesized that supervisor support can either influence perceived 

flexibility directly (direct effect) or indirectly by moderating the relationship 

between alternative work arrangements and perceived flexibility (interaction 

effect). The next section will provide a brief explanation as to why supervisor 

support is expected to perform as hypothesized in the thesis models followed by 

a review of the relevant literature.

First, the literature supporting the negative association between supervisor 

support and work-life conflict will be presented. Second, the potential for 

supervisor support to moderate the relationship between demands and work-life 

conflict will be discussed. Third, the literature supporting the positive association 

between supervisor support and perceived flexibility as shown in model 4 will be 

presented. Fourth, the literature supporting the potential for supervisor support 

to moderate the relationship between alternative work arrangements and 

perceived flexibility (also associated with model 4) will be presented.
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6.3.1 Relationship between Supervisor Support and Work-Life Conflict
The direct relationship between supervisor support and work-life conflict

can be justified as follows. Supervisors can play a key role in helping employees 

reduce work-life conflict by informing employees about corporate policies (e.g. 

alternative work arrangements, personal leave days) designed to help employees 

balance work and family obligations (Galinsky and Stein, 1990). Voydanoff 

argues that when supervisors “respond positively to discussing and 

accommodating employees’ family obligations, employees are likely to feel 

comfortable using available work-family policies” (Voydanoff, 2004, p. 403). 

Furthermore, Carlson and Perrewe (1999) argue that supervisors who are 

flexible by allowing an employee to leave work early when the employee has to 

respond to a family-related issue (e.g. a sick child or elderly relative) can help the 

employee lower his/her work-life conflict. Carlson and Perrewe (1999) also 

suggest that those supervisors who are open to hearing employees’ family- 

related problems and providing solutions may help reduce an employee’s sense 

of work-life conflict. Supervisors who model a sense of work-life balance in their 

own lives and who don’t penalize those who value work-life balance are also vital 

in reducing an employee’s work-life conflict (Duxbury and Higgins, 1997; Thomas 

and Ganster, 1995).

There is some evidence to support the notion that supervisor support is 

directly associated with lower levels of work-life conflict. Three studies 

supporting this notion come from large sample studies. For example, Anderson 

et al. (2002) examined the 1997 NSCW (2,248 respondents) and noted that 

supervisor support was associated with lower levels of both work-family
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interference and family-work interference. Bond et al. (2003) reported that in the 

latest NSCW report (sample size was 2,810 respondents), employees who rate 

their supervisor high in supervisor support report less interference between job 

and family and lower levels of negative spillover relative to those who reported 

low levels of supervisor support. Grzywacz and Marks (2000) used data from the 

National Survey of Midlife Development in the United States (n=1,986) and 

reported that lower levels of support at work (operationalized as both coworker 

and supervisor support) was associated with higher levels of work-family 

interference (operationalized as negative work-family spillover) and higher levels 

of family-work interference (operationalized as negative family-work spillover).

Other studies with relatively fewer respondents than the NSCW have also 

supported the notion that supervisor support is associated with less work-life 

conflict. Secret and Sprang (2001) who studied the responses from 374 working 

parents concluded that parents with supportive supervisors were 2.7 times less 

likely to experience role strain. Thomas and Ganster (1995) with a sample of 

398 health professionals concluded that supervisor support was significantly and 

negatively associated with work-family conflict. Frone, Yardley and Markel 

(1997) with their sample of 372 employed adults noted that supervisor support 

was negatively and statistically significantly associated with both role overload 

(operationalized as work overload) and work-family conflict. The association 

between supervisor support and family-work conflict was not statistically 

significant.
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Warren and Johnson (1995) studied 116 employed mothers and reported 

that supervisor support (i.e. supervisor flexibility and supervisor sensitivity) was 

negatively associated with work-family role strain such that those with supportive 

supervisors reported lower levels of work-family role strain. Goff, Mount and 

Jamison (1990) surveyed 253 respondents of a large, Midwestern United States 

organization and concluded that supervisor support was associated with less 

work-family conflict. Jones and Butler (1980) surveyed 181 married American 

sailors and remarked that supervisor support was negatively associated with 

work-family conflict (results were statistically significant).

Some studies provided mixed results. For example, Greenglass et al. 

(1988) concluded that supervisor support was associated with less role conflict 

for women (229 teachers) but not for men (327 teachers). Hughes and Galinsky 

(1988) came to the opposite conclusion when the studied data from the 1977 

QES. Hughes and Galinsky (1988) studied a subsample of 285 working parents 

and noted that supervisor insensitivity to work and family role was associated 

with greater work-family interference for men only. Furthermore, some studies 

such as Greenberger et al. (1989) have found that supervisor support was not 

associated with role strain for any of the three groups (i.e. 80 married men, 169 

married women, 72 single women) that were studied in Southern California.

It should be noted that not all studies found a positive or neutral 

relationship between supervisor support and lower levels of work-family conflict. 

Clark (2001) found that work/family balance was lower when employees had a 

supportive supervisor. The authors point out that it is unlikely that supportive
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supervision is responsible for decreasing the work/family balance. It is more 

likely that those experiencing high levels of work/family conflict are seeking out 

the help of supportive supervisors. However, because the study is cross- 

sectional, causal relationships cannot be claimed.

6.3.2 Supervisor Support Moderating Demands and Work-Life Conflict

An argument can also be made that supervisors can also moderate the 

relationship between demands and work-life conflict (models 1-3). Supervisors 

often are responsible for delegating work to employees. Therefore, supervisors 

have some influence over the level of work demands experienced by employees. 

Therefore, supervisors can modify the workload of an employee which in turn can 

reduce the level of the employee’s work-life conflict. The reverse situation is also 

true. A supervisor also has the power to increase an employee’s workload and 

be insensitive to work-life balance issues. In this situation, a supervisor might 

actually strengthen that relationship between work demands and work-life 

conflict.

While there is some intuitive appeal to the notion that supervisor support 

can moderate the relationship between demands and strain, the limited empirical 

literature does not provide much support for this contention. For example, 

Carlson and Perrewe (1999) studying 314 state government workers concluded 

that there was empirical support for work social support (operationalized as the 

quality of the relationships respondents have with their supervisors, coworkers 

and subordinates) providing a direct effect (i.e. work social support was
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negatively associated with work-family conflict at a statistically significant level) 

but not a moderating effect.

Frone, Russell and Cooper (1995) studying 596 married, employed Erie 

County, NY respondents concluded that social support (measured using Cohen 

and Floberman’s 1983 Interpersonal Support Evaluation List) did not buffer the 

relationships between stressors such as work overload and work-family conflict 

and outcomes such as depression and psychological distress.

Parasuraman, Greenhaus and Granrose (1992) interviewed 119 men and 

119 women who were partners in a two-career relationship and concluded that 

work social support did not buffer the relationships between role stressors such 

as role overload and work-family conflict. Ray and Miller (1994) studied 119 

women (nurses and nursing assistants). They examined various forms of 

support including supervisor support and concluded that there were no significant 

buffering effects of support on the relationship between home/work stress and 

outcomes such as emotional exhaustion, depersonalization and reduced 

personal accomplishment. Lastly, Fu and Shaffer’s (2001) study of 267 

employees in a Hong Kong university tested for moderator effects of supervisor 

support on the relationship between hours spent on paid work and various forms 

of work-life conflict (e.g. time-based work-family interference, strain-based work- 

family interference, and behavior-based work-family interference). No 

moderator effects of supervisor support were found.

An extensive search of the literature yielded only one study in which 

supervisor support moderated the relationship between demands and work-life
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conflict. A longitudinal Dutch study (n=6883) found that supervisor support 

moderated the impact of work demands on work-family conflict (Jansen, Kant, 

Kristensen, and Nijhuis, 2003). Why Jansen et al. (2003) found a buffering effect 

and the other studies did not is a matter of speculation. One possible 

explanation is how work-life conflict is measured. The other researchers used 

multi-item, bi-directional measures for work-life conflict (i.e. both work-family 

interference and family-work interference were measured) whereas Jansen et al.

(2003) only used a single item to measure work-family conflict (e.g. are you able 

to adequately combine work and family life?). A second explanation involves the 

type of study. The Jansen et al. (2003) study was the only longitudinal study (the 

other studies used a cross-sectional design).

The conclusion for supervisor support is similar to the one reached for 

perceived flexibility. There is ample evidence to indicate supervisor support is 

associated with lower levels of work-life conflict (direct effect) but no evidence to 

suggest supervisor support moderates the relationship between demands and 

strain. This thesis will however test both relationships in Models 1-3 as it is 

hoped that the more rigorous methodology used in this thesis will allow us to 

make more definitive statements with respect to the relationship between 

supervisor support and work-life conflict.

6.3.3 Relationship between Supervisor Support and Perceived Flexibility

The direct relationship between supervisor support and perceived 

flexibility postulated by model 4 is based on the premise that supervisors can
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potentially enhance an employee’s perceived flexibility. Supervisors, for 

example, often have the discretion to permit an employee to leave early or take 

unofficial leave in situations where a family-related emergency has resulted 

(Galinsky and Stein, 1990). For example, a child calls from school because 

he/she is sick. Such efforts by a supervisor to be sensitive to employees’ non

work obligations and permit the time to deal with non-work related problems 

could potentially enhance an employee’s perceived flexibility.

A review of the literature did not uncover any empirical literature that 

explores the association between supervisor support and perceived flexibility (or 

any of its synonyms such as perceived schedule flexibility, schedule control, 

schedule flexibility, schedule inflexibility, supervisor flexibility and perceived job 

flexibility). The following databases were consulted: ABI, JSTOR, EBSCO and 

Scholar’s Portal. Therefore, it is hoped that the empirical work on the association 

between supervisor support and perceived flexibility will contribute to the 

literature. Understanding the positive association between supervisor support 

and perceived flexibility would have important practical implications for the 

workplace. If we accept the premise that supervisor support is positively 

associated with perceived flexibility, then organizations need to help supervisors 

understand how enhancing an employee’s perceived flexibility is helpful to the 

organization. Enhanced perceived flexibility is associated with lower work-life 

conflict which is, in turn, associated with higher levels of organizational 

commitment and job satisfaction and lower levels of intent to turnover.
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6.3.4 Supervisor Support Moderating Alternative Work Arrangements and 
Perceived Flexibility

An argument can also be made that supervisors can also moderate the 

relationship between alternative work arrangements and perceived flexibility 

(model 4). This hypothesis is based on the premise that supervisors may play a 

critical role in the use of other forms of control (i.e. alternative work 

arrangements, perceived flexibility) discussed in this thesis. As noted earlier, 

supervisors often have the final say on whether or not an employees’ request to 

work a given alternative work arrangement will be approved. Given the 

assumption that a particular work arrangement may enhance an employee’s 

sense of perceived flexibility, the supervisor can act as the “gatekeeper” in 

approving the employee’s request. As noted in Duxbury and Haines, “until a 

manager has a favorable attitude towards a given work arrangement, little or 

nothing is going to happen” (Duxbury and Haines, 1991, p. 96). Duxbury and 

Haines (1991) go further to suggest that efforts to gain supervisor buy-in must 

focus not on the benefits to the employee but on the benefits to the organization. 

This view is echoed by Powell and Mainiero (1999) who note that the degree to 

which alternative work arrangements are actually available to the individual 

depends on the immediate supervisor. Supervisor support may help the 

employee enhance his/her flexibility through his/her support of the given 

alternative work arrangement. In this context, supervisor support can be seen as 

a moderator variable with supervisor support buffering the relationship between 

alternative work arrangements and perceived flexibility.
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Unfortunately, despite using numerous academic databases (i.e. ABI, 

JSTOR, EBSCO and Scholar’s Portal), no literature was uncovered on the 

potential of supervisor support to moderate the relationship between alternative 

work arrangements and perceived flexibility. As previously noted, it is hoped the 

empirical work done in this thesis will contribute to the literature. Understanding 

whether or not supervisor support can moderate the relationship between 

alternative work arrangements and perceived flexibility has practical implications 

for the organization. If supervisor support does moderate this relationship, then 

organizations need to consider how to strengthen the supervisors’ role so that 

he/she can properly support the relationship between alternative work 

arrangements and perceived flexibility. If we merely focus on the relationship 

between alternative work arrangements and perceived flexibility, we may miss 

out on the crucial role played by the supervisor in the success of this relationship.
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7. Impact of Gender and Job Type
“I have yet to hear a man ask for advice on how to combine marriage and a 
career” (Gloria Steinem).
(www.brainyquote.com/quotes/authors/q/qloria steinem.html)

The literature is supportive of the notion that both gender and socio

economic status confound the association between work/non-work demands and 

work-life conflict. This section will justify the decision to control for both gender 

and socio-economic status in the thesis model. Gender will be discussed first. 

This will be followed by job type. The final part of the section looks at why 

gender and job type should be considered together.

7.1 Gender

This section will demonstrate how gender can be considered a covariate 

of the variables (i.e. demands, work-life conflict, control) included in model 1-4 in 

this thesis. How do societal expectations around gender inform our discussion? 

This question is best answered by providing a brief summary of gender role 

theory. This is followed by a discussion of how gender is associated with 

demands, work-life conflict and control overwork-life interface.

Gender role socialization is the process through which “individuals acquire 

a gender identity as well as ways of acting, feeling, and thinking that are 

appropriate to the gender expectations of their society.” (Robinson and Salamon, 

1987, p. 124). Gender role theory suggests that men and women have a 

different core role that is primary to this gender identity (Barnett and Baruch, 

1987). These core roles are driven by societal expectations and pressures. 

Societal norms support the notion that men’s core role is the good provider and
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breadwinner (Barnett and Baruch, 1987; Simon, 1995; Voydanoff, 1987). Society 

also supports the notion that women’s core role is the nurturer and caregiver of 

the family (Barnett and Baruch, 1987; Simon, 1995; Voydanoff, 1987).

A review of the literature indicates that there are gender differences in 

three of the main constructs in our models: demands, control and work-life 

conflict. The relationship between gender and these three constructs will now 

be examined.

7.1.1 Gender Differences in Demands

In examining the relationship between gender and demands, it is 

important to consider the full array of demands faced by today’s workers: those 

associated with employment and family (i.e. non-work demands) and not total 

demands. The literature (e.g. Bianchi and Raley, 2005; Marini and Shelton,

1993; Pleck and Staines, 1985; Robinson and Godbey, 1997; Zick and 

McCullough, 1991) shows that if you look at total demands, there are no gender 

differences. Men do more paid work, women more unpaid work, but total time in 

work and family is the same. This finding supports the decision to look at work 

and non-work separately in thesis models 1-3.

Gender role theory would suggest that since men envision their core role 

to be the breadwinner and good provider, they will spend more time than women 

in paid employment. Furthermore, women, in their core role as nurturer will 

spend more time than men in household and childcare tasks. The empirical 

evidence provides strong support for these suppositions.
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There is strong evidence to indicate that North American men, on 

average, work longer hours in paid employment than women. Men in Canada 

work more hours on average in paid employment (Duxbury and Higgins, 2002b; 

Fast and Frederick, 2004; Higgins, Duxbury and Lee, 1994; Macbride-King,

1990). Furthermore, not only are the mean number of hours in paid employment 

higher for men, the percentage of men working a long work week is higher than 

the percentage of women. Shields (1999) used data from the National 

Population Survey conducted by Statistics Canada (n=2,181 male and 1,649 

female workers, aged 25 to 54) to show that on average men were more likely 

than women to work long hours in paid employment. Among those working full

time (defined as those working a minimum of 35 hours per week), half of the men 

reported working 41 or more hours per week compared to 28% of women. Men 

working long hours averaged 55 per week while women averaged 51 hours per 

week. More men worked 60 hours or more per week (i.e. 32%) than women (i.e. 

19%).

This pattern also holds true in the United States. Data from the NSCW 

(Bond et al., 2003) shows that men work an average of 46.1 hours per week 

while women work an average of 39.8 hours per week. The Bureau of Labor 

Statistics’ survey of 13,000 Americans noted a similar pattern: employed men 

worked almost one hour longer (7.9 hours) on a given day than employed women 

(7.1 hours) (BLS, 2006). Using data from the U.S. Current Population Survey, 

Jacobs and Gerson (2004) reported that employed men work an average of 43 

hours per week while employed women work an average of 36 hours per week.
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Hill (2005) using data from the 1997 NSCW (n=1,314) reported that fathers 

worked an average of 8.2 hours more per week in paid employment than 

mothers.

These data, however, only tell part of the story. According to 

Frankenhaeuser (1997), a person’s total workload includes regular employment 

and overtime at work as well as housework, child care, and elder care.

Therefore, it is important to also examine the literature on non-work demands for 

both men and women. Deutsch (2006) suggests that gender role theory is 

helpful in explaining why women still perform an inordinate amount of the child 

care and household responsibilities (compared to their male counterparts). 

“Women ‘do gender’ by doing housework and child care ... Men ‘do gender’ by 

refraining from doing housework and treating their paid employment as 

breadwinning” (Deutsch, 2006, p. 230). Deutsch (2006) argues that it is this 

focus on one’s primary core role along with societal pressures to be the good 

provider (for men) or the good caregiver (for women) that drive this division of 

labour.

Data from both Canada and the United States support the notion that 

women face higher non-work demands than men. The literature suggests that 

Canadian and American women spend more hours per week on household 

chores and child care responsibilities than men. Each of these non-work 

responsibilities will be looked at in turn in the section below.

While Canadian men report spending 10.7 hours per week on household 

chores, they report that their spouses are spending almost twice that amount of
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time (19.5 hours per week; MacBride-King and Bachmann, 1999). The 2001 

Canadian census confirms the discrepancy between men and women in time 

spent on household tasks. While 21% of Canadian women reported spending at 

least 30 hours doing housework in the week before the census was taken, only 

8% of men made the same claim (Anthony, 2002). Silver (2000) using data from 

the 1998 General Social Survey (GSS) on time use reported that mothers, on 

average, were performing one more hour of household work per day than their 

spouses. The GSS interviewed almost 11,000 Canadians age 15 and over in 

the 10 provinces. Duxbury and Higgins (2002) (n= 31,571 respondents) reported 

that women, on average, spent 12.2 hours on household work per week while 

men, on average, spent 10.1 hours per week (Duxbury and Higgins, 2002).

The U.S. data reveals a similar discrepancy in the hours spent on 

household work. Bond et al., (2003) report that the vast majority of women in 

dual-earner couples took greater responsibility for cooking (77 percent) and 

cleaning (78 percent) compared to their partners. The recent BLS survey 

suggests that women are far more likely to spend time in a given day on 

household activities (84%) than men (65%) (BLS, 2006). Not only are women 

more likely to spend time on household activities on a given day, the hours they 

contribute to household responsibilities (2.7 hours per day) is greater than the 

hours spent by men (2.1 hours per day) (BLS, 2006).

A similar story unfolds when one examines the gender differences with 

respect to child care. Canadian Census data reveals that sixteen percent of 

working women reported spending 30 hours or more per week taking care of
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their children while only seven percent of working men put in these hours 

(Anthony, 2002). Interestingly, these percentages remained unchanged since 

the census in 1996. Silver (2000) has also noted that a gap exists between the 

amount of time that mothers spend on child-related tasks compared to their 

spouses. This gap persists until the child is in his/her teens. As noted in the 

section on the discrepancy of household duties between men and women, data 

for the Silver (2000) study came from the 1998 General Social Survey on time 

use.

Mothers working full-time spent an average of two hours more each day 

with their children (aged 5 and under) than fathers did (Silver, 2000). The gap 

does narrow as the child gets older but mothers still spent more time on average 

with their children aged 5 to 8 (i.e. 1.5 hours per day) and with their children aged 

9 to 12 (i.e. 50 minutes per day) than their spouses. Silver (2000) notes the 

discrepancy between the spouses does not end until the children are 13-14 years 

old. More recent data from the General Social Survey of 2005 (Marshall, 2006) 

noted that there was still a gap between the average amount of time working 

mothers spent with their children in child-related activities (2 hours a day) and 

working fathers (1 hour a day).

Data from the 2001 census confirm that women are also overwhelmingly 

more likely than men to be primarily responsible for making child care 

arrangements and taking children to doctor’s appointments (Anthony, 2002).

Similar discrepancies in the hours devoted to childcare can be seen in the 

U.S. data. Seventy percent of women in dual career couples with children
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reported that they take greater responsibility for routine child care compared to 

their partners (Bond et al., 2003). Women are also far more likely to be the ones 

to take time off from work to handle non-routine child-related responsibilities (e.g. 

staying at home with a sick child). While 31 percent of fathers in dual-earner 

couples with children said they had taken time off of work to help their children, 

72% of mothers in dual-earner couples with children reported doing so (Bond et 

al., 2003). This gap is echoed in the BLS survey which reported that women 

were spending far more time (2.5 hours per day) on primary child care activities 

(defined as physical care, playing with children, traveling with children) than men 

(1.3 hours per day) (BLS, 2006). Hill (2005), using data from the 1997 NSCW 

(n=1,314), reported that fathers spent less time (i.e. 7.1 fewer hours per week) 

looking after their children than mothers.

While it is fair to say that men’s participation in household and child care 

activities has increased in the last three decades, it must be recognized that it is 

still far less than the hours that women devote to these tasks. For example, 

fathers in 2002 are spending an average of 42 minutes more time each day 

helping with household chores relative to their counterparts from 1977 (Bond et 

al, 2003). A similar finding was reported for fathers and child care. In 2002, 

fathers spent an hour more each day on child care than fathers in 1977 (Bond et 

al., 2003). While women are spending less time each day on household chores 

(from 3.7 hours in 1977 to 3 hours in 1992), their time spent in child-related 

activities remains virtually unchanged (Bond et al, 2003). Bond et al. (2003) note 

that while there are encouraging signs that men are taking more responsibility for
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household chores and child care, women still spend more time in both activities 

than men. Women spend an average of one extra hour a day on household 

activities and slightly less than an extra hour (0.8) on childcare compared to men. 

This statistic is echoed in findings by Gerstel and Sarkisian (2006) who found 

that although men in the year 2000 averaged 9.7 hours per week on housework, 

this figure represented half of the hours women spent on housework. Hill (2005) 

using data from the 1997 NSCW (n=1,314) reported that fathers spent less time 

(i.e. 6.9 fewer hours per week) on household duties than mothers. Bianchi and 

Raley (2005) (n=19, 013) reported that, in 2000, mothers spent almost twice as 

many hours per week doing household tasks as fathers. Furthermore, Bianchi 

and Raley (2005) reported that, in 2000, fathers were spending 2/3 of the time 

mothers were spending with their children.

If we frame this discussion using Karasek’s Demand-Control model, the 

following scenario emerges. The literature suggests that women are working 

more hours in domestic duties (i.e. higher levels of non-work demands) than men 

(e.g. Anthony, 2002) and the very nature of these activities is subject to less 

flexibility and discretion (less control; e.g. Hill et al., 2001; Mills et al., 2000; 

Roxburgh, 2002; 2004).

Barnett and Baruch (1987) suggest that most husbands’ and fathers’ 

household activities can be characterized as low demand and high control which 

places these men in Karasek’s low strain quadrant. The authors then contrast 

this situation with the reality for many women. “Little control, relentless demands 

and great responsibility exposes wives and mothers to many frustrations and
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failures, and, applying Karasek’s model, may account in part for the stressfulness 

of these roles” (Barnett and Baruch, 1987, p. 133). High demands and low 

control on the home front would place many women in the high strain quadrant of 

Karasek’s model.

Thus, in conclusion, women and men seem to be operating in different 

realities both at work and at home. The average woman is more likely than the 

average man to find herself putting more time into household and child care 

responsibilities and tends to perform those low discretion tasks frequently (e.g. 

meal preparation, house cleaning). The average man (compared to the average 

woman) is likely to work more hours in paid employment but spend fewer hours 

in household tasks and perform high discretion tasks (e.g. snow shoveling, lawn 

mowing) periodically.

7.1.2 Gender Differences in Work-Life Conflict
A number of theories can be used to predict gender differences in work-

life conflict. Gender role theory leads to very different predictions for men and 

women with respect to work-life conflict. Gender role theory predicts that men 

focus on their career first, are more likely to feel pressure from work demands 

and more likely to report higher levels of work-family interference (Gutek et al.,

1991; Hill, 2005). Women, on the other hand, are more likely to feel pressure 

from non-work demands and are more likely to report higher levels of family-work 

interference (Gutek et al., 1991; Hill, 2005).

The rational theory of work-family (Gutek, Searle and Klepa, 1991) holds 

that more time spent in one domain can be linked to higher levels of interference
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in the other domain. Since men spend more time in paid employment than 

women, rational theory suggests that men should experience higher levels of 

work-family interference than their female counterparts. Since women spend 

more time in family demands (child care and household chores), women should 

experience higher levels of family-work interference than men.

Theoretically, then we are justified in controlling for gender in the thesis 

model. The research in this area is not, however, unequivocal. Rather, studies 

offer mixed evidence as to which gender experiences higher levels of work-life 

conflict.

Several studies indicate that men and women experience a similar level of 

work-life conflict (e.g. Eagle, Miles and Icenogle, 1997; Frone et al., 1996; Frone, 

2000; Hill et al., 2001; Kinnunen and Mauno, 1998; Pleck, Staines and Lang,

1980; Shamir, 1983; Voydanoff, 1988). For example, Eagle et al. (1997) in a 

survey of 393 university employees found no gender differences in the level of 

work-life conflict. Eagle et al. argue that their results indicate that work-life 

conflict is equally important to both men and women and that “changes in social 

conceptions of gender, parenthood and work identity may be the cause” (Eagle 

et al., 1997, p. 180). Other non-North American studies have come to a similar 

conclusion that men and women share similar levels of work-life conflict. An 

Israeli study by Shamir (1983) of 286 hotel employees reported that felt work- 

nonwork conflict was similar between men and women. A Finnish study of 145 

married male employees and 356 Finnish married female employees (Kinnunen

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



170

and Mauno, 1998) reported no gender differences in levels of work-family 

interference and family-work interference.

These findings are bolstered by large sample studies which also found no 

gender differences in the levels of work-life conflict. For example, both Pleck, 

Staines and Lang (1980) and Voydanoff (1988) using 1977 QES subsamples of 

1084 and 1027 respectively concluded that men and women reported similar 

levels of work-family conflict. Hill et al. (2001) using data from a 1996 IBM work 

and life issues survey (6,451 respondents) reported that men and women 

reported similar levels of work-family balance. Two key studies by Frone et al. 

(1996) of employed parents (496 and 605 respondents) noted that the results 

failed to support their hypotheses that work-family conflict would be more 

strongly related to the outcomes among women and family-work conflict would 

be more strongly related to the outcomes among men. Four years later, Frone

(2000) echoed this finding in his study of 2700 employed adults in a nationally 

representative sample by stating that the negative effects of work-family conflict 

impacted men and women equally.

For studies where gender differences have been reported, results indicate 

it is more common for women to report higher levels of various forms of work-life 

conflict (i.e. role overload, work-family interference, family-work interference) 

than men (Aryee et al., 1999; Crouter, 1984; Duxbury, Higgins and Mills, 1992; 

Duxbury and Higgins, 1998; Duxbury and Higgins, 2003; Duxbury, Higgins and 

Lee, 1994; Greenglass et al., 1989; Gutek et al., 1991; Hammer, Allen, and 

Grigsby, 1997; Hughes and Galinsky, 1988; Robinson and Godbey, 1997;

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



171

Roxburgh, 2002; Roxburgh, 2004; Wallace, 1999; Williams and Alliger, 1994; 

Zukewich, 2000; Zukewich, 2003). We will compare each form of work-life 

conflict separately.

There is some evidence to support the claim that women experience 

higher levels of role overload than men. For example, Higgins, Duxbury and Lee 

(1992) surveyed 14,549 Canadians who worked for private sector employers. 

They concluded that women were significantly more likely to report high levels of 

role overload (30%) than their male counterparts (19%). More recent results by 

Duxbury and Higgins (2003) of 31, 571 respondents came to a similar conclusion 

that women were more likely to report high levels of role overload than men.

Other large sample (i.e. at least 700 respondents) Canadian and 

American studies (Duxbury, Higgins and Mills, 1992; Duxbury et al.,1994; 

Duxbury and Higgins, 1998; Higgins et al., 1994; Mattingly and Bianchi, 2003; 

Robinson and Godbey, 1997; Roxburgh, 2002; Roxburgh, 2004; Zukewich, 2000; 

Zukewich, 2003) also concluded that women suffered higher levels of role 

overload than men. Roxburgh (2002, 2004) and Mattingly and Bianchi (2003) 

operationalized role overload as time pressure while Zukewich (2000, 2003) 

operationalized role overload as time stress.

There are also several North American studies to show women 

experience higher levels of work-family interference than men (e.g. Duxbury et 

al., 1994; Greenglass et al., 1988; Gutek et al., 1991; Higgins, Duxbury and Lee, 

1994; Higgins, Duxbury and Lee, 1994; Hill, 2005; Hughes and Galinsky, 1988). 

For example, Duxbury et al.’s (1994) study of 1,989 single parent and dual
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income employees with children aged 6-12 years old concluded that women had 

higher levels of work-family interference than men. Greenglass et al. (1988) in 

another Canadian study, this time involving Canadian teachers (327 men and 

229 women) concluded that role conflict was higher for women than men. Two 

other studies by Higgins, Duxbury and Lee (1992, 1994) with samples of 14,549 

and 3,616 respondents respectively concluded that work-family interference was 

stronger for women than men.

American studies have also yielded similar findings. For example, Gutek 

et al. (1991) using two samples of psychologists (423 respondents) and 209 

senior managers concluded that for both samples, women experienced higher 

levels of work-family conflict than men. Hughes and Galinsky (1988) studied 285 

working parents and noted that mothers with children under 18 were more likely 

to have greater work-family interference than fathers with children under 18.

It is worth noting that the finding that women suffer higher levels of work- 

family conflict than men are not universal. Wallace (1999) in a study of Canadian 

lawyers (338 respondents) stated that men experienced greater time-based 

conflict (akin to work-family interference) than women. In Madsen’s (2003) survey 

of telecommuters (136 respondents), male telecommuters had higher levels of 

work-family conflict than female telecommuters. One might suggest that the use 

of a sole profession by Wallace (1999) and a specialized work arrangement by 

Madsen (2003) means we cannot generalize their findings. More generalizable 

is the finding of the latest NSCW study by Bond et al. (2003) which concluded 

that men reported higher levels of work-family interference than women. Bond et
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al. (2003) suggest that, by virtue of the number of hours men spend at work, it is 

logical to assume that they might report higher levels of work-family interference 

than women.

It should be noted that, relative to the number of studies examining role 

overload and work-family interference, fewer studies have focused specifically on 

the outcome of family-work interference. The limited studies available indicate 

women experience higher levels of family-work interference. For example,

Aryee et al., (1999) studied 243 Hong Kong parents in dual-career families and 

concluded that men reported lower levels of family-work conflict. Higgins, 

Duxbury and Lee (1994) in a survey of 3,616 Canadian respondents noted that 

women with children under 12 experienced significantly higher levels of family- 

work interference than their male counterparts. Williams and Alliger (1994) 

reported that the spillover of distress from family-work interference was stronger 

for women than men in their study of 41 working parents from Albany, New York. 

Crouter (1984) in a study with albeit a rather small sample, (55 respondents from 

one manufacturing plant) concluded that women reported higher levels of family- 

work interference than men. Hill (2005) using data from the 1997 NSCW 

(n=1,314) reported that fathers reported lower levels of family-work conflict than 

mothers. Behson (2002) in his sample of 141 employees, found that women 

reported higher levels of fa mi ly-work conflict than men.

Why might some studies not find gender differences? Greenhaus and 

Parasuraman (1999) suggest three possible explanations. First, some women 

may choose jobs that are less demanding and therefore less likely to generate
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work-life conflict. Second, some women may decide to put their careers first and 

either not get married or start a family. Third, perhaps women are better at 

coping with the higher levels of demands that diminish their perceived level of 

work-life conflict.

Furthermore, when one reviews how work-family conflict was measured, 

one comes to an interesting observation. When work-family conflict was 

measured unidimensionally (e.g. Hill et al., 2001; Pleck, Staines and Lang, 1980; 

Voydanoff, 1988), there tended to be a finding of no gender differences on work- 

family conflict. When authors used multidimensional measures of role overload 

and interference (e.g. Aryee et al., 1999; Duxbury et al. 1992; Duxbury et al., 

1994; Higgins et al., 1994; Roxburgh, 2002, 2004; Zukewich, 2000, 2003), 

gender differences on various aspects of work-life conflict were reported.

In conclusion, although the findings were not universal, there is fairly 

strong evidence to suggest that men and women do differ with respect to work- 

life conflict. Specifically, there is strong support to indicate that women 

experience higher levels of role overload than men. There is no consensus with 

respect to which gender experiences higher levels of work-family interference 

and limited evidence to suggest that women experience higher levels of family- 

work interference than men. Nevertheless, the possibility that gender is 

associated with the key outcomes (i.e. demands, work-life conflict) considered in 

this study supports our decision to take gender into account in our analysis.
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7.1.3 Gender Differences in Flextime/Perceived Flexibility

In model 4 of this thesis, we propose that alternative work arrangements 

(i.e. flextime, compressed work week, telework) are associated with perceived 

flexibility. Therefore, it makes sense for us to also examine the literature to see if 

there are differences between men and women in their access to various 

alternative work arrangements or perceptions of perceived flexibility. Using 

gender role theory, it could be argued that given the primary role of men as 

breadwinners and that society values this role, that men could be at a 

disadvantage when it comes to access to flextime or perceived flexibility. 

Furthermore, women would be allowed more leeway or flexibility to attend to 

nonwork obligations because society views their dominant role as one of 

caregiver. The very limited literature on this topic does not support this 

assumption.

Fast and Frederick (1996) (n=5,060) reported that flextime was more 

available for men than for women. A similar conclusion was reached by Golden 

(2001) (n=50,000) and Ferrer and Gagne (2006). Hammer et al. (1997) (n=399 

dual-career couples) reported that men had greater perceived flexibility than 

women. Nevertheless, the fact that gender differences with respect to access to 

flexible work arrangement have been reported in the literature supports the 

decision to control for gender when testing model 4.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



176

7.2 Socio-economic Status

The section on socio-economic status is divided into two parts: First, we 

will discuss why job type was chosen as a proxy for socio-economic status. 

Second, we will review the literature that supports our contention that socio

economic status is associated with the main constructs in our model: demands, 

work-life conflict and control over work-life interface.

7.2.1 Job Type as a Proxy for SES
Although there is no general agreement on the definition of socio

economic status (SES), it can be seen as a measure of an individual’s or group’s 

standing in the community (Mukherjee, 1999). Researchers are faced with 

choices of which measure of SES to use when they wish to control for SES. 

Three common proxies for SES are job type, income and education. There are 

several reasons why job type as a proxy for SES was chosen for this thesis.

First, job type is a common choice of proxy for SES in empirical studies 

For example, large sample studies (n=6451) examining perceived job flexibility 

(in both timing and location of work) such as Hill et al. (2001) controlled for socio

economic status by using job type. Fenwick and Tausig’s (2001) study of 2,905 

full-time workers also controlled for SES using job type. As well, certain small 

sample studies (e.g. Galambos and Walters, 1992; Wallace, 1999) controlled for 

SES using job type.

Second, using education as a proxy for SES can be problematic. Quite 

often, there can be a mismatch between the education of the job-holder and their 

socio-economic status. In other words, there are many well-educated Canadians
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who work low-paying jobs and vice versa. In fact, Statistics Canada reports that, 

in 2001, one in five workers with a university degree was overqualified (i.e. their 

job required only a high school diploma) (Gervais, Li and Duval, 2006). In these 

cases, focusing on education level alone could mean that their SES would be 

inaccurate. Therefore, job type is the better choice.

Third, using income as a proxy for SES can be problematic due to the 

regional differences in income in Canada. A summary of the weekly earnings 

across Canada suggests there are significant regional variations in income. For 

example, while Prince Edward Islanders earned an average of $562.48 weekly, 

those in Ontario made $740.19 per week (Toronto Star, August 21, 2004).

In this thesis, job type is conceptualized into two groups: 

managers/professionals and non-professionals. The decision to dichotomize is 

supported by the fact that there are significant differences between these two 

groups. Duxbury and Higgins’ (2001) reported that there was a strong 

association between income, education and job type in their dataset (please note 

that this thesis used this set of data to test our models). Respondents in non

professional positions were more likely to have a high school education or less, 

receive lower financial remuneration and say that, in their family, "money is tight." 

The men and women in managerial and professional positions, on the other 

hand, were more likely to have a university education, be in families that earned 

$100,000 or more a year and say that, in their family, "money was not an issue." 

As noted in the upcoming section, there are significant differences in the level of
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demands and work-life conflict between managers/professionals and non

professionals.

7.2.2 Job Type Differences in Demands

Managers and professionals (considered to be of a higher SES than non

professionals) have greater work demands than non-professionals. Compared to 

non-professionals, managers and professionals spend more hours at work in a 

given week, are more likely to spend weekday and weekend nights away from 

home traveling for work, and spend more time working unpaid overtime and 

performing supplemental work at home (Duxbury and Higgins, 2001).

The notion that managers and professionals face higher levels of 

demands is echoed in other studies. Higgins, Duxbury and Lee (1992) noted that 

managers and professionals work longer hours per day and tend to do more 

supplementary work at home than non-professional respondents. Shields (1999) 

in a large sample study of employed Canadians (2151 men and 1649 women) 

concluded that men and women in white-collar professions work longer hours 

than blue-collar jobs. Duxbury and Higgins (1998) in their work-life balance study 

in Saskatchewan (5,426 respondents) noted that managers and professionals 

worked more hours per week than non-professionals.

In the United States, American managers and professionals are more likely to 

work a long work week (defined by the Bureau of Labor Statistics as 49 hours a 

week or more) than non-professionals (US Department of Labor, 2000). Hill et
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al. (2006) noted that managers and professionals worked more hours per week 

than non-professionals in a global survey of 300,000 IBM employees.

7.2.3 Job Type Differences in Work-Life Conflict
There is an interesting division in the literature on the question of which

group (i.e. managers/professionals vs. non-professionals) experiences less work- 

life conflict. On the one hand, the empirical literature from the previous 

subsection suggests that managers/professionals work more hours than non

professionals. Please recall that in section 5.3, there is strong empirical 

evidence indicating that working longer hours was associated with high levels of 

work-life conflict. Therefore, it could be argued that managers and professionals, 

by virtue of the longer hours worked (relative to non-professionals), should report 

higher levels of work-life conflict. Another argument for managers/professionals 

reporting higher levels of work-life conflict can be found in the rational theory of 

work-family conflict (Gutek et al., 1991). Working long hours at work leaves less 

time for managers/professionals to fulfill their non-work obligations. Being 

unable/unwilling to fulfill these obligations could lead managers/professionals to 

feel a heightened sense of work-family interference. Lastly, there is a culture of 

hours (Lewis and Cooper, 1999) often found among professionals/managers 

where dedication to one’s organization is expressed in the number of hours one 

puts in and a manager/professional feels he/she cannot leave until after his/her 

boss has left for the day. This leads to a lot of face time for these 

managers/professionals and putting in these hours leaves less time for non-work 

demands (as argued in the previous point).
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A contrasting notion in the literature suggests that those of higher SES 

(i.e. managers and professionals) should have an easier time balancing work and 

life compared to those of lower SES (i.e. non-professionals) because managers 

and professionals earn higher salaries than non-professionals (Duxbury and 

Higgins, 2001). The higher salaries earned by professionals and managers for 

example enable them to purchase time saving goods (e.g. maid services, 

ordering meals to go, live-in nannies; Duxbury and Higgins, 2001) which could 

reduce demands in the family domain.

Given the conflicting theoretical rationales for which job type should 

experience higher levels of work-life conflict, it is not surprising to find conflicting 

empirical findings. Roxburgh (2002) concluded that those of higher SES 

(measured as income) experienced greater time pressure (akin to role overload) 

relative to those of lower SES in her study in Ohio (734 respondents). Robinson 

and Godbey (1997) in their study which involved 5,358 respondents filling in 

detailed time diaries concluded that time pressures were more frequently 

reported by those considered affluent (i.e. higher SES) relative to the non-affluent 

(i.e. lower SES) respondents in the study. Duxbury and Higgins (1998) in their 

work-life balance study in Saskatchewan (5,426 respondents) noted that 

managers and professionals were more likely to report high levels of role 

overload as well as work-family interference than non-professionals. Two other 

studies (i.e. Clarkberg and Moen, 2001; Jacobs and Gerson, 1998) with sample 

sizes of 9108 and 50,000 respectively noted that role overload (operationalized 

as overwork) is higher for managers and professionals than non-professionals.
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As well, Grzywacz et al. (2002) (n=741) found that managers and professionals 

were most likely to experience work-family spillover (compared to non

professionals). Hill et al. (2001) (n=6451) concluded that professionals/managers 

reported higher levels of work-family conflict than non-professionals.

Not all studies are supportive of the notion that those of higher SES have 

more time pressure. For example, Voydanoff and Kelly (1984) noted that those 

of higher SES (operationalized as high income respondents) were less likely to 

report time shortage in their survey of 468 working parents in a U.S. 

southeastern county. Furthermore, Roxburgh (2004) concluded that higher SES 

(operationalized as income) did moderate the association between time pressure 

and depression in her study of 790 full-time Ohio workers. Roxburgh suggested 

that “income may provide access to resources such as household help that may 

assist in reducing the stressful consequences of time pressure” (Roxburgh, 2004, 

p. 117).

In conclusion, the literature is supportive of the notion that those of higher 

SES put more time into paid employment and the bulk of the studies suggest that 

managers/professionals experience higher levels of work-life conflict. The fact 

that SES is linked to work-life conflict additionally supports our decision to control 

for SES in this analysis.

7.2.4 Job Type Differences in Flextime/Perceived Flexibility

Some authors have suggested that managers/professionals theoretically 

have more control over the timing and place of work (Duxbury and Higgins, 2002;
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Galinsky et al., 2004; Hill et al., 2001). As such, managers/professionals should 

be more able to change their schedule to meet sudden changes in their personal 

lives (for example, having to leave work to pick up a sick child) as well as tailor 

their schedule to meet the day-to-day family obligations (for example, scheduling 

to start work early to be home when children come home from school).

There is some evidence to suggest there are two key differences between 

managers/professionals and non-professionals when it comes to control (as 

operationalized in this thesis). First, managers/professionals differ from non

professionals in terms of the usage of alternative work arrangements. While non

professionals are much more likely to work a traditional 9 to 5 workday and 

perform shiftwork, managers and professionals are more likely to have access to 

flextime work arrangements (Duxbury and Higgins, 2002). This finding is echoed 

by other large sample studies such as Golden (2001). Using data from the 

Current Population Survey (n=50,000), Golden (2001) reported that 

managers/professionals had more access to flextime than non-professionals. 

Swanberg et al. (2005) using data from the 1997 NSCW (n=2877) reported that 

those lower in SES (i.e. lower income, less education and who were paid hourly) 

had less access to flextime than those higher in SES (i.e. higher income, more 

education, and salaried).

Hughes and Galinsky (1994) came to similar conclusions in their survey of 

523 full-time employees that nonprofessionals had less access to flextime than 

professionals/managers. Furthermore, other studies came to similar conclusions
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(Applebaum and Golden, 2003; Bond, 2002; USDL, 2002) that nonprofessionals 

have less access to flextime than managers/professionals.

Second, managers and professionals are more likely to occupy 

occupations with high degrees of flexibility and personal control over the timing of 

work compared to non-professionals (Duxbury and Higgins, 2001; Hill et al.,

2001). Swanberg et al. (2005) as well as Hughes and Galinsky (1994) came to 

the same conclusion. The fact that SES is linked to flextime/perceived flexibility 

once again supports our decision to control for SES in model 4.

7.3 Gender/Job Type Considered Together

Lindsey and Almey (2006) note that most women still work in the 

traditional female-dominated occupations. In 2004, over two-thirds (67%) of 

employed women worked in jobs such as teaching, nursing, clerical and service 

positions (Lindsey and Almey, 2006). Given the phenomena of occupation 

compression that typically affects women, it makes sense to examine gender and 

job type together. This section will review the literature for differences between 

the following four groups (i.e. male professionals/managers, female 

professionals/managers, male non-professionals and female non-professionals) 

on the key variables of interest (i.e. demands, work-life conflict, and access to 

flexible work arrangements/perceived flexibility). The decision to consider 

gender and job type together provides further support for our decision to control 

for both these constructs in our analysis.
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7.3.1 Gender/Job Type Differences in Demands
Given the gender role theory which suggests that males are likely to focus

on the breadwinning role and value working longer hours and given the recent 

discussion under job type which suggests that there are organizational pressures 

for managers/professionals to put in long hours, it should not be surprising that 

the literature supports the notion of male manager/professionals working longer 

hours than the other groups (i.e. female manager/professionals, female non

professionals, male non-professionals). Furthermore, Still and Williams (2006) 

argue that society expects mothers to be ever present for their children and this 

expectation clashes with what organizations want: “the ever-available worker” . 

The implication of these two ideas was put forward by Barnett and Baruch (1987) 

who noted that men are less likely than women to feel guilty or frustrated at 

having to put in overtime or do supplementary work at home.

There is some data to support the assumption that male 

manager/professionals will spend a higher average number of hours in work per 

week and will be more likely to report working a long work week (defined as 

working more than 49 hours a week). Jacobs and Gerson (1998) using data 

from the Current Population Survey (n=50,000) noted that male 

manager/professionals were more likely than male non-professionals, female 

manager/professionals and female non-professionals to work more hours per 

week on average and were more likely to work a minimum of 50 hours per week. 

This finding was echoed by the U.S. Department of Labor (U.S. Department of 

Labor, 2002).
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7.3.2 Gender/Job Type Differences in Work-Life Conflict
Given the empirical support for the positive association between hours

worked and work-life conflict, it is assumed that male manager/professionals 

should report higher levels of work-life conflict (relative to male non

professionals, female manager/professionals and female non-professionals).

This assumption is not supported by the literature.

The literature suggests that managerial and professional men experience 

lower levels of work-life conflict than women. For example, Roxburgh (2002) in 

her study of 734 Ohio workers reported that white collar men are substantially 

less time pressured (similar to role overload) than white collar women while blue 

collar men and women were equally time pressured. Gutek et al., 1991 surveyed 

two different samples: 423 psychologists and 209 senior managers and found 

that female professionals and managers experienced higher levels of work-family 

interference than their male counterparts in both samples. Maume and Houston

(2001) in their sample of 1090 white-collar respondents concluded that women 

reported higher levels of work-family conflict. Duxbury and Higgins (2001) found 

that professional women experienced the highest levels of role overload and 

work to family interference in both 1991 and 2001 samples.

These results would suggest there is more to this story than merely the 

number of hours one works as otherwise, male manager/professionals should 

report the highest level of work-life conflict. Most likely the salience of gender 

role theory plays a hand in the explanation. Because of gender socialization and 

gender expectations, women are still expected to perform the majority of non

work responsibilities (i.e. child care and household chores). Wallace (1999)
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notes that professional women still perform the majority of the household and 

child-care tasks relative to their partners.

Both Gutek et al. (1991) and Wallace (1999) speculate that professional 

women experience higher levels of work-life conflict because they equally value 

and are simultaneously emphasizing both their professional and personal roles 

as employee, mother and spouse. Professional men on the other hand, 

according to Wallace (1999) tend to value the good provider paradigm and don’t 

mind putting in extra hours to provide for their families. These men are less likely 

worry about neglecting their family than their female counterparts.

7.3.3 Gender/Job Type Differences in Flextime/Perceived Flexibility

While there are studies which focus on the issue of whether men or 

women, professionals/non-professionals have greater access to flextime or 

report higher levels of flexibility, there are no studies which look at the impact of 

gender and job type together. Despite efforts to uncover such studies, academic 

databases such as ABI, JSTOR and Social Sciences Index produced no such 

studies.

The literature suggests that women and men are operating in different 

realities. The average woman tends to find herself occupationally segregated in 

a job with low levels of discretion and high demands. The average woman puts 

more time into household and child care responsibilities and tends to perform 

those tasks with less discretion that need to be performed more frequently (e.g. 

meal preparation, house cleaning) than the tasks performed by her male
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counterpart (e.g. snow shoveling, lawn mowing). Even within the professional 

ranks, women receive lower levels of pay, have less discretion and have the dual 

burden of trying to excel in both professional and home capacities. It is no 

wonder that professional women tend to report higher levels of work-life conflict 

than their male counterparts. It is for these reasons that gender and job type 

must be considered jointly and controlled for in this thesis.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



8. Research Hypotheses

A major objective of this thesis is to test three updated models of Karasek 

and Johnson’s Demand-Control-Support model. While the independent and 

moderator variables are identical in these three models, the dependent variable 

differs, reflecting the fact that we are exploring the validity of the theoretical 

framework for three different forms of work-life conflict: role overload, work- 

family interference and family-work interference. Another major objective of this 

thesis is to test a new model (i.e. model 4) which looks at the relationship 

between a number of forms of control (alternative work arrangements, supportive 

supervisor) and perceived flexibility.

This section is divided into two main parts: part one focuses on models 1- 

3 while part two deals with model 4. Part one is structured as follows. For models 

1-3, we will begin by presenting a diagram that summarizes the main theoretical 

relationships being examined. This is followed by a list of the direct and 

interaction hypotheses associated with models 1-3. A justification for these 

hypotheses will then be provided followed by a discussion of the covariates 

related to models 1-3.

The second part of the section provides similar information for Model 4. 

The diagram summarizing Model 4’s theoretical relationships is presented first. 

This is followed by a summary of the direct and interaction hypotheses 

associated with this model that will be tested in this theses. The hypotheses are 

then justified followed by a discussion of the covariates associated with model 4.
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The literature used to support these hypotheses was presented earlier in 

the thesis in sections 4 (demands), 5 (strain), and 6 (control over work-life 

interface). A table summarizing the testing approach for the four thesis models 

can be found in Appendix C.

8.1 Reconcepualizing Karesek’s Framework

As noted earlier, the first model to be tested in this thesis updates 

Karesek’s 1979 Demand-Control model. In all cases demands are 

operationalized as the amount of time per week spent in work and non-work 

activities while control is operationalized in three ways: work arrangement, 

perceived flexibility, and supportive supervision. The three models differ, 

however, with respect to how they conceptualize the strain component of the 

model with model one focusing on role overload, model two on work interferes 

with family and model three using family interferes with work. Relevant details 

are given below.

8.1.1 Model 1 Hypotheses (Role Overload)

This section presents the theoretical framework for thesis model 1 

followed by the direct and interaction hypotheses for this model. The theoretical 

framework for thesis model 1 is found in figure 6.
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Figure 6 Theoretical Framework: Thesis Model 1

Demands Strain
W ork Demands Role Overload (Model 1)
Non-W ork Demands

I >

Control 
Flextime. CVWV. 
Telework. Shift 
Perceived Flexibility 
Supportive Supervisor

Strain Hypothesis (Direct Effects) L 

Buffer Hypothesis (Interaction Effects)

Twenty hypotheses (8 direct hypotheses and 12 interaction hypotheses) are 

tested for model one. Each set of hypotheses will be discussed in turn.

8.1.1.1 Model 1: Strain Hypotheses for Role Overload (RO)

ROH1: Work demands will be positively associated with role overload.
ROH2: Non-work demands will be positively associated with role overload.

ROH3: The use of alternative work arrangements (AWA) will be negatively 
associated with role overload. Specifically employees who work:
a. flextime (versus a regular work day)
b. compressed work week (versus a regular work day)
c. telework (versus a regular work day)
will report lower levels of role overload than their counterparts who work a regular 
work day.
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R0H4: The use of shiftwork arrangements will be positively associated with role 
overload.

ROH5: Perceived flexibility will be negatively associated with role overload. 

ROH6: Supervisor support will be negatively associated with role overload.

8.1.1.2 Model 1: Buffer Hypotheses for Role Overload

ROH7: Alternative work arrangements will moderate the relationship between 
work demands and role overload. Specifically
a. The relationship between work demands and role overload will be weaker for 
those who use flextime arrangements than those who work a regular work day.
b. The relationship between work demands and role overload will be weaker for 
those who work a compressed work week than those who work a regular work 
day.
c. The relationship between work demands and role overload will be weaker for 
those who telework than those who work a regular work day.
d. The relationship between work demands and role overload will be weaker for 
those who work a regular work day than those who perform shiftwork.

ROH8: Perceived flexibility will moderate the relationship between work demands 
and role overload. Specifically, the relationship between work demands and role 
overload will decrease as perceived flexibility increases.

ROH9: Supervisor support will moderate the relationship between work demands 
and role overload. Specifically, the relationship between work demands and role 
overload will decrease as supervisor support increases.

ROH10: Alternative work arrangements will moderate the relationship between 
non-work demands and role overload. Specifically
a. The relationship between non-work demands and role overload will be weaker 
for those who use flextime arrangements than those who work a regular work 
day.
b. The relationship between non-work demands and role overload will be weaker 
for those who work a compressed work week than those who work a regular 
work day.
c. The relationship between non-work demands and role overload will be weaker 
for those who telework than those who work a regular work day.
d. The relationship between non-work demands and role overload will be weaker 
for those who work a regular work day than those who perform shiftwork.

ROH11: Perceived flexibility will moderate the relationship between non-work 
demands and role overload. Specifically, the relationship between non-work 
demands and role overload will decrease as perceived flexibility increases.
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ROH12: Supervisor support will moderate the relationship between non-work 
demands and role overload. Specifically, the relationship between non-work 
demands and role overload will decrease as supervisor support increases.

8.1.2 Model 2 Hypotheses (Work-Family Interference)

This section presents the theoretical framework for thesis model 2 

followed by the direct and interaction hypotheses for this model. The theoretical 

framework for thesis model 2 is found in figure 7.

Figure 7 Theoretical Framework: Thesis Model 2

Demands 
Work Demands 
Non-Work Demands

Strain
Work-Family Interference

Control 
Flextime. CVWV. 
Telework. Shift 
Perceived Flexibility 
Supportive Supervisor

Strain Hypothesis (Direct Effects) I 

Buffer Hypothesis (Interaction Effects)

Twenty hypotheses (8 direct hypotheses and 12 interaction hypotheses) are 

tested for model two. Each set of hypotheses will be discussed in turn.
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8.1.2.1 Model 2: Strain Hypotheses for Work-Family Interference (WFI)

WFIH1: Work demands will be positively associated with work-family 
interference.

WFIH2: Non-work demands will be positively associated with work-family 
interference.

WFIH3: The use of alternative work arrangements (AWA) will be negatively 
associated with work-family interference. Specifically employees who work:
a. flextime (versus a regular work day)
b. compressed work week (versus a regular work day)
c. telework (versus a regular work day)
will report lower levels of work-family interference than their counterparts who 
work a regular work day.

WFIH4: The use of shiftwork arrangements will be positively associated with 
work-family interference.

WFIH5: Perceived flexibility will be negatively associated with work-family 
interference.

WFIH6: Supervisor support will be negatively associated with work-family 
interference.

8.1.2.2 Model 2: Buffer Hypotheses for Work-Family Interference

WFIH7: Alternative work arrangements will moderate the relationship between 
work demands and work-family interference. Specifically
a. The relationship between work demands and work-family interference will be 
weaker for those who use flextime arrangements than those who work a regular 
work day.
b. The relationship between work demands and work-family interference will be 
weaker for those who work a compressed work week than those who work a 
regular work day.
c. The relationship between work demands and work-family interference will be 
weaker for those who telework than those who work a regular work day.
d. The relationship between work demands and work-family interference will be 
weaker for those who work a regular work day than those who perform shiftwork

WFIH8: Perceived flexibility will moderate the relationship between work 
demands and work-family interference. Specifically, the relationship between
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work demands and work-family interference will decrease as perceived flexibility 
increases.

WFIH9: Supervisor support will moderate the relationship between work 
demands and work-family interference. Specifically, the relationship between 
work demands and work-family interference will decrease as supervisor support 
increases.

WFIH10: Alternative work arrangements will moderate the relationship between 
non-work demands and work-family interference. Specifically
a. The relationship between non-work demands and work-family interference will 
be weaker for those who use flextime arrangements than those who work a 
regular work day.
b. The relationship between non-work demands and work-family interference will 
be weaker for those who work a compressed work week than those who work a 
regular work day.
c. The relationship between non-work demands and work-family interference will 
be weaker for those who telework than those who work a regular work day.
d. The relationship between non-work demands and work-family interference will 
be weaker for those who work a regular work day than those who perform 
shiftwork.

WFIH11: Perceived flexibility will moderate the relationship between non-work 
demands and work-family interference. Specifically, the relationship between 
non-work demands and work-family interference will decrease as perceived 
flexibility increases.

WFIH12: Supervisor support will moderate the relationship between non-work 
demands and work-family interference. Specifically, the relationship between 
non-work demands and work-family interference will decrease as supervisor 
support increases.

8.1.3 Model 3 Hypotheses (Family-Work Interference)

This section presents the theoretical framework for thesis model 3 

followed by the direct and interaction hypotheses for this model. The theoretical 

framework for thesis model 3 is found in figure 8.
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Figure 8 Theoretical Framework: Thesis Model 3

Demands 
Work Demands 
Non-Work Demands

Strain
Family-work Interference

Control 
Flextime. CWW. 
Telework. Shift 
Perceived Flexibility 
Supportive Supervisor

Strain Hypothesis (Direct Effects)

Buffer Hypothesis (Interaction Effects)

Model 3 has 20 hypotheses (8 direct hypotheses and 12 interaction 

hypotheses). Each set of hypotheses will be presented in turn.

8.1.3.1 Model 3: Strain Hypotheses for Family-Work Interference (FWI)

FWIH1: Work demands will be positively associated with family-work 
interference.

FWIH2: Non-work demands will be positively associated with family-work 
interference.

FWIH3: The use of alternative work arrangements (AWA) will be negatively 
associated with family-work interference. Specifically employees who work:
a. flextime (versus a regular work day)
b. compressed work week (versus a regular work day)
c. telework (versus a regular work day)
will report lower levels of family-work interference than their counterparts who 
work a regular work day.

FWIH4: The use of shiftwork arrangements will be positively associated with 
family-work interference.
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FWIH5: Perceived flexibility will be negatively associated with family-work 
interference.

FWIH6: Supervisor support will be negatively associated with family-work 
interference.

8.1.3.2 Model 3: Buffer Hypotheses for Family-Work Interference (FWI)

FWIH7: Alternative work arrangements will moderate the relationship between 
work demands and family-work interference. Specifically
a. The relationship between work demands and family-work interference will be 
weaker for those who use flextime arrangements than those who work a regular 
work day.
b. The relationship between work demands and family-work interference will be 
weaker for those who work a compressed work week than those who work a 
regular work day.
c. The relationship between work demands and family-work interference will be 
weaker for those who telework than those who work a regular work day.
d. The relationship between work demands and family-work interference will be 
weaker for those who work a regular work day than those who perform shiftwork.

FWIH8: Perceived flexibility will moderate the relationship between work 
demands and family-work interference. Specifically, the relationship between 
work demands and family-work interference will decrease as perceived flexibility 
increases.

FWIH9: Supervisor support will moderate the relationship between work 
demands and family-work interference. Specifically, the relationship between 
work demands and family-work interference will decrease as supervisor support 
increases.

FWIH10: Alternative work arrangements will moderate the relationship between 
non-work demands and family-work interference. Specifically
a. The relationship between non-work demands and family-work interference will 
be weaker for those who use flextime arrangements than those who work a 
regular work day.
b. The relationship between non-work demands and family-work interference will 
be weaker for those who work a compressed work week than those who work a 
regular work day.
c. The relationship between non-work demands and family-work interference will 
be weaker for those who telework than those who work a regular work day.
d. The relationship between non-work demands and family-work interference will 
be weaker for those who work a regular work day than those who perform 
shiftwork.
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FWIH11: Perceived flexibility will moderate the relationship between non-work 
demands and family-work interference. Specifically, the relationship between 
non-work demands and family-work interference will decrease as perceived 
flexibility increases.

FWIH12: Supervisor support will moderate the relationship between non-work 
demands and family-work interference. Specifically, the relationship between 
non-work demands and family-work interference will decrease as supervisor 
support increases.

8.1.4 Justification of the Hypotheses (Models 1-3)

This subsection justifies the relationships posited in thesis models 1-3. It 

is important to recognize that thesis models 1-3 are identical with respect to the 

independent and moderator variables, it is only the dependent variables that 

differ (i.e. role overload, work-family interference, family-work interference). In 

order to avoid redundancy, we will present a common justification for the direct 

and interaction hypotheses that covers models 1, 2 and 3. This justification will 

be presented in such a way that we differentiate the relationships between the 

independent variables/moderator variables and overload and the relationships 

between the independent variables/moderator variables and interference. Such 

an approach recognizes that overload and interference are conceptually different 

constructs (please see section 5).

8.1.4.1 Justification of Direct Hypotheses (H1 and H2)
Karasek’s strain hypothesis posited that demands were positively

associated with job strain. Models 1-3 in this thesis represent an updated 

conceptualization of Karasek’s strain hypothesis. We hypothesize that work and 

non-work demands will be positively associated with: role overload (model 1),
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work-family interference (model 2), and family-work interference (model 3). 

Empirical evidence supporting these assertions can be found in sections 5.3 and 

5.4. Role overload occurs when the various demands from people’s different 

roles (e.g. employee, parent, spouse, volunteer) become overly taxing on one’s 

time and energy (Duxbury and Higgins, 2001). It is logical, therefore, to 

assume that those working longer hours (either work or non-work hours) would 

be more vulnerable to feeling overwhelmed and lacking in energy and be more 

likely to report high levels of role overload.

In the context of interference (both work-family and family-work 

interference), time spent in one domain means time unavailable to be spent in 

other domains as well as physically not being able to be two places at once 

(Gutek et al., 1991). The tension inherent between the conflicting demands of 

work and non-work has been shown to result in inter-role conflict. Therefore, 

higher levels of work demands and non-work demands will be associated with 

higher levels of interference.

8.1.4.2 Justification of Direct Hypotheses (H3, 4, 5 and 6)

Karasek’s strain hypothesis also posited that decision latitude (i.e. control) 

was negatively associated with job strain. Models 1-3 in this thesis represent an 

updated conceptualization of Karasek’s strain hypothesis. This thesis examines 

three forms of control over work-life interface (i.e. alternative work arrangements, 

perceived flexibility and supervisor support). Control over work-life interface 

should be associated with lower levels of work-life conflict. Evidence supporting
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this assertion can be found in sections 6.1.1.2 (compressed work week), 6.1.2.2 

(flextime), and 6.1.3.2 (telework).

Theoretically, alternative work arrangements should result in more control 

over when and where demands (i.e. both work and non-work) get done. This 

heightened sense of control can help employees work more efficiently which in 

turn should lead to lower perceptions of role overload. This increased sense of 

control should also help reduce interference as employees are better able to 

schedule their work and non-work obligations and therefore better able to meet 

their work and non-work obligations.

Literature summarizing the association between shiftwork and work-life 

conflict can be found in section 6.1.4.2. This literature indicates that the 

relationship between shiftwork and work-life conflict should be very different than 

that between work-life conflict and the other alternative work arrangements 

examined in this thesis. Shiftwork is often assigned and therefore shiftworkers 

have no control over the shift they work. This inability to move their shift and this 

decline in perceived control experienced by shiftworkers could be associated with 

higher levels of feeling overwhelmed (i.e. role overload) and frustration at not 

being able to effectively meet work and non-work obligations (i.e. interference).

There is some literature (see section 6.2.1) which suggests that it may not 

be the alternative work arrangement per se that results in lower levels of work-life 

conflict but rather it may be the amount of control the employee perceives they 

have over when and where they work that is important. Whereas alternative 

work arrangements can be seen to theoretically give employees more control
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over the work-life interface, as noted earlier this relationship is not guaranteed 

(i.e. culture does not support appropriate use of flexible work arrangement). 

Perceived flexibility, on the other hand, is operationally defined as the actual 

amount of control an employee has over their work-life interface. As noted 

earlier the literature supports the idea that as perceived control increases, levels 

of work-life conflict (both overload and interference) will decline.

Supervisor support is the third conceptualization of control included in this 

thesis. The argument for the inclusion of supervisor support is very similar to the 

one made for perceived flexibility. Research in the area of supervisor support 

and work-life conflict (please see section 6.3.1) suggests that it may not be the 

alternative work arrangement per se that results in a greater sense of control but 

rather the actions of the employee’s immediate supervisor. Supervisors can play 

a key role by providing information to employees on corporate policies (e.g. 

alternative work arrangements, and personal leave days), allowing an employee 

to leave early to handle a non-work emergency and modeling a sense of work-life 

balance. Allowing employees more control over their schedule will help the 

employee work more efficiently thereby reducing overload. Allowing employees 

to leave early to handle a personal crisis will help employees feel lower levels of 

interference between work and family.

8.1.4.3 Justification of Interaction Hypotheses (H7-H12)
Karasek’s buffering hypothesis posited that control could moderate the

relationship between demands and job strain. Models 1-3 in this thesis 

represent an updated conceptualization of Karasek’s buffering hypothesis.
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Models 1-3 hypothesize that the various forms of control explored in this thesis 

(i.e. alternative work arrangements, perceived flexibility, supportive supervisor) 

will all moderate the association between demands (work and non-work) and 

work-life conflict (overload and interference). The literature supporting these 

hypotheses were reviewed in Sections 6.1, 6.2 and 6.3. Basically these 

hypotheses (H7-12) all test the notion that employees with similar demands at 

work and at home will experience different perceptions of overload and 

interference depending on the amount of control they have. These hypotheses 

are based on the supposition that employees with a heightened sense of control 

should: (1) be able to work more efficiently and therefore perceive lower levels of 

overload than their counterparts with similar levels of demands but lower levels of 

control and (2) be better able to time when and where their work and non-work 

obligations are met, thereby reducing their perceptions of interference relative to 

those who report similar levels of demands but lower levels of control. Three 

forms of control over work-life interface are tested in these hypotheses: 

alternative work arrangements, perceived flexibility and supervisor support. 

Literature justifying our conceptualization of each of these conditions as types of 

control over the work-life interface was given earlier.

8.1.5 Covariates of Models 1-3

. Covariates can affect the relationship between the independent and 

dependent variables such that it is unclear whether the independent variable 

impacted the dependent variable or whether the covariate impacted the
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dependent variable (Stevens, 1996). Appendix C provides a summary of the 

covariates included in each analysis. Key details are provided below.

In section 7 we established that gender and job type were associated 

with demands and work-life conflict. Consequently it was necessary to include 

gender and job type as covariates for all of the hypotheses tested in models 1, 2 

and 3. Similarly, for the strain hypotheses associated with models 1-3 (i.e. H1- 

H6), to ensure that the findings are due to the independent variable under 

consideration we controlled for the variables not directly associated with the 

given hypothesis. For example, controlling for non-work demands in H1 allows 

us to ensure the results are due to the independent variable under consideration 

(i.e. work demands), not sample differences with respect to non-work demands. 

Similarly, controlling for work demands when testing H2, allows us to ensure the 

findings are due to non-work demands not sample differences in work demands. 

For H3-H6, gender, job type, work demands and non-work demands were 

controlled so that we can ensure the findings are due to the independent variable 

under consideration (e.g. flextime in H3a) rather than sample differences in 

demands. These covariates (i.e. gender, job type, work demands, non-work 

demands) were also controlled for when we tested the buffer hypotheses (i.e. 

H7-H12).

Furthermore, flextime, compressed work week, telework and shiftwork 

were controlled when testing hypotheses H7a,b,c,d and H10a, b, c, d 

respectively. Perceived flexibility was controlled when testing H8 and H11 and 

supervisor support were controlled when testing H9 and H12. Such an
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approach allows us to ensure that the findings are due to the interaction term 

under consideration and not the aforementioned covariates.

8.2 Model Four: Hypotheses (Perceived Flexibility)

What is not well understood in the literature is the relationship between 

alternative work arrangements and perceived flexibility as well as the potential for 

supervisor support to moderate the relationship between alternative work 

arrangements and perceived flexibility (see section 6.2.3 and 6.3.3). Model 4 

was developed to allow us to develop both direct and interaction hypotheses and 

test these hypotheses. This section will present Model 4 followed by the 

hypotheses. This will be followed by the justification for the hypotheses and a 

discussion of the covariates.

Thesis model 4 is diagrammed below.

Figure 9 General Framework: Mapping Thesis Model 4

Supervisor
Support

Perceived
Flexibility

Alternative Work 
Arrangement (Flextime, 
compressed work week, 

telework, shiftwork), 
supervisor support (main 

effect only)

Model 4 has 9 hypotheses (5 direct hypotheses and 4 interaction hypotheses). 

Each set of hypotheses will be presented in turn.
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8.2.1 Model 4: Direct Hypotheses for Perceived Flexibility

PFLEXH1: The use of alternative work arrangements (AWA) will be positively 
associated with perceived flexibility. Specifically employees who work:
a. flextime (versus a regular work day)
b. compressed work week (versus a regular work day)
c. telework (versus a regular work day)
will report higher levels of perceived flexibility than their counterparts who work a 
regular work day.

PFLEXH2: The use of shiftwork arrangements will be negatively associated with 
perceived flexibility.

PFLEXH3: Supervisor support will be positively associated with perceived 
flexibility.

8.2.2 Model 4: Buffering Hypotheses for Perceived Flexibility

PFLEXH4: Supervisor support will moderate the impact of alternative work 
arrangements on perceived flexibility. Specifically higher levels of supervisor 
support will strengthen the positive relationship between perceived flexibility and 
working:
a. flextime (versus a regular work day)
b. compressed work week (versus a regular work day)
c. telework (versus a regular work day)

PFLEXH5: Supervisor support will moderate the impact of shiftwork on perceived 
flexibility such that higher levels of supervisor support will weaken the negative 
relationship between shiftwork and perceived flexibility.

8.2.3 Justification for Direct Hypotheses (Model 4)

Theoretically, alternative work arrangements should increase an 

employee’s ability to vary their work hours (flextime, compressed work week) or 

work location (telework). This increased ability to vary work hours/location 

should, in turn, increase their perception that they have increased flexibility with 

respect to scheduling of work. Empirical evidence to support this association 

can be found in section 6.2.3.
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As previously discussed, shiftwork arrangements are most often imposed 

upon the employee. Unlike the circumstances in PFLEXH1, in this case, 

shiftwork is likely to be associated with an employee feeling that he/she has less 

control over his/her work-life interface. This reduced lack of control is likely to 

manifest itself in perceptions of less perceived flexibility over the timing of one’s 

hours. Empirical evidence to support this association can be found in section

6.2.3.

As previously discussed, a supervisor plays a central role in how the 

employee spends his/her day and whether an employee can informally leave the 

workplace early. Given this context, it can be argued that theoretically there 

should be a positive association between supervisor support and perceived 

flexibility. Empirical evidence to support this association can be found in section

6.3.3.

8.2.4 Justification for Interaction Hypotheses (Model 4)

Theoretically, it is possible to hypothesize that the behaviour of one’s 

immediate supervisor will moderate the relationship between the employee’s 

work arrangement and the amount of flexibility they perceive. A supervisor can 

influence the extent to which employees can actually vary their hours of work, 

days of work and location of work. Supervisors are often the ones to approve a 

given work arrangement and often have the discretion to allow an employee to 

unofficially leave early or start late on a given day. In other words, it is possible 

that an employee who works a regular schedule but reports to a supportive
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supervisor perceives greater flexibility than an employee who works flextime but 

reports to a manager who makes taking flexible hours difficult.

As previously noted, shiftwork arrangements tend to be imposed upon the 

employee. It is possible that having a supportive supervisor could weaken the 

relationship between shiftwork and perceived flexibility. Empirical evidence to 

support these associations can be found in section 6.3.4.

8.2.5 Model 4 Covariates

Covariates were also controlled for when testing the various hypotheses in 

Model 4 (see Appendix C for a summary of what covariates were included in 

each analysis). For all hypotheses (PFLEX H1-5), gender, job type, work and 

non-work demands were controlled. In section 7 we established that gender and 

job type were associated with access to work arrangements and perceived 

flexibility. Consequently it was necessary to include gender and job type as 

covariates for all of the hypotheses tested in model 4. Controlling for work and 

non-work demands allows us to ensure the findings are due to the independent 

variable under consideration (e.g. flextime) and not due to the influence of work 

and non-work demands in PFLEX F11-3 (direct hypotheses).

Please note that gender, job type, work demands, non-work demands and 

supervisor support were controlled for in Hypotheses PFLEX H4 and PFLEX H5 

(interaction hypotheses). Furthermore, flextime, compressed work week, 

telework were controlled when testing hypotheses PFLEX 4a,b, and c, 

respectively. Shiftwork was controlled when testing hypothesis PFLEX 5.
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Controlling for these covariates allows us to ensure the findings are due to the 

interaction term under consideration (e.g. flextime x supervisor support) and not 

due to the influence of the aforementioned covariates.
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9. Methodology

The methodology section is divided into five sections. The first subsection will 

discuss the sample used in this thesis. The second subsection presents the 

measures used. This is followed in the third subsection by a discussion of the 

possible options for analyzing the data. The fourth subsection will discuss the 

assumptions involved with regression while the fifth section will outline the 

approach to analyzing the data.

9.1 Sample
The sample for this thesis comes from the 2001 National Work-life Conflict 

Study conducted by Linda Duxbury and Chris Higgins. The researchers 

(Duxbury and Higgins) contacted 2,978 Canadian organizations with a minimum 

of 500 employees each.

A total of 100 organizations (representing 3.4% of the total sample frame) 

participated in the Duxbury/Higgins study. Forty employers were from the private 

sector, 22 from the public sector and 38 from the not-for-profit sector. There 

were a total of 31,571 respondents (representing a 26% response rate). The 

lower response rate can be explained by the length and comprehensive nature of 

the survey and the absence of follow-up reminder notices (Duxbury and Higgins, 

2001).

The use of a secondary data set for analysis has both advantages and 

disadvantages. Advantages may include: access to a large sample which greatly 

enhances the statistical power and the generalizability of the findings; access to 

well-validated measures; avoidance of the large expense of primary data
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collection as well as the ability to progress more quickly to the data analysis 

phase (Birnbaum, 2007; Dillon, Madden and Firtle, 1994; Green, Tell, and 

Albaum, 1993). Disadvantages may include: no control over the data collection 

process which limits the constructs and items that the secondary researcher may 

wish to explore; insufficient definition/documentation of the constructs may lead 

to confusion on the part of the secondary researcher about what the construct 

means; and the risk of using a dataset that is outdated (Birnbaum, 2007; Dillon, 

Madden and Firtle, 1994; Green, Tell, and Albaum, 1993).

9.1.1 Thesis Sample Subset
The entire sample of respondents from Duxbury and Higgins’ (2001)

National Work-Life Conflict Study was initially included in the analysis. This 

decision was based on the fact that increasing work demands, increasing non

work demands and work-life conflict have the potential to impact all employees, 

regardless of gender, parental status or job type and that limiting the study of 

work-life conflict to subgroups such as those who are married and/or parents 

limits the generalizability of the findings (Boyar et al, 2003; Grzywacz and Marks, 

2000). Both Boyar et al. (2003) and Grzywacz and Marks (2000) acknowledge 

that single childless adults often have nonwork obligations to parents, 

brothers/sisters and other family members.

Those respondents who worked part-time were screened out of the 

sample because the literature suggests that the organizational reality is quite 

different for part-timers (Bond et al., 2003; Higgins, Duxbury and Johnson, 2000; 

Werbel, 1985). White (1983) has characterized many part-time jobs as job
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ghettos with low pay, routine activities, and few promotional opportunities. These 

disadvantages have also been raised by Barnett (1998). A total of 4,317 

respondents who work less than 35 hours per week were filtered out. This step 

resulted in a remaining sample of 27,254 respondents.

Those respondents who answered all categorical information (i.e. gender, 

job type, work arrangement, shiftwork) and who answered a minimum of one 

item for each construct of interest (i.e. work demands, non-work demands, role 

overload, work-family interference, family-work interference, perceived flexibility 

and supervisor support) were included for further analysis. Such an approach is 

consistent with other researchers (e.g. Duxbury and Higgins, 2001).

Respondents who failed to reply to at least one item per construct (n = 10,888) 

were filtered out of the dataset. This filtering step resulted in the sample of 

respondents being reduced from 27,254 to 16,366.

9.2 Operationalization of Constructs

This section gives a brief overview of how each construct in the thesis 

models were operationalized in this research. The measures themselves can be 

found in Appendix A.

9.2.1 Work and Non-work demands

Respondents were asked to estimate the amount of time (in hours) spent 

per week in work and non-work activities. The decision to measure demands in 

this way is driven by the following considerations. First, measuring demands in 

this way is consistent with how the majority of researchers (e.g. Austin Knight,
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1995; Duxbury and Higgins, 2001; Fenwick and Tausig, 2001; Fu and Shaffer, 

2001; Galinsky, Bond and Hill, 2004; Guteket al., 1991; Silver, 2000) have 

measured demands when focusing on the relationship between demands and a 

given measure of strain (e.g. physical illness, depression, stress, work-life 

conflict).

Measuring demands in terms of hours is also consistent with the findings 

reported earlier (Section 4.3) establishing a positive association between 

demands (measured in terms of hours) and strain (outcomes such as 

depression, poor health and work-life conflict). Using hours to operationalize 

demands will allow also us to compare the association between both work and 

non-work demands and our three measures of work-life conflict.

Second, Duxbury and Higgins (2002b) argue that time is a fixed 

commodity and that time spent in one activity means that time is not available for 

other activities. Given the time commitment required of most workers (Duxbury 

and Higgins, 2002b), time spent at work leaves less time for other activities.

Many researchers (e.g. Duxbury and Higgins, 2002b; Frone et al., 1997; 

Grzywacz and Marks, 2000; Major, Klein and Ehrhart, 2002; Thompson,

Beauvais and Lyness, 1999) point out that previous research suggests that time 

spent at work is positively associated with work-life conflict. This makes sense 

because more time spent at work means less time at home with the family. 

Insufficient time spent on family demands could negatively impact relationships 

with spouse and children (De Frank and Ivancevich, 1998; Guteket al., 1991; 

Voydanoff, 2004). Therefore, the way this thesis measures demands is
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consistent with the notion of time as a fixed, finite resource and this 

measurement is consistent with the hypothesized relationships between 

demands and work-life conflict.

9.2.1.1 Work Demands
Work demands were quantified in this thesis by asking respondents to

indicate the number of hours spent per week on the following four work-related 

activities: driving or commuting to and from work; in paid employment; working 

at home outside regular hours and educational activities (e.g. taking night 

courses, training for work). Total work demands per week were calculated for 

each respondent by summing the hours reported in each of the four work-related 

activities.

9.2.1.2 Non-Work Demands
Non-work demands were quantified by asking respondents to indicate the

number of hours spent per week in home chores and errands, in child care or 

activities with children, in caring for elderly relatives or dependents and in 

volunteer activities. Similar to the approach used with work demands, total non

work demands per week were calculated for each respondent by summing the 

hours reported in each of the four nonwork-related activities. In both cases, the 

higher the total number of hours spent in work and non-work activity, the higher 

the level of demands.

While it may have been possible to combine the work demands and non

work demands scores into a composite total demands score, it was decided to 

keep the two scores separate as a global measure of demands would not permit
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the researcher to examine the impact of each demand separately. The need for 

such an examination can be obtained from the literature (e.g. Bianchi and Raley, 

2005; Marini and Shelton, 1993; Robinson and Godbey, 1997; Zick and 

McCullough, 1991) that shows that while gender is not associated with total 

demands, it is strongly linked to the two components of total demands in that 

men do more paid work, women more unpaid work. Examinations that focus on 

total demands only could, therefore, come to erroneous conclusions with respect 

to the relationship between gender and demands.

In addition, focusing on total demands would not allow us to examine the 

relationship between work demands and our three measures of work-life conflict. 

By the same token, we would not be able to examine the relationship between 

non-work demands and these three measures of work-life conflict. There are 

also some theoretical consideration raised by Frone (2003) for examining the 

relationship between the two types of demands and work-life conflict separately. 

Frone (2003) argues that work-family interference and family-work interference 

are conceptually different and that work demands tend to be associated with 

work-family interference and non-work demands tend to be associated with 

family-work interference. The testing of such relationships would not be possible 

with a global measure of demands such as total demands.

9.2.2 Measures of Strain (Work-Life Conflict)

In this thesis, strain was operationalized as three different 

conceptualizations of work-life conflict: role overload, work-family interference 

and family-work interference. Role overload was quantified in this study using
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five items from a scale developed by Bohen and Viveros-Long (1981). 

Respondents were asked to indicate using a 5 point Likert format (1 = strongly 

disagree, 3 = neutral and 5 = strongly agree) to what extent they agreed or 

disagreed with five statements associated with role overload. A sample question 

includes “I feel physically drained when I get home from work”. Role overload 

was calculated for each respondent by computing an average score from the five 

items. Higher scores indicated greater role overload. The Cronbach’s alpha for 

role overload for the subsample of 16,366 respondents was 0.87. Tabachnick 

and Fidell (2001) suggest that Cronbach alphas in excess of 0.60 provide 

adequate reliability.

A modified version of the scale developed by Gutek, Searle and Kelpa 

(1991) was used to measure both work-to-family and family-to-work interference. 

Respondents were asked to indicate using a 5-item Likert scale (1 = strongly 

disagree, 3 = neutral and 5 = strongly agree) how much they agreed or disagreed 

with the following six questions concerning work-to-family interference and four 

questions about family-to-work interference. A sample question for the work- 

family interference includes: “My work schedule often conflicts with my personal 

life”. A sample question for family-work interference includes: “Making 

arrangements for children while I work involves a lot of effort”. Work-family 

interference was calculated for each respondent by computing an average score 

from the six items. Family-work interference was calculated for each respondent 

by computing an average score from the four items. Higher scores for work- 

family interference and family-work interference indicated higher levels of
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interference. The Cronbach’s alphas for work-family interference and family- 

work interference were 0.91 and 0.87 respectively.

9.2.3 Alternative Work Arrangements
Work arrangement was operationalized by asking respondents to: “Please

FILL in the oval for the phrase that best describes how your employment is 

arranged”. The description used for each of the following four work 

arrangements was as follows:

REGULAR: you work a set number of hours each week, arriving and departing at 
the same time each day.
FLEXTIME: you vary your arrival and departure times around a ‘core’ time when 
you should be at work.
COMPRESSED WORK WEEK: you get one working day off each week or two in 
return for longer hours.
WORK AT HOME: you spend part of your regular work week working at home.

In each case, the alternative work arrangement (i.e. flextime, compressed 

work week, telework) was assigned a value of 1 while the alternative condition 

(regular work week) was assigned a value of -1 . This means that the number of 

respondents analysed in the sample will change for the analyses associated with 

flextime, compressed work week and telework. For example, when testing 

hypotheses associated with flextime, those working compressed work week and 

telework are excluded from the analysis.

9.2.4 Shiftwork

Shiftworkers were identified by looking at the following survey question 

with three possible responses:

Do you work shifts? No; Yes, I work a fixed shift; Yes, I work a rotating shift.
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Shiftwork was dummy coded such that those working a regular work week were 

assigned a code o f-1  and those working shiftwork (fixed and rotating) were both 

assigned a code of 1. The coding was done in this fashion to be consistent with 

the hypotheses outlined in section 8.

9.2.5 Perceived Flexibility

Perceived flexibility is defined as the amount of flexibility respondents 

perceive they have over their work hours and their work location. The measure 

of perceived flexibility used for this thesis was developed and tested by Duxbury 

and Higgins. Duxbury and Higgins first developed a four-item scale of perceived 

flexibility for their 1991 work-family study (Duxbury, Higgins, Lee and Mills,

1991). This measure was refined over the course of several studies and the 

measure of perceived flexibility used in this thesis included ten items. 

Respondents were given a 5 point Likert scale (where a 1 = very difficult, a 3 = 

neither easy nor difficult, and a 5 = very easy) to use to respond to these 

questions. A sample question included how easy is it for you to vary your work 

hours? Perceived flexibility was calculated for each respondent by computing an 

average score from the ten items. Higher scores reflect greater perceived 

flexibility. The Cronbach’s alpha for perceived flexibility for the subsample was 

0.85.

9.2.6 Supervisor Support
Supervisor support is defined as working for a supervisor who ”is a good

communicator, focuses on output rather than hours, demonstrates respect for 

employees and supports their career development” (Duxbury and Higgins, 2001,
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p. 55). The measure of supervisor support used for this thesis was developed 

and tested by Duxbury and Higgins between 1995 and 2001 (Duxbury and 

Higgins, 2001). The measure includes sixteen behaviours associated with being 

a supportive or a non-supportive supervisor. Six of these behaviours (e.g. makes 

me feel guilty about time off for personal or family reasons) are non-supportive 

and ten of these behaviours (e.g. listens to my concerns) are supportive. 

Respondents were asked to indicate using a five point Likert scale (1 = strongly 

disagree, 3 = neutral, 5 = strongly disagree) the extent to which they agreed or 

disagreed that their supervisor had engaged in each of these 16 behaviours.

The six non-supportive behaviours were reverse-coded and a total supervisor 

support score was then calculated for each respondent by computing an average 

score for responses from the sixteen items. Higher scores reflect greater 

supervisor support. The Cronbach’s alpha for supervisor support for the 

subsample was 0.91.

9.2.7 Gender
Gender was quantified by asking respondents whether they were male or 

female. Males were dummy coded -1 and females coded 1.

9.2.8 Job Type

Job type was quantified by asking respondents which of eight options best 

described the type of work they did: managerial, professional, technical, 

administrative, clerical, retail, production, or other. Managers/Professionals were 

grouped into one category (dummy coded -1 ) while all other job types were 

combined into a category called non-professional (coded 1). The decision to
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include the technical group of respondents into the non-professional category 

was driven by the finding in Duxbury and Higgins (2002b) that technical 

employees do not differ substantially from the non-professional employees in 

their sample (the reader will recall that this thesis uses the same dataset). The 

main differences in their sample were between managers/professionals and the 

other respondents (Duxbury and Higgins, 2002b).

As seen in section 7 of the thesis, there are differences in the level of 

demands and work-life conflict experienced by these two groups. These 

differences support the dichotomization of the eight categories into the two 

groups used in this thesis.

9.3 Data Analysis Options

Once the data is collected, researchers must make several key decisions 

about how to analyze the data. Two potential options for analyzing the data will 

be addressed. A review of the advantages and disadvantages of each option 

will be discussed followed by a justification for using the technique chosen to test 

the hypotheses (i.e. multiple regression).

Before outlining the data analysis options, it is useful to remember that this 

thesis is testing for both direct and interaction effects. Theoretically, it is 

possible to use either multiple regression or structural equation modeling for 

analyzing the data. Each technique will be defined and subsequently discussed 

in turn in the sections below.
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9.3.1 Multiple Regression
The first option for analyzing the data is multiple regression. Regression

allows researchers to assess the relationship between a given dependent 

variable and several independent variables (Tabachnick and Fidell, 2001).

In this thesis, the research hypotheses posit a series of relationships 

testing both direct effects (between the independent variables and the dependent 

variable) and interaction effects (changes in the relationship between 

independent variables and the dependent variable as a function of the level of 

the moderator variable). Regression can be used to effectively assess the 

following: Are there statistically significant relationships for both direct effects 

and interaction effects? If so, are these relationships of practical significance? If 

these relationships are both statistically significant and practically significant, we 

can plot the interactions (Aiken and West, 1991).

There are four key advantages to using multiple regression in this thesis. 

First, the use of regression and its emphasis on assessing the strength of the 

relationships between both independent and dependent variables as well as 

independent variables and moderator variables is consistent with the hypotheses 

developed in this thesis. Second, regression is capable of handling categorical 

or dichotomous variables in addition to continuous variables. Third, procedures 

for analyzing, detecting and examining the nature of interaction effects in multiple 

regression have been well-established (Aiken and West, 1991; Jacquard, Turrisi, 

and Wan, 1990). Fourth, regression allows the researcher to control for possible 

confounds (gender and job type in this thesis).
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It should be noted that using multiple regression in this thesis analysis is 

not without drawbacks. Unlike structural equation modeling, multiple regression 

can only analyze one dependent variable at a time. To compensate for this fact, 

we tested four separate models.

9.3.2 Structural Equation Modeling (SEM)
The second option for data analysis is structural equation modeling.

Structural equation modeling (SEM) is a collection of statistical techniques that 

allow researchers to examine a set of relationships between one or more 

independent variables and one or more dependent variables (Ullman, 2001,

653). SEM examines these relationships by producing an estimated population 

covariance matrix and comparing this matrix with the sample covariance matrix 

(Ullman, 2001).

A key advantage to structural equation modeling is the ability to examine 

multiple predictive relationships involving more than one dependent measure 

simultaneously (Anderson and Gerbing, 1988). In the absence of testing for 

interaction effects, this approach is a more efficient way of testing hypotheses 

and examining the relationships among multiple outcomes. Another key 

advantage of structural equation modeling is the ability to examine latent 

variables (i.e. variables that are not directly measured but instead assessed 

indirectly based on observed indicators) in the research model.

While many authors cite the powerful ability of SEM to analyze 

complex relationships simultaneously (e.g. Ullman, 2001), it is acknowledged that 

a key disadvantage is the ensuing complexity that results from using this
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technique (Ullman, 2001). Furthermore, many authors (e.g. Brannick, 1995; 

Kelloway, 1995) have argued that it is pointless to use more complex statistical 

techniques when simpler methods are equally effective.

It is also important to remember that testing buffer hypotheses by looking 

for interaction effects is an integral feature of the thesis. Relative to multiple 

regression, the procedures for testing, detecting and describing interactions 

using SEM are less well-established (Cortina, Chen and Dunlop, 2001; Kline and 

Dunn, 2000). In fact, there is confusion among researchers using SEM about 

how to incorporate interaction effects into SEM (Cortina, Chen and Dunlap,

2001).

Furthermore, the procedures that have been advocated by Ping (1995), 

Hayduk (1996) and Kenny and Judd (1984) for testing interaction effects in SEM 

have been characterized as “easily prone to error” (Kline and Dunn, 2000, p.

127). Cortina et al. (2001) observe that there is a lack of user friendliness when 

it comes to describing the techniques for testing interactions using SEM. Cortina 

et al. (2001) take SEM researchers to task for not providing sufficient rationale for 

their techniques, for not describing their suggested techniques in detail, and for 

providing techniques that tend to be extremely complicated and cumbersome 

(Cortina et al., 2001).

These problematic issues with assessing interaction effects in SEM may 

help explain Cortina et al., (2001 )’s observation that “the number of studies 

testing multiplicative effects with SEM is only slightly larger than it was in the
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wake of Kenny and Judd’s (1984) seminal article on the topic” (Cortina et al., 

2001, p. 325).

In conclusion, multiple regression is the most appropriate statistical 

analysis technique for this thesis as testing for interactions with multiple 

regression is well-established.

9.4 Assumptions of Multiple Regression

Several assumptions are associated with multiple regression including: the 

dependent variable is distributed normally (Stevens, 1996), there is a linear 

relationship between the dependent variable and the independent variables and 

there is homoscedasticity (i.e. constant errors of prediction across levels of the 

dependent measures) between predicted dependent variable scores and errors 

of prediction. Violations of normality and linearity assumptions could lead to an 

increase in the risk of Type 1 error (the probability of rejecting the null hypothesis 

when it is true) and decreases in power (the probability of rejecting the null 

hypothesis when it is false).

Normality of variables can be assessed either statistically or graphically 

(Tabachnick and Fidell, 2001). With large samples such as that used in this 

analysis, Tabachnick and Fidell (2001) recommend looking at the shape of the 

distribution instead of using formal inference tests. SPSSX was used to examine 

frequency histograms and normal probability plots to look for evidence of 

skewness (i.e. a skewed variable is a variable whose mean is not in the center of 

the distribution) and kurtosis (i.e. a distribution that is either too peaked with 

short, thick tails or too flat with long, thin tails) (Tabachnick and Fidell, 2001).
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Evidence of skewness and kurtosis would suggest the curve in question is not 

normal. No evidence of skewness or kurtosis was found for any of the dependent 

variables used in this thesis. Please see the histograms and probability plots in 

Appendix B1.

Nonlinearity and homoscedasticity was assessed by inspecting 

scatterplots using SPSS (Tabachnick and Fidell, 2001). Homoscedasticity 

occurs when the variance of residual error is constant for all values of the 

independent variables (Berry, 1993). Heteroscedasticity (i.e. the failure of 

homoscedasticity) results in a weakening of the ability to detect a linear 

relationship between the variables in question (Tabachnick and Fidell, 2001). 

Researchers can compare the standardized residuals versus the predicted 

values. A linear relationship among variables will result in the “standardized 

residuals being scattered randomly about a horizontal line” (Stevens, 1996, p.

93). An inspection of the scatterplots revealed no evidence of nonlinearity and 

no evidence of heteroscedasticity in any of the variables included in this thesis. 

The scatterplots are located in Appendix B2.

Tabachnick and Fidell (2001) also point out the problems associated with 

multicoHinearity. Multicollinearity is defined as extremely high correlation (.90 or 

higher) between two independent variables (Tabachnick and Fidell, 2001). As 

discussed by Stevens (1996), there are three reasons why multicollinearity is 

problematic. First, the size of the multiple correlation (R) will be limited because 

both predictors are trying to explain the same variance on the dependent 

variable. Second, multicollinearity makes it difficult to assess the relative
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importance of a certain predictor (e.g. predictor A) because another predictor 

(e.g. predictor B) is confounding the predictive ability of predictor A. Third, 

multicollinearity increases the variances of the regression coefficients thereby 

resulting in a more unstable prediction equation.

Fortunately, there are ways of checking for multicollinearity. A review of 

the correlations in section 10.2 shows no evidence of multicollinearity 

(Tabachnick and Fidell, 2001 suggest high correlations of 0.90 or higher are 

evidence of multicollinearity).

An effective strategy for reducing multicollinearity when interactions are 

calculated is to center the continuous independent variables and moderating 

variables (Aiken and West, 1991). More detail about centering the variables is 

provided later in this section.

9.5 Data Analysis Approaches

This section will outline the approaches used to analyze the data in this 

thesis. Chi-squared analysis, MANOVA and regression analysis were 

performed and each will be discussed in turn.

9.5.1 Chi-Squared Analysis

In order to develop a better sense of how the covariates can potentially 

affect the results of this thesis, we need first to examine the relationship between 

gender and job type. Since the gender and job type are categorical variables, we 

used the chi-square test of independence to examine this relationship 

(Tabachnick and Fidell, 2001). The null hypothesis is that there are no
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statistically significant relationship between gender and job type. If the p-value 

is less or equal to .0015, we can reject the null hypothesis and conclude that 

there are statistically significant differences in the interaction between gender 

and job type.

This technique was also used to explore the relationship between the 

usage of the various work arrangements (compressed work week, flextime, 

telework and shiftwork) and gender and job type. The null hypothesis is that 

there are no statistically significant differences in the usage of various work 

arrangements by gender and job type. If the p-value is less than or equal to 

.001, we can reject the null hypothesis and conclude that there are statistically 

significant differences in the interaction between gender and job type in the 

usage of various work arrangements.

9.5.2 Analysis of Variance (MANOVA/ANOVA)

Analysis of variance allows researchers to examine whether or not there 

are statistically significant mean differences among groups (Tabachnick and 

Fidell, 2001). In this thesis the relationship between gender, job type and all the 

continuous variables in the analysis were examined using ANOVA/MANOVA.

The analysis proceeded as follows. First we examined the F-statistic associated 

with the gender by job type interaction effect to determine if the interaction was 

significant or not (p value of 0.001 or less). If yes, we interpreted the data by 

plotting the interaction. If the interaction effect was not significant, we interpreted 

the gender and job type main effects separately.

5 Please note that the rationale for the stricter alpha level is presented at the end of this section.
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The decision whether to use multivariate analysis of variance (MANOVA) 

or analysis of variance (ANOVA) is driven by the number of dependent variables 

analyzed. MANOVA is used in cases where there is more than one dependent 

variable and these dependent variables are either moderately or highly correlated 

(Duxbury and Higgins, 2005). As shown in Table 3 below, a MANOVA design 

was used to explore the relationship between gender, job type and work-life 

conflict because the three dependent variables (role overload, work-family 

interference and family-work interference) are moderately or highly correlated. 

MANOVA was also used to test the relationship between gender, job type and 

our two continuous measures of perceived control, perceived flexibility and 

supervisor support. This was done because these two variables are moderately 

correlated. An ANOVA design (i.e. one dependent variable) was used for work 

demands and non-work demands because these two variables are weakly 

correlated.

Table 3 Summary of MANOVA/ANOVAs Used in Thesis

Independent
variables

Dependent Variables Variance design 
used

Gender, job type Role overload, work-family 
interference, family-work 
interference

MANOVA

Gender, job type Perceived flexibility, 
supervisor support

MANOVA

Gender, job type Work demands ANOVA
Gender, job type Non-work demands ANOVA
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9.5.3 Hierarchical Regression

A hierarchical regression approach was used to test the thesis 

hypotheses. Hierarchical regression allows the researcher (rather than SPSS) to 

choose the order in which variables are entered into the regression model based 

on their understanding of the theoretical literature. The advantage of 

hierarchical regression is that the researcher can see the unique contribution of 

the addition of a new independent variable or interaction term to the regression 

model by examining the change in R2 (Tabachnick and Fidell, 2001). The R2 is 

the “percent of variance in the dependent that is explained by the independent 

variables” (Duxbury and Higgins, 2005, p. 65).

This thesis tests both direct and interaction hypotheses for four different 

models. A table summarizing the testing approach for the four thesis models 

can be found in Appendix C. In summary, we are using hierarchical regression 

to test 8 direct hypotheses and 12 interaction hypotheses for each of models 1, 2 

and 3 (total of 60 regressions). Model 4 tests 5 direct and 4 interaction 

hypotheses (an additional 9 regressions). Such an approach was necessary in 

order to assess the unique contribution of the independent and moderator 

variables on the various dependent variables. It is acknowledged that running 

this many regressions increases the risk of a type 1 error (Stevens, 1996). In 

order to counter such a problem, Stevens (1996) recommends setting a strict 

alpha level in the order of 0.001. This recommendation was followed in this 

thesis.
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Before undertaking the regression we followed the advice of Aiken and 

West (1991) and centered all continuous independent variables and moderators. 

Centering involves converting a continuous independent measure so that each 

variable has a mean of zero (Tabachnick and Fidell, 2001). Centering the 

variables reduces potential difficulties associated with multicollinearity by 

reducing the correlations between the independent variable and the interaction 

term as well as the correlations between the moderator variable and the 

interaction term (Aiken and West, 1991).

In this thesis centered scores were obtained by subtracting the sample 

mean from each respondent’s score, resulting in transformed scores with a mean 

of zero (Aguinis, 2004). For example, the total sample mean for work demands 

is 48.85 hours per week. To center the score this mean of 48.85 was subtracted 

from the reported work demand score of each of the 16,366 respondents in the 

sample. In the case of a respondent with a reported work demands score of 

70.85 this would result in a centered score of 22.

The procedure for testing the direct and interaction (i.e. buffering) 

hypotheses was identical for all four thesis models. The procedures used in this 

thesis are outlined in the sections below.

9.5.3.1 Testing direct effect hypothesis

In order to test the direct effect (i.e. strain) hypotheses, the covariates 

(gender and job type) were first entered into the regression equation. Such an 

approach is recommended as a way of controlling for the effect of these
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covariates in the analysis (Aiken and West, 1991; Cohen and Cohen, 1983). As 

discussed in section 7, the literature suggests that both socio-economic status 

(represented in this thesis by job type) and gender are likely to act as covariates 

which can affect the relationship between each independent variable (i.e. work 

demands and non-work demands) and the dependent variables (role overload, 

work-family interference, family-work interference). Work demands and/or non

work demands were also included as covariates in a number of the analyses to 

ensure that the findings were due to the independent variable under 

consideration (please see Appendix C for a detailed summary of how each 

hypothesis was tested). The R2 resulting from this first regression run tells us the 

amount of variance in the dependent variable explained by the covariates. For 

example, to test ROH1 (i.e. work demands are positively associated with role 

overload), the covariates gender, job type and non-work demands were entered 

in the regression equation and the percentage of the variance in role overload 

explained by the covariates was represented by the resulting R2.

The independent variable (varies depending on the hypothesis being 

tested) was entered into the regression equation in step 2. The impact of adding 

this independent variable on our ability to explain the variation in our dependent 

variable is then determined by examining the change in R2 from step 1 to step 2 

(i.e. the additional percentage of variance in the dependent variable explained by 

the addition of that variable of interest) The hypothesis is tested by looking at 

whether or not this change in R2 is statistically significant. As noted earlier, a 

strict alpha of less than or equal to 0.001 is required for significance in this thesis.
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The third step of our hierarchical regression analysis involves an 

assessment of the relative importance of the independent variables in the model 

being tested. Relative importance of the predictor variables (i.e. work demands, 

non-work demands) is obtained by calculating Pratt’s coefficient and Pratt’s 

standardized measure (Thomas et al., 1998). Pratt’s coefficient is calculated by 

multiplying the standardized regression coefficient of the predictor variable by the 

correlation of the predictor variable and the dependent variable. Pratt’s 

standardized measure is calculated by dividing Pratt’s coefficient by the total 

variance explained. All standardized Pratt measures sum to 1 (Thomas et al., 

1998).

9.5.3.2 Testing the moderator (i.e. interaction) hypothesis

Steps one and two of these analysis are identical to those described for 

testing of direct effect hypothesis. In this case, however, step 3, requires the 

addition of the interaction term into the equation. For example, to test ROH7a, 

the covariates (i.e. gender, job type, work demands, non-work demands) were 

entered into the regression equation. Second, the independent variable (i.e. 

flextime) was entered. Third, the interaction term (i.e. work demands x flextime) 

was entered.

In order to determine whether or not the interaction term was statistically 

significant, we examine the change in R2 from step 2 to step 3 using the same 

procedure as described in the previous section. In this case we also examine the 

unstandardized regression coefficient (b). Unstandarized regression coefficients
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indicate the average amount the dependent variable increases when the 

independent variable increases one unit associated with the interaction term 

(Stevens, 1996; Tabachnick and Fidell, 2001). Aguinis (2004) and Aiken and 

West (1991) recommend that researchers who are interpreting interaction effects 

should examine unstandardized, rather than standardized, regression 

coefficients. They justify this recommendation by noting that the interpretation of 

the standardized solution (i.e. the beta) “provided by computer packages is 

fraught with great difficulties because even if the predictors are standardized, 

their product in not necessarily standardized” (Aguinis, 2004, p. 38).

If the p-value for the interaction term is less than or equal to our alpha of 

0.001, then we can accept the moderation hypothesis. For example, we can say 

for ROH7a that the relationship between work demands and role overload will be 

weaker for those who use flextime arrangements than those who work a regular 

work day.

Finally, in all of the above analysis it is important to examine practical as 

well as statistical significance. Such a step is necessary because the size of the 

thesis dataset (16,366 respondents) means that a result may be statistically 

significant but not practically significant. Only those results that were statistically 

significant were examined for practical significance.

Two key methods were used in this thesis to determine practical 

significance. First, we examined the relative impact of the interaction variable at 

various levels of a given predictor by plotting that interaction. Plotting the 

interaction allows researchers to understand whether the interaction effect (e.g.
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work demands x supervisor support) is stronger at low, medium or high values of 

the independent variable (e.g. work demands). An interaction term that results in 

a different slope at different levels of an independent variable (e.g. work 

demands) is deemed to be practically significant (Aguinis, 2004). Second, we 

examined the change in R2 from step 2 (adding the independent variable) to step 

3 (adding the interaction variable). Aguinis (2004) recommends that a change in 

R2 of 1% or higher is practically significant.
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10. Results
The results section is divided into four subsections. First, the 

demographics of the sample will be presented. Second, the relationship between 

gender, job type and the following variables, demands, work-life conflict, work 

arrangements, perceived flexibility, and supervisor support will be explored.

Third, the correlations between the variables in this thesis are presented and 

discussed. Fourth, the results of the hierarchical regression will be presented for 

each of the four thesis models.

10.1 Demographics

This subsection will present detailed information on the demographic 

composition of the subsample analysed in this thesis. This is followed by a 

summary of both the means and standard deviations for all the variables 

analyzed in this thesis. Table 4 summarizes the demographic information in this 

thesis6.

6 Please note that for those cells with asterisks, the mean is presented first followed in brackets 
by the standard deviation.
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Table 4 Summary of Demographic Characteristics

Men W om en Total
Num ber and Percentage of Respondents 7130 (44% ) 9236 (56% ) 16,366 (100% )
Average Age of Respondents (years) 44.34 42.01 42.95
Num ber and Percentage of Married 
Respondents

5194 (73% ) 6971 (75% ) 12165 (77% )

Num ber and Percentage of Parents 5621 (79% ) 6226 (75% ) 11847 (72.4% )
Education Level (Post-secondary degree or 
higher)

4047 (57% ) 5884 (64% ) 9931 (61% )

Income Range ($40 ,000-$59 ,999) 2312 (32% ) 3277 (35% ) 5589 (34% )
Num ber and Percentage of Manager/ 
Professionals (Job Type)

4171 (58% ) 4070 (44% ) 8241 (50 .4% )

Num ber and Percentage of Non- 
Professionals (Job Type)

2959 (42% ) 5166 (56% ) 8125 (49.6% )

Mean and Standard Deviation for Work 
Demands

50.40* (9.75) 47 .63* (8.80) 48.85 (9 .33)*

Mean and Standard Deviation for Non-Work 
Demands

18.58* (11.37) 18 .72 *(11.74) 18.66 (11.58)*

Mean and Standard Deviation for Role 
Overload

3.45* (.88) 3.69* (.89) 3.58 (0 .89)*

Mean and Standard Deviation for W ork- 
Family Interference

2.84* (1.00) 2 .74* (1.02) 2.78 (1 .02)*

Mean and Standard Deviation for Family- 
Work Interference

2.24* (.90) 2 .21* (.98) 2.22 (0 .95)*

Mean and Standard Deviation for Perceived 
Flexibility

3.27* (.86) 3.13* (.93) 3.19 (0 .82)*

Mean and Standard Deviation for Supervisor 
Support

3.54* (.72) 3.61* (.78) 3.58 (0 .76)*

Num ber and Percentage working M-F 9 to 5 4509 (63% ) 5281 (57% ) 9790 (60% )
Number and Percentage working Flextime 1933 (27% ) 2057 (22% ) 3990 (24% )
Number and Percentage working C W W ' 9 7 4 (1 3 .7 % ) 1446 (15.7% ) 2420 (14.7% )
Num ber and Percentage working Shiftwork 1115 (15.6% ) 1300 (14.1% ) 2415 (14.7% )
Num ber and Percentage working Telework 81 (1.1% ) 85 (0.9% ) 166 (1.0% )

A total of 16,366 respondents are included in the analysis in this thesis. 

The average age of the respondents is 42.95 years of age. Over three quarters 

of respondents (77%) are married and parents have an average of 1.5 children. 

A majority of respondents (61%) have a college diploma or university degree, 

and the average respondent indicates that they are earning between $40,000 

and $59,999 annually. The means and standard deviations for work demands, 

non-work demands, role overload, work-family interference, family-work

7 C W W  is the short form for Compressed W ork W eek
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interference, perceived flexibility and supervisor support are summarized in Table 

4.

In reviewing the means in Table 4, several points are worth noting. First, 

respondents on average, report heavy work demands (48.85 hours in work per 

week). This is substantively higher than the amount of time spent in non-work 

activities (mean of 18.66 hours per week). Second, respondents report greater 

levels of role overload (mean of 3.58) than any other form of work-life conflict. 

While respondents also report moderate levels of work-family interference (mean 

of 2.78), very few report family-work interference (mean of 2.22). These findings 

are consistent with those reported by other work-life researchers (e.g. Frone, 

2003). To sum up, individuals in this sample reported moderate to high levels of 

role overload, moderate to low levels of work-family interference and low levels of 

family-work interference. Third, the majority (60%) of respondents work a 

conventional Monday-Friday, 9 to 5 schedule. Almost a quarter of respondents 

work a flextime arrangement while an equal percentage of respondents work 

compressed work week and shiftwork. A very small percentage of respondents 

work telework.

Finally, respondents reported moderate to high levels of supervisor 

support (3.58) and moderate levels of perceived flexibility (3.19). The results 

present a picture of the average Canadian as one who works a fixed work day, is 

experiencing high demands at work and high levels of role overload but also 

receives moderately high levels of support from their supervisor. Furthermore, it 

would appear that having a supportive supervisor does not necessarily lead to
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increased levels of perceived flexibility as more individuals reported high levels of 

supervisor support than those who reported high levels of perceived flexibility.

10.2 Role of Gender and Job Type
The literature review indicated that both gender and job type could

potentially be associated with many of the key variables of interest in this thesis 

(i.e. demands, work-life conflict, perceived flexibility, supervisor support, work 

arrangements). This section of the thesis explores the relationship between 

gender, job type and all the variables considered in this analysis for the research 

sample. This analysis was undertaken to confirm the need to include gender and 

job type as covariates in the regression analysis.

Table 4 provides data on the number of men and women in this sample 

who hold managerial/professional versus non-professional positions.

Examination of the data in this table indicates that the sample is fairly well- 

distributed with respect to gender and job type. Just over half (56%) of the 

respondents are women, just under half are men (44%). Similarly 50.4% of the 

respondents work in managerial and professional positions while 49.6% are non

professional.

As noted in section 9.5.1, we used the chi-square test of independence to 

see if gender is associated with job type (Tabachnick and Fidell, 2001). The null 

hypothesis is that there is no association between gender and job type. In this 

case, the null hypothesis is rejected (X2=335.28; df=1; p-value of .000) therefore 

there is a statistically significant association between gender and job type. 

Examination of the data in Table 4 shows that men are over-represented in the 

manager/professionals sample and under-represented in the non-professionals
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sample relative to their female counterparts. These findings are consistent with 

the idea of gender compression which was discussed earlier in the thesis.

10.2.1 Examination of the Relationship Between Gender, Job Type and 
Work Arrangement

Before undertaking regression analysis, we examined the relationships 

between gender, job type and the use of various work arrangements of interest in 

this thesis (i.e. flextime, compressed work week, telework, and shiftwork). 

Tabachnick and Fidell (2001) recommend performing a chi-squared analysis to 

test these relationships as gender, job type and work arrangement are all 

categorical variables. Table 5 provides a summary of the use of the 

arrangements by gender and job type.

Table 5 Use of Work Arrangements by Gender and Job Type8

Mgr/Prof. Non Prof. n=
% working flextime
Male 1342 (32% ) 591 (20% ) 1933
Fem ale 1165 (29% ) 892 (17% ) 2057
n= 2507 1483 3990

% working CWW
M ale 5 3 8 (1 3 % ) 4 3 6 (1 5 % ) 974
Female 569 (14% ) 877 (17% ) 1446
n= 1107 1313 2420

% teleworking
Male 61 (1% ) 20 (0.6% ) 81
Female 57 (1% ) 28 (0.5% ) 85
n= 118 48 166

% working shiftwork
M ale 600 (14% ) 51 5 (1 7 % ) 1115
Female 652 (16% ) 648 (13% ) 1300
n= 1252 1163 2415

8 The percentage of usage was calculated by taking the number of respondents who worked that 
arrangement and divided by the total number of respondent for that category.
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The following conclusions can be drawn from the data. The use of 

flextime depends on gender and job type (X2 =69.80, df=1; p-value <.001). Two 

key differences were observed. First, managers and professionals, regardless of 

gender, were more likely to work flextime than their non-professional 

counterparts. Second, males, regardless of job type, were more likely to work 

flextime than females.

The use of a compressed work week also depends on gender and job 

type (X2 =59.18, df=1; p-value <.001). Two key differences were observed.

First, non-professionals, regardless of gender, were more likely to work 

compressed work weeks than their manager/professional counterparts. Second, 

while there were no gender differences in the manager/professional sample, 

female non-professionals were more likely to work compressed work weeks than 

male non-professionals.

In the case of telework and shiftwork, we failed to reject the null 

hypothesis. The data does not support the idea that the use of either telework 

(X2 =1.37, df=1; p-value <.241) or shiftwork (X2 =3.28, df=1; p-value <.073) is 

associated with gender or job type.

10.2.2 Examination of the Relationship Between Gender, Job Type and 
Work-Life Conflict

Consistent with the procedure outlined in section 9.5.2, we examined the 

relationship between gender, job type and all the continuous variables in the 

analysis using ANOVA/MANOVA. The analysis proceeded as follows. First we 

examined the F-statistic associated with the gender by job type interaction effect
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to determine if the interaction was significant or not (p value of 0.001 or less). If 

yes, we interpreted the data by plotting the interaction. If the interaction effect 

was not significant, we interpreted the gender and job type main effects 

separately.

The decision whether to use multivariate analysis of variance (MANOVA) 

or analysis of variance (ANOVA) is driven by the number of dependent variables 

analyzed. MANOVA is used in cases where there is more than one dependent 

variable and these dependent variables are either moderately or highly correlated 

(Duxbury and Higgins, 2005). A MANOVA design was used to explore the 

relationship between gender, job type and work-life conflict because the three 

dependent variables (role overload, work-family interference and family-work 

interference) are moderately or highly correlated. MANOVA was also used to 

test the relationship between gender, job type and our two continuous measures 

of perceived control: perceived flexibility and supervisor support. This was done 

because these two variables are moderately correlated. An ANOVA design (i.e. 

one dependent variable) was used in the work demands and non-work demands 

analysis because these two variables are weakly correlated. The results of 

these analyses are summarized in Table 6.
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Table 6 Results of Gender/Job Type MANOVA/ANOVA

DV Interaction Gender Main Effect Job Type Main Effect
W D Not significant Men report higher 

work demands 
than women

Manager/professionals 
report higher work 
demands than non
professionals

N W D Significant
For women, non-professionals 
report higher non-work demands 
than manager/professionals 
For men, manager/professionals 
report higher non-work demands 
than non-professionals

RO Not significant W om en report 
higher RO than 
men

Manager/professionals 
report higher RO than non
professionals

W FI Significant
No gender difference in W FI for 
manager/professionals. M ale non
professionals report higher W FI 
than fem ale non-professionals

FWI Not significant Not significant Manager/professionals 
report higher FWI than 
non-professionals

Pflex Significant
For men, manager/professionals
report higher levels of Pflex than
non-professionals
For women, non-professionals
report higher levels of Pflex than
manager/professionals

SS Not significant W om en report 
higher SS than 
men

Manager/professionals 
report higher SS than non
professional

Legend: DV=dependent variable; Male Pro=M ale Managers/Professionals; Male Non-Pro=M ale  
Non-Professionals; Fem ale Pro=Fem ale Managers/Professionals; Fem ale Non-Pro=Fem ale Non- 
Professionals; G=Gender, JT=Job Type; G x JT=interaction of gender and job type; W D =w ork  
demands; NW D=non-work demands; R O =Role Overload, W FI=W ork-Fam ily Interference; 
FW I=Fam ily-W ork Interference; Pflex=Perceived Flexibility; SS=Supervisor Support

While the interaction term of gender/job type for role overload is not 

significant (F-stat=.385; df=3, 16360; p-value= .535), both main effects are. 

Women (regardless of job type) report higher levels of role overload (3.69) than 

men (3.45) (F-stat= 367.08; df=1, 16362; p-value = <.001). Furthermore,
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manager/professionals (regardless of gender) report higher levels of role 

overload (3.65) than non-professionals (3.51) (F-stat=165.41; df=1, 16362; p- 

value = <.001).

The interaction term of gender/job type for work-family interference is 

significant (F-stat=12.70; df=3, 16360; p-value=<.001). The results of the 

interaction of gender/job type for work-family interference are plotted in Figure 

10. From this figure, we can see that for manager/professionals, work-family 

interference is not associated with gender. However, male non-professionals 

report higher levels of work-family interference (2.97) than female non

professionals (2.55).
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Figure 10 Gender/Job Type Interaction for Work-Family Interference
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While neither the family-work interference interaction of gender/job type 

(F-stat= .530; df=3, 16360; p-value = .466) nor the gender main effect (F- 

stat=.736; df=1, 16362; p-value .380) are significant in the analysis, the job type 

main effect is significant (F-stat=17.36; df=1, 16362; p-value <.001). The data 

show that manager/professionals report higher levels of family-work interference 

(2.26) than non-professionals (2.19).

10.2.3 Examination of the Relationship Between Gender, Job Type and 
Perceived Flexibility

The interaction term of gender/job type for perceived flexibility is 

significant (F-stat=50.02; df=3, 16362; p-value <.001). The results of the 

interaction of gender/job type for perceived flexibility are plotted in Figure 11. For 

men, manager/professionals report higher levels of perceived flexibility (3.31) 

than non-professionals (3.23). For women, non-professionals report higher levels 

of perceived flexibility (3.17) than manager/professionals (3.06).

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



Pe
rc

ei
ve

d 
F

le
xi

bi
lit

y

244

Figure 11 Gender/Job Type interaction for Perceived Flexibility
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While, the interaction term of gender/job type for supervisor support is not 

significant (F-stat=.7.00; df=3, 16362; p-value= .008), both main effects are. 

Women (regardless of job type) report higher levels of supervisor support (3.61) 

than men (3.54) (F-stat=46.67; df=1, 16362; p-value = <.001). 

Managers/professionals (regardless of gender) report higher levels of supervisor 

support (3.61) than non-professionals (3.56) (F-stat=27.71; df=1, 16362; p-value 

= < 001 ).

10.2.4 Examination of the Relationship Between Gender, Job Type and 
Demands

While the interaction term of gender/job type for work demands is not 

significant (F-stat= 4.18; df=3, 16362; p-value= .041), both main effects are 

significant. Men (regardless of job type) report higher levels of work demands 

(50.40 hours per week) than women (47.63 hours per week) (F-stat= 250.82; 

df=1, 16362; p-value = <.001). Furthermore, manager/professionals (regardless 

of gender) report higher levels of work demands (50.80 hours per week) than 

non-professionals (46.86 hours per week) (F-stat=618.15; df=1, 16362; p-value = 

< 001).

The interaction term of gender/job type for non-work demands is 

significant (F-stat=10.95; df= 3, 16362; p-value <.001). The results of the 

interaction of gender/job type for non-work demands are plotted in Figure 12. 

From this figure, we can see that for women, non-professionals report higher 

levels of non-work demands (18.85 hours per week) than manager/professionals 

(18.57 hours per week). For men, manager/professionals report higher levels of
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non-work demands (18.97 hours per week) than non-professionals (18.03 hours 

per week).

Figure 12 Interaction of Gender/Job Type for Non-Work Demands
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In conclusion, the above findings support our decision to control for both 

gender and job type in the analysis.

10.3 Correlation Analysis

As part of the preliminary analysis, a correlation analysis among all the 

study measures was performed. Doing so is a good first step to see if the 

relationships are in the hypothesized direction as well as an effective way to 

check for multicollinearity. Table 7 shows the results of this analysis.
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Table 7 Correlation Analysis (Covariates, Independent, Dependent and Moderator Variables)
1 2 3 4 5 6 7 8 9 10 11 12 13

1 G . . . .

2 JT .143*** —
3 WD -.149*** -.212*** . . .

4 NWD .006 -.010 .011*** . . .

5 RO . 135*** -.079*** .171*** .150*** . . .

6 WFI -.048*** -.186*** .293*** .115*** .618*** —

7 FWI - .012 -.035*** .034*** .235*** .314*** .357*** . . .

8 Flex - .056*** _ 152*** .091*** -.014 -.002 .044*** .027*** . . .

9 CWW .017 .003 _ 073*** .013 .015 -.020 .013 . . .

10 Tele -.017 -.064*** .056*** .017 .015 .034** .032*** . . .

11 Shift -.022** -.012 .025** -.014 -.004 .090*** -.013 -.080*** -.036*** -.050*** —
12 Pflex -.081*** .007 -.130*** -.101*** -.353*** . 418*** _ 176*** .186*** .108*** .118*** -  223*** —

13 SS .047*** I 
i

bi to
| * -.052*** -.052*** - 241*** -.304*** _ i s o * * * .062*** -.008 .007 -.074*** .325***

***Correlation is significant at 0.001 level 
**Correlation is significant at 0.01 level
(Legend: G=gender; JT=job type; W D=work demands; NW D=non-work demands; RO=role overload; W FN w ork-fam ily  interference; 
FWI=family-work interference; Flex=flextime; CW W =compressed w orkw eek; Tele=telework; Shift=shiftwork; Pflex=perceived flexibility; 
SS=supervisor support)
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This section will summarize the statistically significant correlations 

between the variables of interest in this thesis. Consistent with the previous 

practice of using a strict alpha level, the discussion of significant correlations will 

focus on those correlations significant to a level of 0.001. Being male is 

positively associated with job type such that males are more likely to be 

manager/professionals. Males are also more likely to work flextime, and report 

higher work-family interference and perceived flexibility (i.e. positive correlation). 

Being female is positively associated with role overload and supervisor support.

Several key associations can be observed with respect to job type. Being 

a manager/professional is positively associated with work demands, role 

overload, work-family interference, family-work interference and supervisor 

support. Furthermore, managers/professionals are more likely to work flextime 

and telework arrangements than non-professionals. The findings are consistent 

with information presented in the demographic and gender/job type sections of 

the results.

Demands are associated with work-life conflict as follows. Work demands 

are positively associated with role overload, work-family interference and family- 

work interference. Similarly, non-work demands are positively associated with 

role overload, work-family interference, and family-work interference. 

Furthermore, work demands are positively associated with non-work demands 

indicating that demands in one domain do not decline just because demands in 

the other domain are high. Finally, it is interesting to note that both work
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demands and non-work demands are negatively associated with perceived 

flexibility as well as supervisor support.

All three forms of work-life conflict are inter-correlated. Role overload is 

positively associated with work-family interference and family-work interference 

and work-family interference is also associated with family-work interference.

The association between role overload and work-family interference in particular 

is very strong (0.615) suggesting that these two forms of work-life conflict have a 

common cause.

Perceived flexibility is associated with all three forms of work-life conflict 

as well as alternative work arrangements, shiftwork and supportive supervision. 

Each association will be discussed in turn. Perceived flexibility is negatively 

associated with all three forms of work-life conflict such that higher levels of 

perceived flexibility are associated with lower levels of role overload, work-family 

interference and family-work interference. These findings are consistent with the 

literature presented earlier. Perceived flexibility is also positively associated with 

working flextime, compressed work week and telework suggesting that these 

three work arrangements do, in fact, enhance an employee’s ability to control the 

work-life interface. Consistent with the extant body of literature, perceived 

flexibility is negatively associated with shiftwork. Finally, it is interesting to note 

the positive association between perceived flexibility and supportive supervision. 

This association is consistent with the relationships tested in Model 4.
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Finally, supportive supervision is negatively associated with all three forms 

of work-life conflict and shiftwork (p<0.001) and positively associated with the use 

of flextime.

In conclusion, several key insights emerge after reviewing the correlations. 

First, the fact that there is no evidence of multicollinearity in the data support the 

undertaking of regression analysis. Second, the significant correlations between 

gender and job type and most of the constructs in our models reinforce the need 

to control for these two variables in the analysis. Third, the correlations provide 

support for the models in this thesis. For example, the fact that both types of 

demands (work demands and non-work demands) are positively associated with 

all three forms of work-life conflict is consistent with the six strain hypotheses 

found in models 1-3. It is also consistent with the literature in this area (e.g. 

Fenwick and Tausig, 2001; Voydanoff, 2004). Similarly, the fact that perceived 

flexibility and supervisor support are both negatively associated with all three 

types of work-life conflict further supports the strain hypotheses found in models 

1-3. The correlations are also helpful in supporting our hypotheses in Model 4 

that perceived flexibility will be positively associated with flextime, compressed 

work week, telework and supervisor support and that perceived flexibility will be 

negatively associated with shiftwork.

Finally, the correlations are less supportive of the strain hypotheses 

developed for alternative work arrangements in models 1-3. In fact, the 

significant positive associations between flextime and work-family interference, 

flextime and family-work interference, telework and work-family interference and
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telework and family-work interference run contrary to the strain hypotheses 

developed for models 1-3 which predict that flextime and telework should be 

negatively associated with the three measures of work-life conflict.

10.4 Test of Hypotheses
This section will present the results for the test of the hypotheses

associated with each of the four thesis models. For models 1 -3, results 

associated with the strain hypotheses will be presented first. This will be 

followed by the results linked to the buffer hypotheses. For model 4, results 

associated with the direct hypotheses are presented followed by the results for 

the interaction hypotheses9. Please recall that in order to control for Bonferroni 

inequality, we will only consider p-values less than or equal to 0.001 to be 

statistically significant.

These results include a review of the hypothesis being tested, whether or 

not the hypothesis was supported by the data, and a summary of the R2, change 

in R2 and p-value for each regression equation. To enhance the readability of 

this section key data such as the standardized and unstandardized regression 

coefficients obtained when testing the hypothesis for models 1-4 are included in 

Appendix D as opposed to being presented in the text. The standardized 

regression coefficients are used as recommended by Thomas, Hughes and 

Zumbo (1998) to calculate Pratt’s coefficient and Pratt’s standardized measure.

9 Please note that for models 1-3, the terms strain and buffer hypotheses are used in 
order to be consistent with Karasek’s term inology in the Demand-Control model. For model 4, 
the terms direct and interaction hypotheses are used because this model is not an extension of 
the Karasek model and the terms direct and interaction are more consistent with the intent of 
model 4.
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The unstandardized regression coefficients, on the other hand, are used, as 

recommended by Aiken and West (1991) to interpret interaction effects.

10.4.1 Evaluation of Relationships Between Demand, Control over Work- 
Life Interface and Role Overload

This section summarizes the regression results obtained when testing the

8 strain hypotheses associated with Model 1. The results for each of these 

regressions are summarized in Table 8. The actual variables included in each of 

these regressions are provided in Appendix C. The discussion proceeds as 

follows. Findings with respect to testing the strain hypotheses dealing with the 

relationship between demands and role overload will be presented first. This is 

followed by the findings obtained with the strain hypotheses pertaining to the 

relationship between different forms of control over the work-life interface and 

role overload.
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Table 8 Strain Hypotheses Results for Model 1

Strain Hypotheses For 
Model 1: Role 
Overload

Step 1 R2 
(CV)

Step 2 
(Total R2)

P-
value 
at Step 
2

df F-stat A in R2 
due to 
IV

ROH1: WD positively 
associated with RO

5.0% 8.1% <.001 4,16361 360.78 3.1%

ROH2: NWD positively 
associated with RO

6.0% 8.1% <.001 4,16361 360.78 2.1%

ROH3a: Flextime 
negatively associated 
with RO

8.1% 8.2% .031 5, 13774 244.80 0.1%

ROH3b: CWW 
negatively associated 
with RO

7.8% 7.9% .008 5, 12204 209.45 0.1%

ROH3c: Telework 
negatively associated 
with RO

7.9% 7.9% .985 5, 9950 169.83 0%

ROH4: Shiftwork 
positively associated 
with RO

8.1% 8.1% .606 5, 16360 288.66 0%

ROH5: Perceived 
flexibility negatively 
associated with RO

8.1% 17.5% <.001 5, 16360 691.94 9.4%

ROH6: Supervisor 
Support negatively 
associated with RO

8.1% 13.6% <.001 5, 16360 515.41 5.5%

10.4.1.1 Relationship Between Demands and Role Overload

Two strain hypotheses postulate relationships between demands and role 

overload. Results associated with the testing of each of these hypotheses are 

presented below.

Hypothesis ROH1 postulates that work demands will be positively 

associated with role overload. This hypothesis is supported by the data. This 

hypothesis is tested as follows. In step 1, the three covariates (gender, job type 

and non-work demands) are entered into the regression equation. These
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covariates explain 5.0% of the variance in role overload. When the independent 

variable work demands is added to the regression equation in step 2, an 

additional 3.1% of the variance is explained above that already explained by the 

covariates (for a total R2 of 8.1%). The p-value is <.001 indicating that this 

relationship is statistically significant. The finding that work demands are 

positively associated with role overload is supportive of the hypothesis.

Hypothesis ROH2 postulates that non-work demands will be positively 

associated with role overload. Again, this hypothesis is supported by the data. 

This hypothesis is tested as follows. In step 1, the three covariates (gender, job 

type and work demands) are entered into the regression. These covariates 

explain 6.0% of the variance in role overload. When the independent variable 

(non-work demands) is added into the regression equation in step 2, an 

additional 2.1% of the variance is explained above that already explained by the 

covariates (for a total R2 of 8.1%). The p-value is <.001 indicating that this 

relationship is statistically significant. Therefore, we can conclude that non-work 

demands are positively associated with role overload, a finding that is supportive 

of the hypothesis.

We can also assess the magnitude of variable importance of the 

independent variables (i.e. work demands and non-work demands) at predicting 

role overload by calculating Pratt’s standardized measure (Thomas et al., 1998). 

As noted earlier, Pratt’s coefficient is calculated by multiplying the standardized 

coefficient by the correlation of the independent variable and the dependent 

variable. Pratt’s standardized measure is calculated by dividing Pratt’s
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coefficient by the total variance explained. All standardized Pratt measures sum 

to 1. The Pratt’s standardized measures obtained when both work demands and 

non-work demands are included in the regression equation predicting role 

overload are shown in Table 9.

Table 9 Pratt’s Coefficient: Role Overload
Independent
Variable

Standardized
Coefficient

Correlation 
of IV and 
DV

Pratt’s
Coefficient

Standardized
Pratt’s
Measure

Work
Demands

.182 .171 .031122 .586964

Non-work
demands

.146 .150 0.0219 .413036

Variance
Explained

- - .0530 1

The fact that Pratt’s standardized measure is slightly higher for work 

demands (.586964) than for non-work demands (.413036) can be interpreted to 

mean that work demands predict relatively more variance in role overload than 

do non-work demands.

10.4.1.2 Relationship Between Control Over Work-Life Interface and 
Role Overload

Section 3 of this thesis identified the three different forms of control over 

work-life interface (work arrangements, perceived flexibility and supervisor 

support) included in this thesis. In model one we test 6 strain hypotheses that 

postulate relationships between these different forms of control over the work-life 

interface and role overload. Specifically:

■ Hypothesis ROH3 postulates that the use of alternative work arrangements 
(AWA) will be negatively associated with role overload. Specifically 
employees who work:

o flextime (versus a regular work day)
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o compressed work week (versus a regular work day) 
o telework (versus a regular work day) 

will report lower levels of role overload than their counterparts who work a 
regular work day.

■ Hypothesis ROH4 postulates that the use of shiftwork arrangements will be 
positively associated with role overload.

■ Hypothesis ROH5 postulates that perceived flexibility will be negatively 
associated with role overload.

■ Hypothesis ROH6 postulates that supervisor support will be negatively 
associated with role overload.

Each of these hypotheses will be discussed in turn in the section below.

The three hypotheses exploring the relationship between the use of

alternative work arrangements and role overload are not supported by the data.

Results supporting this conclusion are reviewed below.

Hypothesis ROH3a (i.e. flextime negatively associated with role overload)

is tested as follows. The four covariates (gender, job type, work demands and

non-work demands) are entered into the regression equation in step 1. These

covariates explain 8.1% of the variance in role overload. The addition of the

independent variable flextime in step 2 results in only a 0.1% increase in our

understanding of the variance in role overload above that already explained by

the covariates (for a total R2 of 8.2%). The p-value (.031) indicates that this

relationship is not statistically significant. Therefore, we reject the hypothesis

that those who work flextime will report lower levels of role overload than their

counterparts who work a regular work day.

Hypothesis ROH3b (compressed work week negatively associated with

role overload) is tested as follows. The four covariates (gender, job type, work
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demands and non-work demands) are entered into the regression equation in 

step 1. These variables explain 7.8% of the variance in role overload. The 

addition of the independent variable compressed work week in step 2 results in 

only a 0.1% increase in our understanding of the variance in role overload above 

that already explained by the covariates (for a total R2 of 7.9%). The p-value 

(.008) indicates that this relationship is not statistically significant. Therefore, we 

reject the hypothesis that those who work compressed work weeks will report 

lower levels of role overload than their counterparts who work a regular work day.

Hypothesis ROH3c (telework negatively associated with role overload) is 

tested as follows. The four covariates (gender, job type, work demands and non

work demands) are entered into the regression equation in step 1. These 

covariates explain 7.9% of the variance in role overload. The addition of the 

independent variable telework in step 2 results in no additional increase in our 

understanding of the variance in role overload above that already explained by 

the covariates. The p-value (.985) indicates that this relationship is not 

statistically significant. Therefore, we reject the hypothesis that those who 

telework will report lower levels of role overload than their counterparts who work 

a regular work day.

Hypothesis ROH4 postulates that the use of shiftwork arrangements will 

be positively associated with role overload. This hypothesis is not supported by 

the data. This hypothesis is tested as follows. In step 1, the four covariates 

(gender, job type, work demands and non-work demands) are entered into the 

regression equation. These covariates explain 8.1% of the variance in role
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overload. The addition of the independent variable shiftwork in step 2 results in 

no additional increase in our understanding of the variance in role overload 

above that already explained by the covariates. The p-value (.606) indicates that 

this relationship is not statistically significant. Therefore, we reject the hypothesis 

that the use of shiftwork will be positively associated with role overload.

Hypothesis ROH5 postulates that perceived flexibility will be negatively 

associated with role overload. This hypothesis is supported by the data. This 

hypothesis is tested as follows. In step 1, the four covariates (gender, job type, 

work demands and non-work demands) are entered into the regression equation. 

These covariates explain 8.1 % of the variance in role overload. The addition of 

the independent variable perceived flexibility in step 2 results in an additional 

9.4% of the variance in role overload above that already explained by the 

covariates (i.e. total R2 of 17.5%). The p-value (<.001) indicates that this 

relationship is statistically significant thereby supporting our hypothesis that 

perceived flexibility will be negatively associated with role overload.

Hypothesis ROH6 postulates that supervisor support will be negatively 

associated with role overload. The data supports this hypothesis. In step 1, the 

four covariates (gender, job type, work demands and non-work demands) are 

entered into the regression. These covariates explain 8.1% of the variance in 

role overload. The addition of the independent variable supervisor support in 

step 2 results in an additional 5.5% of the variance in role overload above that 

already explained by the covariates (i.e. total R2of 13.6%). The p-value (<.001) 

indicates that this relationship is statistically significant thereby supporting the
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hypothesis that supervisor support will be negatively associated with role 

overload.

10.4.1.3 Conclusions: Role Overload Strain Hypotheses
In conclusion, half of the strain hypotheses for role overload are

statistically significant. Both work demands and non-work demands are 

positively associated with role overload while perceived flexibility and supervisor 

support were both negatively associated with role overload (all statistically 

significant at a p-value of .001). Furthermore, a review of Pratt’s standardized 

measures indicate that work demands is a stronger predictor of role overload 

than non-work demands.

There is mixed support for Karasek’s strain hypothesis when strain is 

operationalized as role overload. The strain hypotheses are strongly supported 

when strain is operationalized as role overload and demands are operationalized 

as work and non-work demands. The level of support for Karasek’s strain 

hypothesis varies depending upon how control is operationalized. When control 

is operationalized as either perceived flexibility or supervisor support, there is 

strong support for the strain hypothesis. However, when control is 

operationalized as a given work arrangement (i.e. flextime, compressed work 

week, telework, shiftwork), there is no support for the strain hypothesis.

A review of the betas for perceived flexibility (B=-.307) and supervisor 

support (B=-.278) indicate that both perceived flexibility and supervisor support 

are important predictors of role overload. It is important to note that the 

strongest associations were obtained in the regression equations where
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perceived flexibility (change in R2 of 9.4%) and supervisor support (change in R2 

of 5.5%) were the independent variables used to predict role overload. The fact 

that both these relationships were highly significant and negative (i.e. higher 

control, lower role overload) when work and non-work demands were controlled 

for support the idea that perceived flexibility and supervisor support help 

employees cope with role overload. In the case of the three alternative work 

arrangements (i.e. flextime, compressed work week and telework) and shiftwork, 

no statistically significant association is found with role overload when work and 

non-work demands, gender and job type are controlled for. This would suggest 

that such work arrangements do not help employees cope with role overload.

10.4.2 Evaluation of Factors that Moderate the Relationship Between 
Demands and Role Overload

This section summarizes the regression results obtained when testing the

following 12 buffer hypothesis associated with Model 1:

■ Hypothesis ROH7 postulates that alternative work arrangements will 
moderate the relationship between work demands and role overload. 
Specifically:
a. The relationship between work demands and role overload will be weaker 

for those who use flextime arrangements than those who work a regular 
work day.

b. The relationship between work demands and role overload will be weaker 
for those who work a compressed work week than those who work a 
regular work day.

c. The relationship between work demands and role overload will be weaker 
for those who telework than those who work a regular work day.

d. The relationship between work demands and role overload will be weaker 
for those who work a regular work day than those who perform shiftwork.

■ Hypothesis ROH8 postulates that perceived flexibility will moderate the 
relationship between work demands and role overload. Specifically, the 
relationship between work demands and role overload will decrease as 
perceived flexibility increases
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■ Hypothesis ROH9 postulates that supervisor support will moderate the 
relationship between work demands and role overload. Specifically, the 
relationship between work demands and role overload will decrease as 
supervisor support increases

■ Hypothesis ROH10 postulates that alternative work arrangements will 
moderate the relationship between non-work demands and role overload. 
Specifically:

a. The relationship between non-work demands and role overload will be 
weaker for those who use flextime arrangements than those who work 
a regular work day.

b. The relationship between non-work demands and role overload will be 
weaker for those who work a compressed work week than those who 
work a regular work day.

c. The relationship between non-work demands and role overload will be 
weaker for those who telework than those who work a regular work 
day.

d. The relationship between non-work demands and role overload will be 
weaker for those who work a regular work day than those who perform 
shiftwork.

■ Hypothesis ROH11 postulates that perceived flexibility will moderate the 
relationship between non-work demands and role overload. Specifically, the 
relationship between non-work demands and role overload will decrease as 
perceived flexibility increases.

■ Hypothesis ROH12 postulates that supervisor support will moderate the 
relationship between non-work demands and role overload. Specifically, the 
relationship between non-work demands and role overload will decrease as 
supervisor support increases.

The results for each of these regressions are summarized in Table 10. The 

actual variables included in each of these regressions are provided in Appendix 

C. The discussion is divided into two main parts according to the type of 

demand being considered: work demands (presented first) and non-work 

demands (presented second). Each of these two parts have an identical 

structure. Data showing the extent to which the various work arrangements 

moderate the relationship between demands and overload are presented first.
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This is followed by the presentation of data showing the extent to which the other 

two forms of control included in this thesis, supervisor support and perceived 

flexibility are able to moderate the relationship between demands and role 

overload.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



Reproduced 
with 

perm
ission 

of the 
copyright owner. 

Further reproduction 
prohibited 

without perm
ission.

264

Table 10 Buffer Hypotheses Results for Model 1

Buffer Hypothesis for Model 1: 
Role Overload

Step 1 
R 2 (CV)

Step 2 R"
(IV)

A in  Rz 
due to 
IV

Step 3 
(Total) 
R2

A in R  ̂
due to IV  
x M V

F-stat df p-value 
at Step  
3

ROH7a: Flextime moderates relationship 
between W D  and RO

8.1% 8.2% 0.1% 8.2% 0% 204.00 6, 13773 .758

ROH7b: C W W  moderates relationship 
between W D  and RO

7.8% 7.9% 0.1% 7.9% 0% 174.61 6, 12203 .494

ROH7c: Telework moderates relationship 
between W D  and RO

7.9% 7.9% 0% 7.9% 0% 141.51 6, 9949 .863

ROH7d Shiftwork moderates relationship 
between W D  and RO

8.1% 8.1% 0% 8.2% 0.1% 244.61 6, 16359 .001

ROH8: Perceived Flexibility moderates 
relationship between W D  and RO

8.1% 17.4% 9.3% 17.5% 0.1% 580.06 6 ,1 6 3 5 9 <.001

ROH9: Supervisor support moderates 
relationship between W D  and RO

8.1% 13.6% 5.5% 13.6% 0% 430.50 6 ,1 6 3 5 9 .022

ROH10a: Flextime moderates relationship 
between N W D  and RO

8.1% 8.2% 0.1% 8.2% 0% 204.25 6, 13773 .229

ROH10b: C W W  moderates relationship 
between N W D  and RO

7.8% 7.9% 0.1% 7.9% 0% 174.92 6, 12203 .139

RO HIO c: Telework moderates relationship 
between N W D  and RO

7.9% 7.9% 0% 7.9% 0% 141.51 6, 9949 .871

R OHIOd: Shiftwork moderates relationship 
between N W D  and RO

8.1% 8.1% 0% 8.1% 0% 240.55 6, 16359 .823

ROH11: Perceived flexibility moderates 
relationship between N W D  and RO

8.1% 17.5% 9.4% 17.5% 0% 578.40 6, 16359 .003

ROH12: Supervisor support moderates 
relationship between N W D  and RO

8.1% 13.6% 5.5% 13.7% 0.1% 432.66 6, 16359 <.001
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10.4.2.1 Control OverWork-Life Interface Moderates Relationship 
Between Work Demands and Role Overload

This section presents the results of the regression analysis performed to 

test the ability of the various forms of control included in this analysis to moderate 

the relationship between work demands and role overload.

Hypothesis ROH7a states that the relationship between work demands 

and role overload will be weaker for those who use flextime arrangements than 

those who work a regular work day. This hypothesis is not supported by the 

data. This hypothesis is tested as follows. First the four covariates (gender, job 

type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 8.1% of the variance in role 

overload. Second the independent variable, flextime, is added to the regression. 

This variable explains a further 0.1% of the variance in role overload above that 

already explained by the covariates. The interaction term, flextime by work 

demands, is added to the regression in step three. This term did not explain any 

additional variance in role overload (p value .758) and the beta coefficient of the 

interaction is zero (.000). Since the interaction term is not significant we reject 

the hypothesis that the relationship between work demands and role overload will 

be weaker for those who use flextime arrangements than those who work a 

regular work day.

Hypothesis ROH7b states that the relationship between work demands 

and role overload will be weaker for those who use compressed work weeks than
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those who work a regular work day. This hypothesis is not supported by the 

data. This hypothesis is tested as follows. First the four covariates (gender, job 

type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 7.8% of the variance in role 

overload. Second, the independent variable, compressed work week, is added 

to the regression. This variable explains a further 0.1% of the variance in role 

overload above that already explained by the covariates. The interaction term, 

compressed work week by work demands is added to the regression in step 

three. This term did not explain any additional variance in role overload (p value 

.494) and the beta coefficient of the interaction is very small (-.001). Since the 

interaction term is not significant we reject the hypothesis that the relationship 

between work demands and role overload will be weaker for those who use 

compressed work weeks than those who work a regular work day.

Hypothesis ROH7c states that the relationship between work demands 

and role overload will be weaker for those who telework than those who work a 

regular work day. This hypothesis is not supported by the data. This hypothesis 

is tested as follows. First the four covariates (gender, job type, work demands 

and non-work demands) are entered into the regression equation in step 1.

These covariates explain 7.9% of the variance in role overload. Second, the 

independent variable, telework, is added to the regression. This variable explains 

no further variance in role overload (p value .929) above that already explained 

by the covariates. The interaction term, telework by work demands is added to 

the regression in step three. This term did not explain any additional variance in
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role overload (p value .863) and the beta coefficient of the interaction was zero 

(.000). Since the interaction term is not significant we reject the hypothesis that 

the relationship between work demands and role overload will be weaker for 

those who telework than those who work a regular work day.

Hypothesis ROH7d states that the relationship between work demands and 

role overload will be weaker for those who work a regular work schedule than 

those who perform shiftwork. This hypothesis is supported by the data. This 

hypothesis is tested as follows. First the four covariates (gender, job type, work 

demands and non-work demands) are entered into the regression equation in 

step 1. These covariates explain 8.1% of the variance in role overload. Second 

the independent variable, shiftwork, is added to the regression. This variable 

does not explain any variance in role overload above that already explained by 

the covariates. The interaction term shiftwork by work demands is added to the 

regression in step three. This interaction term explains a further 0.1% of the 

variance in role overload above that already explained by the covariates and the 

independent variable and is statistically significant (p value .000). These findings 

are supportive of our hypothesis that shiftwork moderates the impact of work 

demands on role overload such that the relationship between work demands and 

role overload is weaker for those who work a regular work day than those who 

perform shiftwork.

As noted in section 9.5.3.2, the approach taken in this thesis is to examine 

statistically significant interaction terms to see if they are practically significant. 

This is done by plotting and interpreting the interaction and examining the
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change in R2that can be explained by the interaction term. Figure 13 plots the 

interaction of work demands and shiftwork.

Figure 13 Interaction of Work Demands x Shiftwork
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Examination of this figure indicates that the relationship between role 

overload and shift/regular work arrangement varies depending on the level of 

work demands reported by the respondent. At low levels of work demands the 

relationship is as hypothesized: those who work shiftwork report higher levels of 

role overload than those working regular hours. At high levels of work demands, 

on the other hand, the interaction is opposite to that hypothesized as 

respondents who work regular hours report higher levels of role overload than 

those performing shiftwork. These results could be interpreted as indicating that 

role overload is problematic for those who work shiftwork (regardless of level of
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work demands) but regular work arrangements are associated with higher levels 

of role overload when work demands rise above a critical threshold.

It is important, however, to note that the change in R2 from step 2 (the 

addition of shiftwork as an independent variable) to step 3 (the addition of 

shiftwork by work demands) is very slight (0.1 %). These results indicate that 

while this result is statistically significant, it is not of practical significance.

Hypothesis ROH8 looks at the ability of perceived flexibility to moderate 

the relationship between work demands and role overload. This hypothesis (i.e. 

that the relationship between work demands and role overload will decrease as 

perceived flexibility increases) is supported by the data.

This hypothesis is tested as follows. First the four covariates (gender, job 

type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 8.1% of the variance in role 

overload. Second the independent variable, perceived flexibility, is added to the 

regression. This variable explains a further 9.3% of the variance in role overload 

above that already explained by the covariates (for a total R2 of 17.4%). The 

interaction term perceived flexibility by work demands is added to the regression 

in step three. This interaction term explains a further 0.1% of the variance in role 

overload above that already explained by the covariates and the independent 

variable and is statistically significant (p value <.001). These findings are 

supportive of our hypothesis that perceived flexibility moderates the impact of 

work demands on role overload such that the relationship between work 

demands and role overload will decrease as perceived flexibility increases.
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Consistent with the process outlined previously, we first plotted the 

interaction and then examined the change in R2 from step 2 to step 3. The 

results of the plotted interaction are seen in Figure 14.

Figure 14 Interaction of Work Demands x Perceived Flexibility
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As seen in figure 14, there is very little evidence of an interaction effect for 

this relationship. The lines of the plot are parallel and show that those reporting 

high levels of perceived flexibility reported lower levels of role overload than 

those at medium or low levels of perceived flexibility regardless of the level of 

work demands. In other words, the plot of the data indicates that perceived 

flexibility has a direct effect on role overload. These findings are consistent with 

the fact that the data indicate that these results, while statistically significant, are 

not of practical significance (i.e. the change in R2 was 0.1 %).
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Hypothesis ROH9 looks at the ability of supervisor support to moderate the 

relationship between work demands and role overload. This hypothesis (i.e. that 

the relationship between work demands and role overload will decrease as 

supervisor support increases) is not supported by the data. This hypothesis is 

tested as follows. First the four covariates (gender, job type, work demands and 

non-work demands) are entered into the regression equation in step 1. These 

covariates explain 8.1% of the variance in role overload. Second the 

independent variable, supervisor support, is added to the regression. This 

variable explains a further 5.5% of the variance in role overload above that 

already explained by the covariates (for a total R2 of 13.6%). The interaction 

term supervisor support by work demands is added to the regression in step 

three. This term did not explain any additional variance in role overload (p value 

.022) and the beta coefficient of the interaction is very small (.002). Since the 

interaction term is not significant we reject the hypothesis that the relationship 

between work demands and role overload will decrease as supervisor support 

increases.

10.4.2.2 Control Over Work-Life Interface Moderates Relationship 
Between Non-work demands and Role Overload

This section presents the results of the regression analysis performed to 

test the ability of the various forms of control included in this analysis to moderate 

the relationship between non-work demands and role overload. The regression 

results are not supportive of the idea that alternative work arrangements
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moderate the relationship between non-work demands and role overload.

Support for this contention is provided below.

Hypothesis ROHlOa states that the relationship between non-work 

demands and role overload will be weaker for those who use flextime 

arrangements than those who work a regular work day. This hypothesis is not 

supported by the data. This hypothesis is tested as follows. First the four 

covariates (gender, job type, work demands and non-work demands) are entered 

into the regression equation in step 1. These covariates explain 8.1 % of the 

variance in role overload. Second the independent variable, flextime, is added 

to the regression. This variable explains a further 0.1% of the variance in role 

overload above that already explained by the covariates. The interaction term, 

flextime by non-work demands, is added to the regression in step three. This 

term did not explain any additional variance in role overload (p value .229) and 

the beta coefficient of the interaction is very small (.001). Since the interaction 

term is not significant we reject the hypothesis that the relationship between non

work demands and role overload will be weaker for those who use flextime 

arrangements than those who work a regular work day.

Hypothesis ROH10b states that the relationship between non-work 

demands and role overload will be weaker for those who use compressed work 

weeks than those who work a regular work day. This hypothesis is not supported 

by the data. This hypothesis is tested as follows. First the four covariates 

(gender, job type, work demands and non-work demands) are entered into the 

regression equation in step 1. These covariates explain 7.8% of the variance in
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role overload. Second, the independent variable, compressed work week, is 

added to the regression. This variable explains a further 0.1% of the variance in 

role overload above that already explained by the covariates. The interaction 

term, compressed work week by non-work demands is added to the regression in 

step three. This term did not explain any additional variance in role overload (p 

value .139) and the beta coefficient of the interaction is very small (.001). Since 

the interaction term is not significant we reject the hypothesis that the relationship 

between non-work demands and role overload will be weaker for those who use 

compressed work weeks than those who work a regular work day.

Hypothesis ROHIOc states that the relationship between non-work 

demands and role overload will be weaker for those who telework than those 

who work a regular work day. This hypothesis is not supported by the data. This 

hypothesis is tested as follows. First the four covariates (gender, job type, work 

demands and non-work demands) are entered into the regression equation in 

step 1. These covariates explain 7.9% of the variance in role overload. Second, 

the independent variable, telework, is added to the regression. This variable 

explains no further variance in role overload (p value .985) above that already 

explained by the covariates. The interaction term, telework by non-work 

demands is added to the regression in step three. This term did not explain any 

additional variance in role overload (p value .871) and the beta coefficient of the 

interaction was zero (.000). Since the interaction term is not significant we reject 

the hypothesis that the relationship between non-work demands and role
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overload will be weaker for those who telework than those who work a regular 

work day.

Hypothesis ROHIOd states that the relationship between non-work 

demands and role overload will be weaker for those who work a regular work 

schedule than those who perform shiftwork. This hypothesis is not supported by 

the data. This hypothesis is tested as follows. First the four covariates (gender, 

job type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 8.1% of the variance in role 

overload. Second the independent variable, shiftwork, is added to the 

regression. This variable does not explain any variance in role overload above 

that already explained by the covariates. The interaction term shiftwork by non

work demands is added to the regression in step three. This term did not explain 

any additional variance in role overload (p value .823) and the beta coefficient of 

the interaction was zero (.000). Since the interaction term is not significant we 

reject the hypothesis that the relationship between non-work demands and role 

overload will be weaker for those who work a regular work day than those who 

work shiftwork.

Hypothesis ROH11 looks at the ability of perceived flexibility to moderate the 

relationship between non-work demands and role overload. This hypothesis (i.e. 

that the relationship between non-work demands and role overload will decrease 

as perceived flexibility increases) is not supported by the data.

This hypothesis is tested as follows. First the four covariates (gender, job 

type, work demands and non-work demands) are entered into the regression
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equation in step 1. These covariates explain 8.1% of the variance in role 

overload. Second the independent variable, perceived flexibility, is added to the 

regression. This variable explains a further 9.4% of the variance in role overload 

above that already explained by the covariates (for a total R2 of 17.5%). The 

interaction term perceived flexibility by non-work demands is added to the 

regression in step three. This term did not explain any additional variance in role 

overload (p value .003) and the beta coefficient of the interaction is very small 

(.002). Since the interaction term is not significant we reject the hypothesis that 

that perceived flexibility moderates the impact of non-work demands on role 

overload such that the relationship between non-work demands and role 

overload will decrease as perceived flexibility increases.

Hypothesis ROH12 looks at the ability of supervisor support to moderate the 

relationship between non-work demands and role overload. This hypothesis (i.e. 

that the relationship between non-work demands and role overload will decrease 

as perceived flexibility increases) is supported by the data.

This hypothesis is tested as follows. First the four covariates (gender, job 

type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 8.1% of the variance in role 

overload. Second the independent variable, supervisor support, is added to the 

regression. This variable explains a further 5.5% of the variance in role overload 

above that already explained by the covariates (for a total R2 of 13.6%). The 

interaction term supervisor support by non-work demands is added to the 

regression in step three. This interaction term explains a further 0.1% of the
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variance in role overload above that already explained by the covariates and the 

independent variable and is statistically significant (p value <.001). These 

findings are supportive of our hypothesis that supervisor support moderates the 

impact of non-work demands on role overload such that the relationship between 

non-work demands and role overload will decrease as supervisor support 

increases.

Consistent with the process outlined previously, we first plotted the 

interaction and then examined the change R2 in from step 2 to step 3. The 

results of the plotted interaction are seen below in Figure 15.

Figure 15 Interaction of Non-work demands x Supervisor Support
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As seen in figure 15, there is very little evidence of an interaction effect for 

this relationship. The lines of the plot are parallel and show that those reporting 

high levels of supervisor support reported lower levels of role overload than those
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at medium or low levels of supervisor support regardless of the level of non-work 

demands. In other words, the plot of the data indicates that supervisor support 

has a direct effect on role overload. These findings are consistent with the fact 

that the data indicate that these results, while statistically significant, are not of 

practical significance (i.e. the change in R2 was 0.1%).

10.4.2.3 Conclusions: Role Overload Buffer Hypotheses

In conclusion, Karasek’s buffer hypothesis is not supported when strain is 

operationalized as role overload, demands operationalized as work and non-work 

demands, and control operationalized as alternative work arrangement, 

perceived flexibility or supervisor support. This conclusion is based on two facts. 

First, nine of the twelve buffer hypotheses were not statistically significant. 

Second, while the buffer hypothesis was supported under specific circumstances 

(shiftwork by work demands, perceived flexibility by work demands, supervisor 

support by non-work demands), the fact that there was very little change in R2 

(i.e. only 0.1%) and plotting the interaction term showed that the changes in role 

overload at various levels of the moderator and independent variable were small 

suggests the findings had little practical significance.

10.4.3 Evaluation of Relationships Between Demand, Control over Work- 
Life Interface and Work-Family Interference

This section summarizes the regression results obtained when testing the 

8 strain hypotheses associated with Model 2. With one exception (i.e. strain is 

operationalized as work-family interference rather than role overload), model 2 is
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identical to model 1. The results for each of these eight regressions are 

summarized in Table 11. The actual variables included in each of these 

regressions are provided in Appendix C. The discussion proceeds as follows. 

Findings with respect to testing the strain hypotheses dealing with the 

relationship between demands and work-family interference will be presented 

first. This is followed by the findings obtained with the strain hypotheses 

pertaining to the relationship between different forms of control over the work-life 

interface and work-family interference.

Table 11 Strain Hypotheses Results for Model 2

Strain Hypothesis For 
Model 2: Work-Family 
Interference

Step 1 
R2 (CV)

Step 2
(Total
R2)

P-
value 
at step 
2

df F-stat A in  R2 
due to 
IV

WFIH1: WD positively 
associated with WFI

4.8% 11.5% <.001 4,16361 481.62 6.7%

WFIH2: NWD positively 
associated with WFI

10.2% 11.5% <.001 4,16361 529.21 1.3%

WFIH3a: Flextime 
negatively associated 
with WFI

11.9% 11.9% .856 5, 13774 372.11 0%

WFIH3b: CWW 
negatively associated 
with WFI

10.8% 10.8% .701 5, 12204 296.56 0%

WFIH3c: Telework 
negatively associated 
with WFI

11.5% 11.5% .345 5, 9950 259.80 0%

WFIH4: Shiftwork 
positively associated 
with WFI

11.5% 12.2% <.001 5, 16360 452.54 0.7%

WFIH5: Perceived 
flexibility negatively 
associated with WFI

11.5% 25.7% <.001 5, 16360 1131.88 14.2%

WFIH6: Supervisor 
support negatively 
associated with WFI

11.5% 19.9% <.001 5, 16360 812.35 8.4%
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10.4.3.1 Relationship Between Demands and Work-Family Interference

Two strain hypotheses postulate relationships between demands and 

work-family interference. Results associated with the testing of each of these 

hypotheses are presented below.

WFIH1 postulates that work demands will be positively associated with 

work-family interference. The data supports this hypothesis. This hypothesis is 

tested as follows. In step 1, the three covariates (gender, job type and non-work 

demands) are entered into the regression equation. These covariates explain 

4.8% of the variance in work-family interference. When the independent 

variable work demands is added to the regression equation in step 2, an 

additional 6.7% of the variance is explained above that already explained by the 

covariates (for a total R2 of 11.5%). The p-value is <.001 indicating that this 

relationship is statistically significant. The finding that work demands are 

positively associated with work-family interference is supportive of the 

hypothesis.

WFIH2 postulates that non-work demands will be positively associated 

with work-family interference. The data supports this hypothesis. This 

hypothesis is tested as follows. In step 1, the three covariates (gender, job type 

and work demands) are entered into the regression. This step explains 10.2% of 

the variance in work-family interference. When the independent variable non

work demands is added to the regression equation in step 2, an additional 1.3%
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of the variance is explained above that already explained by the covariates (for a 

total R2 of 11.5%). The p-value was <.001 indicating that this relationship is 

statistically significant. The finding that non-work demands is positively 

associated with work-family interference is supportive of the hypothesis.

As noted earlier, we can assess the relative importance of these two 

independent variables (work demands and non-work demands) at predicting 

work-family interference by calculating Pratt’s standardized measure (Thomas et 

al., 1998). The Pratt’s standardized measure obtained when both work demands 

and non-work demands are included in the regression equation predicting work- 

family interference are shown in Table 12.

Table 12 Pratt’s Coefficient: Work-Family Interference

Independent
Variable

Standardized
Coefficient

Correlation 
of IV and 
DV

Pratt’s
Coefficient

Pratt’s
Standardized
Measure

Work
Demands

.266 .293 .077938 .860357

Non-work 
demands

.110 .115 .01265 .139643

Variance
Explained

- - .090588 1

The fact that Pratt’s coefficient is six times higher for work demands 

(.860357) than non-work demands (.139643) can be interpreted to mean that 

work demands predict substantively more variance in work-family interference 

than do non-work demands.
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10.4.3.2 Relationship Between Control Over Work-Life Interface and 
Work-Family Interference

In model two we test 6 strain hypotheses that postulate relationships

between these different forms of control over the work-life interface and work-

family interference. Specifically:

■ WFIH3 postulates that the use of alternative work arrangements (AWA) will 
be negatively associated with work-family interference. Specifically 
employees who work:
a. flextime (versus a regular work day)
b. compressed work week (versus a regular work day)
c. telework (versus a regular work day)

will report lower levels of work-family interference than their counterparts who 
work a regular work day.

■ Hypothesis WFIH4 postulates that the use of shiftwork arrangements will be 
positively associated with work-family interference.

■ Hypothesis WFIH5 postulates that perceived flexibility will be negatively 
associated with work-family interference.

■ Hypothesis WFIH6 postulates that supervisor support will be negatively 
associated with work-family interference.

Each of these hypotheses will be discussed in turn in the section below.

The three hypotheses exploring the relationship between the use of

alternative work arrangements and work-family interference are not supported by

the data. Results supporting this conclusion are reviewed below.

Hypothesis WFIH3a (i.e. flextime negatively associated with work-family

interference) is tested as follows. The four covariates (gender, job type, work

demands and non-work demands) are entered into the regression in step 1.

These covariates explain 11.9% of the variance in work-family interference. The

addition of the independent variable flextime results in no additional increase in

our understanding of the variance in work-family interference above that already
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explained by the covariates. The p-value (.856) indicates that this relationship is 

not statistically significant. Therefore, we reject the hypothesis that those who 

work flextime will report lower levels of work-family interference than their 

counterparts who work a regular work day.

Hypothesis WFIH3b (compressed work week negatively associated with 

work-family interference) is tested as follows. The four covariates (gender, job 

type, work demands and non-work demands) are entered into the regression in 

step 1. These covariates explain 10.8% of the variance in work-family 

interference. The addition of the independent variable compressed work week 

results in no additional increase in our understanding of the variance in work- 

family interference above that already explained by the covariates. The p-value 

(.701) indicates that this relationship is not statistically significant. Therefore, we 

reject the hypothesis that those who work compressed work weeks will report 

lower levels of work-family interference than their counterparts who work a 

regular work day.

Hypothesis WFIH3c (telework negatively associated with work-family 

interference) is tested as follows. The four covariates (gender, job type, work 

demands and non-work demands) are entered into the regression in step 1. 

These covariates explain 11.5% of the variance in work-family interference. The 

addition of the independent variable telework results in no additional increase in 

our understanding of the variance in work-family interference above that already 

explained by the covariates. The p-value (.345) indicates that this relationship is 

not statistically significant. Therefore, we reject the hypothesis that those who
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telework will report lower levels of work-family interference than their 

counterparts who work a regular work day.

Hypothesis WFIH4 postulates that the use of shiftwork arrangements will 

be positively associated with work-family interference. This hypothesis is 

supported by the data. The hypothesis is tested as follows. In step 1, the four 

covariates (gender, job type, work demands and non-work demands) are entered 

into the regression. These covariates explain 11.5% of the variance in work- 

family interference. The addition of the independent variable shiftwork results in 

a 0.7% increase in our understanding of the variance in work-family interference 

above that already explained by the covariates. The p-value (< .001) indicates 

that this relationship is statistically significant thereby supporting the hypothesis 

that the use of shiftwork will be positively associated with work-family 

interference.

It should be noted, however, that in this case the change in R2 in the 

amount of variance in work-family interference explained by the addition of 

shiftwork to the regression equation is very small (change in R2 of 0.7%). As 

noted earlier, Aguinis (2004) advises that changes in R2 should be a minimum of 

1% to be considered practically significant. Therefore, we conclude that while 

the findings were statistically significant, the result is not of practical significance.

Hypothesis WFIH5 postulates that perceived flexibility will be negatively 

associated with work-family interference. This hypothesis is supported by the 

data. This hypothesis is tested as follows. In step 1, the four covariates (gender, 

job type, work demands and non-work demands) are entered into the regression.
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These covariates explain 11.5% of the variance in work-family interference. The 

addition of the independent variable perceived flexibility results in an additional 

14.2% of the variance in work-family interference above that already explained 

by the covariates (i.e. total R2 of 25.7%). The p-value (<.001) indicates that this 

relationship is statistically significant thereby supporting our hypothesis that 

perceived flexibility will be negatively associated with work-family interference.

Hypothesis WFIH6 postulates that supervisor support will be negatively 

associated with work-family interference. The data supports this hypothesis. This 

hypothesis is tested as follows. In step 1, the four covariates (gender, job type, 

work demands and non-work demands) are entered into the regression. These 

covariates explain 11.5% of the variance in work-family interference. The 

addition of the independent variable supervisor support results in an additional 

8.4% of the variance in work-family interference above that already explained by 

the covariates (i.e. total R2 of 19.9%). The p-value (<.001) indicates that this 

relationship is statistically significant thereby supporting the hypothesis that 

supervisor support will be negatively associated with work-family interference.

10.4.3.3 Conclusions: Work-Family Interference Strain Hypotheses

In conclusion, half of the strain hypotheses for work-family interference are 

both statistically and practically significant. Both work demands and non-work 

demands are positively associated with work-family interference while perceived 

flexibility and supervisor support were both negatively associated with work- 

family interference (all statistically significant at a p-value of .001). Also of
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importance are the Pratt’s standardized measure data which indicates that work 

demands were approximately 6 times more important to the prediction of work- 

family interference than non-work demands.

There is mixed support for Karasek’s strain hypothesis when strain is 

operationalized as work-family interference. The strain hypotheses are strongly 

supported when strain is operationalized as work-family interference and 

demands are operationalized as work and non-work demands. The level of 

support for Karasek’s strain hypothesis varies depending upon how control is 

operationalized. When control is operationalized as either perceived flexibility 

or supervisor support, there is strong support for the strain hypothesis. However, 

when control is operationalized as a given work arrangement (i.e. flextime, 

compressed work week, telework, shiftwork), there is very little support for the 

strain hypothesis. This conclusion is supported by the fact that the shiftwork 

hypothesis (i.e. shiftwork positively associated with work-family interference) was 

statistically but not practically significant. The three hypotheses for alternative 

work arrangements (i.e. flextime, compressed work week and telework negatively 

associated with work-family interference) were not statistically significant.

A review of the betas for both perceived flexibility (B=-.431) and supervisor 

support (B=-.391) indicate that both perceived flexibility and supervisor support 

are important predictors of work-family interference. It is important to note that 

the strongest associations were between perceived flexibility and work-family 

interference (change in R2 of 14.2%) and supervisor support and work-family 

interference (change in R2 of 8.4%). The fact that both these relationships were
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highly significant and negative (i.e. higher control, lower work-family interference) 

when work and non-work demands were controlled for support the idea that 

perceived flexibility and supervisor support help employees cope with work-family 

interference.

While the results indicate that shiftwork is positively associated with work- 

family interference, the result is statistically but not practically significant. In the 

case of the three alternative work arrangements (i.e. flextime, compressed work 

week and telework), no statistically significant association is found with work- 

family interference when work and non-work demands, gender and job type are 

controlled for. This would suggest that such work arrangements do not help 

employees cope with work-family interference.

10.4.4 Evaluation of Factors that Moderate the Relationship Between 
Demands and Work-Family Interference

This section summarizes the regression results obtained when testing the

following 12 buffer hypotheses associated with Model 2:

■ Hypothesis WFIH7 postulates that alternative work arrangements will 
moderate the relationship between work demands and work-family 
interference. Specifically:
a. The relationship between work demands and work-family interference will 
be weaker for those who use flextime arrangements than those who work a 
regular work day.
b. The relationship between work demands and work-family interference will 
be weaker for those who work a compressed work week than those who 
work a regular work day.
c. The relationship between work demands and work-family interference will 
be weaker for those who telework than those who work a regular work day.
d. The relationship between work demands and work-family interference will 
be weaker for those who work a regular work day than those who perform 
shiftwork.
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■ Hypothesis WF1H8 postulates that perceived flexibility will moderate the 
relationship between work demands and work-family interference. 
Specifically, the relationship between work demands and work-family 
interference will decrease as perceived flexibility increases

■ Hypothesis WFIH9 postulates that supervisor support will moderate the 
relationship between work demands and work-family interference. 
Specifically, the relationship between work demands and work-family 
interference will decrease as supervisor support increases

■ Hypothesis WFIH10 postulates that alternative work arrangements will 
moderate the relationship between non-work demands and work-family 
interference. Specifically:

a. The relationship between non-work demands and work-family 
interference will be weaker for those who use flextime arrangements than 
those who work a regular work day.
b. The relationship between non-work demands and work-family
interference will be weaker for those who work a compressed work week 
than those who work a regular work day.
c. The relationship between non-work demands and work-family
interference will be weaker for those who telework than those who work a 
regular work day.
d. The relationship between non-work demands and work-family
interference will be weaker for those who work a regular work day than 
those who perform shiftwork.

■ Hypothesis WFIH11 postulates that perceived flexibility will moderate the 
relationship between non-work demands and work-family interference. 
Specifically, the relationship between non-work demands and work-family 
interference will decrease as perceived flexibility increases.

■ Hypothesis WFIH12 postulates that supervisor support will moderate the 
relationship between non-work demands and work-family interference. 
Specifically, the relationship between non-work demands and work-family 
interference will decrease as supervisor support increases.

The results for each of these regressions are summarized in Table 13. The 

actual variables included in each of these regressions are provided in Appendix 

C. The discussion is divided into two main parts according to the type of 

demand being considered: work demands (presented first) and non-work 

demands (presented second). Each of these two parts have an identical
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structure. Data showing the extent to which the various work arrangements 

moderate the relationship between demands and work-family interference are 

presented first. This is followed by the presentation of data showing the extent to 

which the other two forms of control included in this thesis, supervisor support 

and perceived flexibility are able to moderate the relationship between demands 

and work-family interference.
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Table 13 Buffer Hypotheses Results for Model 2

Buffer Hypothesis for Model 2: 
W ork-Fam ily Interference

Step 1 
(CV)

Step 2 
R2 (IV)

A in R^ 
due to 
IV

Step 3 
(Total R2)

A in R" 
due to IV  
x M V

F-stat df p-value 
at step 3

W FIH 7a: Flextime moderates  
relationship between W D  and W FI

11.9% 11.9% 0% 11.9% 0% 310.10 6, 13773 .668

W FIH 7b: C W W  moderates relationship 
between W D  and W FI

10.8% 10.8% 0% 10.8% 0% 247.38 6 ,1 2 2 0 3 .233

W FIH7c: Telework moderates 
relationship between W D  and W FI

11.5% 11.5% 0% 11.5% 0% 216.48 6, 9949 .993

W FIH7d: Shiftwork moderates 
relationship between W D  and W FI

11.5% 12.2% 0.7% 12.5% 0.3% 388.02 6, 16359 <.001

W FIH 8: Perceived flexibility moderates  
relationship between W D  and W FI

11.5% 25.7% 14.2% 25.7% 0% 945.09 6, 16359 .004

W FIH 9: Supervisor support moderates 
relationship between W D  and W FI

11.5% 19.9% 8.4% 20.0% 0.1% 679.97 6, 16359 <.001

W FIH  10a: Flextime moderates 
relationship between N W D  and W FI

11.9% 11.9% 0% 11.9% 0% 310.09 6, 13773 .749

W FIH  10b: C W W  moderates 
relationship between N W D  and W FI

10.8% 10.8% 0% 10.8% 0% 247.15 6, 12203 .604

W FIH IO c: Telework moderates 
relationship between N W D  and W FI

11.5% 11.5% 0% 11.5% 0% 216.53 6, 9949 .607

W FIH IO d: Shiftwork moderates 
relationship between N W D  and W FI

11.5% 12.2% 0.7% 12.2% 0% 377.24 6 ,1 6 3 5 9 .386

W FIH 11: Perceived flexibility 
moderates relationship between NW D  
and W FI

11.5% 25.7% 14.2% 25.7% 0% 943.42 6, 16359 .296

W FIH 12: Supervisor support 
moderates relationship between NW D  
and W FI

11.5% 19.9% 8.4% 19.9% 0% 677.00 6, 16359 .526
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10.4.4.1 Control OverWork-Life Interface Moderating Relationship Between 
Work Demands and Work-Family Interference

This section presents the results of the regression analysis performed to 

test the ability of the various forms of control included in this analysis to moderate 

the relationship between work demands and work-family interference.

Hypothesis WFIH7a states that the relationship between work demands 

and work-family interference will be weaker for those who use flextime 

arrangements than those who work a regular work day. This hypothesis is not 

supported by the data. This hypothesis is tested as follows. First the four 

covariates (gender, job type, work demands and non-work demands) are entered 

into the regression equation in step 1. These covariates explain 11.9% of the 

variance in work-family interference. Second the independent variable, flextime, 

is added to the regression. This variable explains no additional variance in work- 

family interference above that already explained by the covariates. The 

interaction term, flextime by work demands, is added to the regression in step 

three. This term did not explain any additional variance in work-family 

interference (p value .668) and the beta coefficient of the interaction is zero 

(.000). Since the interaction term is not significant we reject the hypothesis that 

the relationship between work demands and work-family interference will be 

weaker for those who use flextime arrangements than those who work a regular 

work day.

Hypothesis WFIH7b states that the relationship between work demands 

and work-family interference will be weaker for those who use compressed work
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weeks than those who work a regular work day. This hypothesis is not supported 

by the data. This hypothesis is tested as follows. First the four covariates 

(gender, job type, work demands and non-work demands) are entered into the 

regression equation in step 1. These covariates explain 10.8% of the variance in 

work-family interference. Second, the independent variable, compressed work 

week, is added to the regression. This variable explains no additional variance in 

work-family interference above that already explained by the covariates. The 

interaction term, compressed work week by work demands is added to the 

regression in step three. This term did not explain any additional variance in 

work-family interference (p value .233) and the beta coefficient of the interaction 

is very small (-.002). Since the interaction term is not significant we reject the 

hypothesis that the relationship between work demands and work-family 

interference will be weaker for those who use compressed work weeks than 

those who work a regular work day.

Hypothesis WFIH7c states that the relationship between work demands 

and work-family interference will be weaker for those who telework than those 

who work a regular work day. This hypothesis is not supported by the data. This 

hypothesis is tested as follows. First the four covariates (gender, job type, work 

demands and non-work demands) are entered into the regression equation in 

step 1. These covariates explain 11.5% of the variance in work-family 

interference. Second, the independent variable, telework, is added to the 

regression. This variable explains no further variance in work-family interference 

(p value .345) above that already explained by the covariates. The interaction
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term, telework by work demands is added to the regression in step three. This 

term did not explain any additional variance in work-family interference (p value 

.993) and the beta coefficient of the interaction was zero (.000). Since the 

interaction term is not significant we reject the hypothesis that the relationship 

between work demands and work-family interference will be weaker for those 

who telework than those who work a regular work day.

Hypothesis WFIH7d states that the relationship between work demands 

and work-family interference will be weaker for those who work a regular work 

schedule than those who perform shiftwork. This hypothesis is supported by the 

data. This hypothesis is tested as follows. First the four covariates (gender, job 

type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 11.5% of the variance in work- 

family interference. Second the independent variable, shiftwork, is added to the 

regression. This variable explains an additional 0.7% variance in work-family 

interference above that already explained by the covariates. The interaction term 

shiftwork by work demands is added to the regression in step three. This 

interaction term explains a further 0.3% of the variance in work-family 

interference above that already explained by the covariates and the independent 

variable and is statistically significant (p value < .001). These findings are 

supportive of our hypothesis that shiftwork moderates the impact of work 

demands on work-family interference such that the relationship between work 

demands and work-family interference is weaker for those who work a regular 

work day than those who perform shiftwork.
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As noted previously, the approach taken in this thesis is to examine 

statistically significant interaction terms to see if they are practically significant. 

This is done by plotting and interpreting the interaction and examining the 

change in R2that can be explained by the interaction term. Figure 16 plots the 

interaction of work demands and shiftwork.

Figure 16 Interaction of Work Demands x Shiftwork
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Examination of this figure indicates that the relationship between work-family 

interference and shift/regular work arrangement varies depending on the level of 

work demands reported by the individual. At low levels of work demands the 

relationship is as hypothesized: those who work shiftwork report higher levels of 

work-family interference than those working regular hours. At high levels of work 

demands, on the other hand, the interaction is different than the hypothesis as 

respondents who work regular hours and shiftworkers reported similar levels of 

work-family interference. This indicates that shiftwork is problematic with
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respect to work-family interference regardless of the level of work demands. It 

also suggests that regular work arrangements are associated with higher work- 

family interference when work demands rise above a critical threshold. These 

findings are similar to the ones reported for role overload.

Despite this, the fact that the change in R2 was slight (0.3%) indicates that 

while this result is statistically significant, it is not of practical significance.

Hypothesis WFIH8 looks at the ability of perceived flexibility to moderate the 

relationship between work demands and work-family interference. This 

hypothesis (i.e. that the relationship between work demands and work-family 

interference will decrease as perceived flexibility increases) is not supported by 

the data.

This hypothesis is tested as follows. First the four covariates (gender, job 

type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 11.5% of the variance in work- 

family interference. Second, the independent variable, perceived flexibility, is 

added to the regression. This variable explains a further 14.2% of the variance in 

work-family interference above that already explained by the covariates (for a 

total R2 of 25.7%). The interaction term perceived flexibility by work demands is 

added to the regression in step three. This term did not explain any additional 

variance in work-family interference (p value .004) and the beta coefficient of the 

interaction is very small (.002). Since the interaction term is not significant we 

reject the hypothesis that the relationship between work demands and work- 

family interference will decrease as perceived flexibility increases.
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Hypothesis WFIH9 looks at the ability of supervisor support to moderate the 

relationship between work demands and work-family interference. This 

hypothesis (i.e. that the relationship between work demands and work-family 

interference will decrease as supervisor support increases) is supported by the 

data.

This hypothesis is tested as follows. First the four covariates (gender, job 

type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 11.5% of the variance in work- 

family interference. Second the independent variable, supervisor support, is 

added to the regression. This variable explains a further 8.4% of the variance in 

work-family interference above that already explained by the covariates (for a 

total R2 of 19.9%). The interaction term supervisor support by work demands is 

added to the regression in step three. This interaction term explains a further 

0.1% of the variance in work-family interference above that already explained by 

the covariates and the independent variable and is statistically significant (p 

value <.001). These findings are supportive of our hypothesis that supervisor 

support moderates the impact of work demands on work-family interference such 

that the relationship between work demands and work-family interference will 

decrease as supervisor support increases.

Consistent with the process previously outlined, we first plotted the 

interaction and then examined the change in R2 from step 2 to step 3. The 

results of the plotted interaction are seen in Figure 17.
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Figure 17 Interaction of Work Demands x Supervisor Support
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As seen in figure 17, there is very little evidence of an interaction effect for 

this relationship. The lines of the plot are almost parallel and show that those 

reporting high levels of supervisor support reported lower levels of work-family 

interference than those at medium or low levels of supervisor support regardless 

of the level of work demands. These findings are consistent with the fact that 

the change in R2 was 0.1% which indicates that these results, while statistically 

significant, are not of practical significance.

10.4.4.2 Control Over Work-Life Interface Moderating Relationship 
Between Non-work demands and Work-Family Interference

This section presents the results of the regression analysis performed to 

test the ability of the various forms of control included in this analysis to moderate 

the relationship between non-work demands and work-family interference. The
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regression results are not supportive of the idea that alternative work 

arrangements moderate the relationship between non-work demands and work- 

family interference. Support for this contention is provided below.

Hypothesis WFIHlOa states that the relationship between non-work 

demands and work-family interference will be weaker for those who use flextime 

arrangements than those who work a regular work day. This hypothesis is tested 

as follows. First the four covariates (gender, job type, work demands and non

work demands) are entered into the regression equation in step 1. These 

covariates explain 11.9% of the variance in work-family interference. Second 

the independent variable, flextime, is added to the regression. This variable 

explains no further variance in work-family interference above that already 

explained by the covariates. The interaction term, flextime by non-work 

demands, is added to the regression in step three. This term did not explain any 

additional variance in work-family interference (p value .749) and the beta 

coefficient of the interaction is zero (.000). Since the interaction term is not 

significant we reject the hypothesis that the relationship between non-work 

demands and work-family interference will be weaker for those who use flextime 

arrangements than those who work a regular work day.

Hypothesis WFIH10b states that the relationship between non-work 

demands and work-family interference will be weaker for those who use 

compressed work weeks than those who work a regular work day. This 

hypothesis is tested as follows. First the four covariates (gender, job type, work 

demands and non-work demands) are entered into the regression equation in
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step 1. These covariates explain 10.8% of the variance in work-family 

interference. Second, the independent variable, compressed work week, is 

added to the regression. This variable explains no further variance in work-family 

interference above that already explained by the covariates. The interaction 

term, compressed work week by non-work demands is added to the regression in 

step three. This term did not explain any additional variance in work-family 

interference (p value .604) and the beta coefficient of the interaction is zero 

(.000). Since the interaction term is not significant we reject the hypothesis that 

the relationship between non-work demands and work-family interference will be 

weaker for those who use compressed work weeks than those who work a 

regular work day.

Hypothesis WFIHIOc states that the relationship between non-work 

demands and work-family interference will be weaker for those who telework 

than those who work a regular work day. This hypothesis is tested as follows. 

First the four covariates (gender, job type, work demands and non-work 

demands) are entered into the regression equation in step 1. These covariates 

explain 11.5% of the variance in work-family interference. Second, the 

independent variable, telework, is added to the regression. This variable explains 

no further variance in work-family interference (p value .345) above that already 

explained by the covariates. The interaction term, telework by non-work 

demands is added to the regression in step three. This term did not explain any 

additional variance in work-family interference (p value .607) and the beta 

coefficient of the interaction is very small (.002). Since the interaction term is not
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significant we reject the hypothesis that the relationship between non-work 

demands and work-family interference will be weaker for those who telework 

than those who work a regular work day.

Hypothesis WFIHIOd states that the relationship between non-work 

demands and work-family interference will be weaker for those who work a 

regular work schedule than those who perform shiftwork. This hypothesis is 

tested as follows. First the four covariates (gender, job type, work demands and 

non-work demands) are entered into the regression equation in step 1. These 

covariates explain 11.5% of the variance in work-family interference. Second 

the independent variable, shiftwork, is added to the regression. This variable 

explains an additional 0.7% variance in work-family interference above that 

already explained by the covariates. The interaction term shiftwork by non-work 

demands is added to the regression in step three. This term did not explain any 

additional variance in work-family interference (p value .386) and the beta 

coefficient of the interaction was very small (.001). Since the interaction term is 

not significant we reject the hypothesis that the relationship between non-work 

demands and work-family interference will be weaker for those who work a 

regular work day than those who work shiftwork.

Hypothesis WFIH11 looks at the ability of perceived flexibility to moderate 

the relationship between non-work demands and work-family interference. This 

hypothesis (i.e. that the relationship between non-work demands and work-family 

interference will decrease as perceived flexibility increases) is not supported by 

the data. This hypothesis is tested as follows. First the four covariates (gender,
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job type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 11.5% of the variance in work- 

family interference. Second the independent variable, perceived flexibility, is 

added to the regression. This variable explains a further 14.2% of the variance in 

work-family interference above that already explained by the covariates (for a 

total R2 of 25.7%). The interaction term perceived flexibility by non-work 

demands is added to the regression in step three. This term did not explain any 

additional variance in work-family interference (p value .296) and the beta 

coefficient of the interaction is very small (-.001). Since the interaction term is 

not significant we reject the hypothesis that perceived flexibility moderates the 

impact of non-work demands on work-family interference such that the 

relationship between non-work demands and work-family interference will 

decrease as perceived flexibility increases.

Hypothesis WFIH12 looks at the ability of supervisor support to moderate 

the relationship between non-work demands and work-family interference. This 

hypothesis (i.e. that the relationship between non-work demands and work-family 

interference will decrease as supervisor support increases) is not supported by 

the data. This hypothesis is tested as follows. First the four covariates (gender, 

job type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 11.5% of the variance in work- 

family interference. Second the independent variable, supervisor support, is 

added to the regression. This variable explains a further 8.4% of the variance in 

work-family interference above that already explained by the covariates (for a
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total R2 of 19.9%). The interaction term supervisor support by non-work 

demands is added to the regression in step three. This term did not explain any 

additional variance in work-family interference (p value .526) and the beta 

coefficient of the interaction is very small (.001). Since the interaction term is not 

significant we reject the hypothesis that that supervisor support moderates the 

impact of non-work demands on work-family interference such that the 

relationship between non-work demands and work-family interference will 

decrease as supervisor support increases.

10.4.4.3 Conclusions: Work-Family Interference Buffer Hypotheses

In conclusion, Karasek’s buffer hypothesis is not supported when strain is 

operationalized as work-family interference, demands operationalized as work 

and non-work demands, and control operationalized as alternative work 

arrangement, perceived flexibility or supervisor support. This conclusion is 

based on two facts. First, ten of the twelve buffer hypotheses were not 

statistically significant. Second, while the buffer hypothesis was supported under 

specific circumstances (shiftwork by work demands, supervisor support by work 

demands), the fact that there was very little change in R2 (i.e. only 0.3% for the 

shiftwork by work demands interaction and only 0.1% for the supervisor support 

by work demands interaction) and plotting the interaction term showed that the 

changes in work-family interference at various levels of the moderator and 

independent variable were small suggests the findings had little practical 

significance.
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10.4.5 Evaluation of Relationships Between Demand, Control over Work- 
Life Interface and Family-Work Interference

This section summarizes the regression results obtained when testing the 

8 strain hypotheses associated with Model 3. With one exception, model 3 is 

identical to models 1 and 2. In this case, however, strain is operationalized as 

family-work interference rather than role overload or work-family interference. 

The results for each of these regressions are summarized in Table 14. The 

actual variables included in each of these regressions are provided in Appendix 

C. The discussion proceeds as follows. Findings with respect to testing the 

strain hypotheses dealing with the relationship between demands and family- 

work interference will be presented first. This is followed by the findings obtained 

with the strain hypotheses pertaining to the relationship between different forms 

of control over the work-life interface and family-work interference.
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Table 14 Strain Hypotheses Results for Model 3

Strain Hypothesis 
For Model 3: 
Family-Work 
Interference

Step 1 
R2
(CV)

Step 2
(Total
R2)

P-
value 
at step 
2

df F-stat A in 
R2
due to 
IV

FWIH1: WD 
positively 
associated with 
FWI

5.6% 5.7% .001 4,16361 247.46 0.1%

FWIH2: NWD 
positively 
associated with 
FWI

0.2% 5.7% <.001 4, 16361 247.46 5.5%

FWIH3a: Flextime 
negatively 
associated with 
FWI

5.7% 5.7% .002 5, 13774 167.50 0%

FWIH3b: CWW 
negatively 
associated with 
WFI

5.6% 5.6% .136 5, 12204 144.49 0%

FWIH3c: Telework 
negatively 
associated with 
FWI

5.3% 5.4% .014 5, 9950 112.51 0.1%

FWIH4: Shiftwork 
positively 
associated with 
FWI

5.7% 5.7% .141 5, 16360 198.41 0%

FWIH5: Perceived 
flexibility 
negatively 
associated with 
FWI

5.7% 8.0% <.001 5, 16360 285.53 2.3%

FWIH6: Supervisor 
support negatively 
associated with 
FWI

5.7% 7.6% <.001 5, 16360 268.62 1.9%
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10.4.5.1 Relationship Between Demands and Family-Work Interference

Two strain hypotheses postulate relationships between demands and 

family-work interference. Results associated with the testing of each of these 

hypotheses are presented below.

FWIH1 postulates that work demands will be positively associated with 

family-work interference. The data supported this hypothesis. The hypothesis 

was tested as follows. In step 1, the three covariates (gender, job type and non

work demands) are entered into the regression. The covariates explain 5.6% of 

the variance in family-work interference. When the independent variable work 

demands is added to the regression equation in step 2, an additional 0.1% of the 

variance is explained above that already explained by the covariates (for a total 

R2 of 5.7%). The p-value (.001) indicates that this relationship is statistically 

significant. The finding that work demands are positively associated with family- 

work interference is supportive of the hypothesis. However, the fact that we 

observed a change in R2 of only 0.1% when the independent variable work 

demands is added to the regression equation indicates that the result is 

statistically but not practically significant.

FWIH2 postulates that non-work demands will be positively associated 

with family-work interference. The data supports this hypothesis. The 

hypothesis is tested as follows. In step 1, the three covariates (gender, job type 

and work demands) are entered into the regression. These variables explain 

0.2% of the variance in family-work interference. When the independent 

variable non-work demands is added to the regression equation in step 2, an
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additional 5.5% of the variance is explained above that already explained by the 

covariates (for a total R2 of 5.7%). The p-value (<.001) indicates that this 

relationship is statistically significant. The finding that higher levels of non-work 

demands is associated with higher levels of family-work interference is 

supportive of the hypothesis.

As noted earlier, we can assess the relative importance of these two 

independent variables (work demands and non-work demands) at predicting 

family-work interference by calculating Pratt’s standardized measure (Thomas et 

al., 1998). The Pratt’s standardized measures obtained when both work 

demands and non-work demands are included in the regression equation 

predicting family-work interference are shown in Table 15.

Table 15 Pratt’s Coefficient: Family-Work Interference

Independent
Variable

Standardized
Coefficient

Correlation 
of IV and 
DV

Pratt’s
Coefficient

Pratt’s
Standardized
Measure

Work
Demands

.025 .034 .00085 .015158

Non-work
demands

.235 .235 .055225 .984482

Variance
Explained

- - .056075 1

The fact that Pratt’s standardized measure is sixty five times higher for 

non-work demands (.984482) than work demands (.015158) indicates that non

work demands predict relatively more variance in family-work interference than 

do work demands.
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10.4.5.2 Relationship Between Control Over Work-Life Interface and 
Family-Work Interference

In model three we test 6 strain hypotheses that postulate relationships

between these different forms of control over the work-life interface and family-

work interference. Specifically:

FWIH3 postulates that the use of alternative work arrangements (AWA) will 
be negatively associated with family-work interference. Specifically 
employees who work:
a. flextime (versus a regular work day)
b. compressed work week (versus a regular work day)
c. telework (versus a regular work day)

will report lower levels of family-work interference than their counterparts who 
work a regular work day.

■ Hypothesis FWIH4 postulates that the use of shiftwork arrangements will be 
positively associated with family-work interference.

■ Hypothesis FWIH5 postulates that perceived flexibility will be negatively 
associated with family-work interference.

■ Hypothesis FWIH6 postulates that supervisor support will be negatively 
associated with family-work interference.

Each of these hypotheses will be discussed in turn in the section below.

The three hypotheses exploring the relationship between the use of

alternative work arrangements and family-work interference were not supported

by the data. Results supporting this conclusion are reviewed below.

Hypothesis FWIH3a (i.e. flextime negatively associated with family-work 

interference) is tested as follows. The four covariates (gender, job type, work 

demands and non-work demands) are entered into the regression in step 1. 

These covariates explain 5.7% of the variance in family-work interference. The 

addition of the independent variable flextime results in no additional increase in
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our understanding of the variance in family-work interference above that already 

explained by the covariates. The p-value (.002) indicates that this relationship is 

not statistically significant. Therefore, we reject the hypothesis that those who 

work flextime will report lower levels of family-work interference than their 

counterparts who work a regular work day.

Hypothesis FWIH3b (compressed work week negatively associated with 

family-work interference) is tested as follows. The four covariates (gender, job 

type, work demands and non-work demands) are entered into the regression in 

step 1. These variables explain 5.6% of the variance in family-work interference. 

The addition of the independent variable compressed work week results in no 

additional increase in our understanding of the variance in family-work 

interference above that already explained by the covariates. The p-value (.136) 

indicates that this relationship is not statistically significant. Therefore, we reject 

the hypothesis that those who work compressed work weeks will report lower 

levels of family-work interference than their counterparts who work a regular work 

day.

Hypothesis FWIH3c (telework negatively associated with family-work 

interference) is tested as follows. The four covariates (gender, job type, work 

demands and non-work demands) are entered into the regression in step 1. 

These variables explain 5.3% of the variance in family-work interference. The 

addition of the independent variable telework results in a 0.1% increase in our 

understanding of the variance in family-work interference above that already 

explained by the covariates. The p-value (.014) indicates that this relationship is
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not statistically significant. Therefore, we reject the hypothesis that those who 

telework will report lower levels of family-work interference than their 

counterparts who work a regular work day.

Hypothesis FWIH4 postulates that the use of shiftwork arrangements will 

be positively associated with family-work interference. This hypothesis is not 

supported by the data. The hypothesis is tested as follows. In step 1, the four 

covariates (gender, job type, work demands and non-work demands) are entered 

into the regression. These variables explain 5.7% of the variance in family-work 

interference. The addition of the independent variable shiftwork results in no 

additional increase in our understanding of the variance in family-work 

interference above that already explained by the covariates. The p-value (.141) 

indicates that this relationship is not statistically significant. Therefore, we reject 

the hypothesis that the use of shiftwork will be positively associated with family- 

work interference.

Hypothesis FWIH5 postulates that perceived flexibility will be negatively 

associated with family-work interference. This hypothesis is supported by the 

data. The hypothesis is tested as follows. In step 1, the four covariates (gender, 

job type, work demands and non-work demands) are entered into the regression. 

These variables explain 5.7% of the variance in family-work interference. The 

addition of the independent variable, perceived flexibility, results in an additional 

2.3% of the variance in family-work interference above that already explained by 

the covariates (i.e. total R2 of 8.0%). The p-value (<.001) indicates that this
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relationship is statistically significant thereby supporting our hypothesis that 

perceived flexibility will be negatively associated with family-work interference.

Hypothesis FWIH6 postulates that supervisor support will be negatively 

associated with family-work interference. The data supports this hypothesis.

The hypothesis is tested as follows. In step 1, the four covariates (gender, job 

type, work demands and non-work demands) are entered into the regression. 

These variables explain 5.7% of the variance in family-work interference. The 

addition of the independent variable supervisor support results in an additional

1.9% of the variance in family-work interference above that already explained by 

the covariates (i.e. total R2 of 7.6%). The p-value (<.001) indicates that this 

relationship is statistically significant thereby supporting the hypothesis that 

supervisor support will be negatively associated with family-work interference.

10.4.5.3 Conclusions: Family-Work Interference Strain Hypotheses

In conclusion, three of the eight strain hypotheses for family-work 

interference were both statistically and practically significant. Non-work demands 

was positively associated with family-work interference while perceived flexibility 

and supervisor support were both negatively associated with family-work 

interference (all statistically significant at a p-value of <.001). A review of the 

Pratt’s standardized measures indicate that non-work demands were 

approximately 65 times more important to the prediction of family-work 

interference than work demands. In fact, the relationship between work
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demands and family-work interference while statistically significant, was not 

practically significant.

There is mixed support for Karasek’s strain hypothesis when strain is 

operationalized as family-work interference. The strain hypothesis is strongly 

supported when strain is operationalized as family-work interference and 

demands are operationalized as non-work demands. However, when demand is 

operationalized as work demands, the results are deemed to be statistically 

significant but not practically significant. The level of support for Karasek’s 

strain hypothesis varies depending upon how control is operationalized. When 

control is operationalized as either perceived flexibility or supervisor support, 

there is strong support for the strain hypothesis. However, when control is 

operationalized as flextime, compressed work week, telework, or shiftwork, there 

is no support for the strain hypothesis.

A review of the betas for both perceived flexibility (B=-.163) and supervisor 

support (B=-.173) indicate that both of these forms of control are important 

predictors of family-work interference. The fact that both of these relationships 

were highly significant and negative (i.e. higher control, lower family-work 

interference) when work and non-work demands were controlled for also support 

the idea that perceived flexibility and supervisor support help employees cope 

with family-work interference.

In the case of the three alternative work arrangements (i.e. flextime, 

compressed work week and telework) and shiftwork, no statistically significant 

association is found with family-work interference when work and non-work
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demands, gender and job type are controlled for. This would suggest that such 

work arrangements do not help employees cope with family-work interference.

10.4.6 Evaluation of Factors that Moderate the Relationship Between 
Demands and Family-Work Interference

This section summarizes the regression results obtained when testing the 

following 12 buffer hypotheses associated with Model 3:

■ Hypothesis FWIH7 postulates that alternative work arrangements will 
moderate the relationship between work demands and family-work 
interference. Specifically:
a. The relationship between work demands and family-work interference will 
be weaker for those who use flextime arrangements than those who work a 
regular work day.
b. The relationship between work demands and family-work interference will 
be weaker for those who work a compressed work week than those who 
work a regular work day.
c. The relationship between work demands and family-work interference will 
be weaker for those who telework than those who work a regular work day.
d. The relationship between work demands and family-work interference will 
be weaker for those who work a regular work day than those who perform 
shiftwork.

■ Hypothesis FWIH8 postulates that perceived flexibility will moderate the 
relationship between work demands and family-work interference. 
Specifically, the relationship between work demands and family-work 
interference will decrease as perceived flexibility increases

■ Hypothesis FWIH9 postulates that supervisor support will moderate the 
relationship between work demands and family-work interference. 
Specifically, the relationship between work demands and family-work 
interference will decrease as supervisor support increases

■ Hypothesis FWIH10 postulates that alternative work arrangements will 
moderate the relationship between non-work demands and family-work 
interference. Specifically:
a. The relationship between non-work demands and family-work interference 
will be weaker for those who use flextime arrangements than those who work 
a regular work day.
b. The relationship between non-work demands and family-work interference 
will be weaker for those who work a compressed work week than those who 
work a regular work day.
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c. The relationship between non-work demands and family-work interference 
will be weaker for those who telework than those who work a regular work 
day.
d. The relationship between non-work demands and family-work interference 
will be weaker for those who work a regular work day than those who 
perform shiftwork.

■ Hypothesis FWIH11 postulates that perceived flexibility will moderate the 
relationship between non-work demands and family-work interference. 
Specifically, the relationship between non-work demands and family-work 
interference will decrease as perceived flexibility increases.

■ Hypothesis FWIH12 postulates that supervisor support will moderate the 
relationship between non-work demands and family-work interference. 
Specifically, the relationship between non-work demands and family-work 
interference will decrease as supervisor support increases.

The results for each of these regressions are summarized in Table 16. The 

actual variables included in each of these regressions are provided in Appendix 

C. The discussion is divided into two main parts according to the type of 

demand being considered: work demands (presented first) and non-work 

demands (presented second). Each of these two parts have an identical 

structure. Data showing the extent to which the various work arrangements 

moderate the relationship between demands and family-work interference are 

presented first. This is followed by the presentation of data showing the extent to 

which the other two forms of control included in this thesis, supervisor support 

and perceived flexibility are able to moderate the relationship between demands 

and family-work interference.
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Table 16 Buffer Hypotheses Results for Model 3

Buffer Hypothesis for Model 3: 
Family-W ork Interference

Step 1 R"
(CV)

Step 2 
R2 (IV)

A in  R2 
due to 
IV

Step 3 
(Total R2)

A in  R2 
due to IV  
x M V

F-stat df p-value 
at step 3

FW IH7a: Flextime moderates 
relationship between W D  and FWI

5.7% 5.7% 0% 5.8% 0.1% 141.24 6, 13773 .002

FW IIH7b: C W W  moderates 
relationship between W D  and FWI

5.6% 5.6% 0% 5.6% 0% 121.53 6, 12203 .012

FW IH7c: Telework moderates 
relationship between W D  and FWI

5.3% 5.4% 0.1% 5.4% 0% 94.14 6 ,9 9 4 9 .134

FW IH7d: Shiftwork moderates 
relationship between W D  and FWI

5.7% 5.7% 0% 5.7% 0% 165.34 6, 16359 .883

FW IH8: Perceived flexibility moderates 
relationship between W D  and FWI

5.7% 8.0% 2.3% 8.1% 0.1% 240 .40 6 ,1 6 3 5 9 <.001

FW IH9: Supervisor support moderates 
relationship between W D  and FWI

5.7% 7.6% 1.9% 7.6% 0% 224 .29 6, 16359 .116

FW IH 10a: Flextime moderates 
relationship between N W D  and FWI

5.7% 5.7% 0% 5.8% 0.1% 140.53 6, 13773 .020

FW IH 10b: C W W  moderates 
relationship between N W D  and FWI

5.6% 5.6% 0% 5.6% 0% 120.43 6, 12203 .701

FWI H 10c: Telework moderates 
relationship between N W D  and FWI

5.3% 5.4% 0.1% 5.4% 0% 93.93 6 ,9 9 4 9 .313

FW IHIO d: Shiftwork moderates 
relationship between N W D  and FWI

5.7% 5.7% 0% 5.7% 0% 165.93 6, 16359 .067

FW IH11: Perceived flexibility 
moderates relationship between N W D  
and FWI

5.7% 8.0% 2.3% 8.0% 0% 237 .95 6 ,1 6 3 5 9 .774

FW IH12: Supervisor support 
moderates relationship between NW D  
and FWI

5.7% 7.6% 1.9% 7.6% 0% 2 23 .85 6 ,1 6 3 5 9 .805
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10.4.6.1 Control OverWork-Life Interface Moderates Relationship Between 
Work Demands and Family-Work Interference

This section presents the results of the regression analysis performed to 

test the ability of the various forms of control included in this analysis to moderate 

the relationship between work demands and family-work interference.

Hypothesis FWIH7a states that the relationship between work demands 

and family-work interference will be weaker for those who use flextime 

arrangements than those who work a regular work day. The data did not support 

this hyothesis. This hypothesis is tested as follows. First the four covariates 

(gender, job type, work demands and non-work demands) are entered into the 

regression equation in step 1. These covariates explain 5.7% of the variance in 

family-work interference. Second the independent variable, flextime, is added to 

the regression. This variable explains no additional variance in family-work 

interference above that already explained by the covariates. The interaction 

term, flextime by work demands, is added to the regression in step three. This 

term explains an additional 0.1% variance in family-work interference (p value 

.002) and the beta coefficient of the interaction is very small (-.003). Since the 

interaction term is not significant we reject the hypothesis that the relationship 

between work demands and family-work interference will be weaker for those 

who use flextime arrangements than those who work a regular work day.

Hypothesis FWIH7b states that the relationship between work demands 

and family-work interference will be weaker for those who use compressed work 

weeks than those who work a regular work day. This hypothesis is not supported 

by the data. This hypothesis is tested as follows. First the four covariates
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(gender, job type, work demands and non-work demands) are entered into the 

regression equation in step 1. These covariates explain 5.6% of the variance in 

family-work interference. Second, the independent variable, compressed work 

week, is added to the regression. This variable explains no additional variance in 

family-work interference above that already explained by the covariates. The 

interaction term, compressed work week by work demands is added to the 

regression in step three. This term did not explain any additional variance in 

family-work interference (p value .012) and the beta coefficient of the interaction 

is very small (.003). Since the interaction term is not significant we reject the 

hypothesis that the relationship between work demands and family-work 

interference will be weaker for those who use compressed work weeks than 

those who work a regular work day.

Hypothesis FWIH7c states that the relationship between work demands 

and family-work interference will be weaker for those who telework than those 

who work a regular work day. This hypothesis is not supported by the data. This 

hypothesis is tested as follows. First the four covariates (gender, job type, work 

demands and non-work demands) are entered into the regression equation in 

step 1. These covariates explain 5.3% of the variance in family-work 

interference. Second, the independent variable, telework, is added to the 

regression. This variable explains an additional 0.1% variance in family-work 

interference (p value .014) above that already explained by the covariates. The 

interaction term, telework by work demands is added to the regression in step 

three. This term did not explain any additional variance in family-work
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interference (p value .134) and the beta coefficient of the interaction is very small 

(-.005). Since the interaction term is not significant we reject the hypothesis that 

the relationship between work demands and family-work interference will be 

weaker for those who telework than those who work a regular work day.

Hypothesis FWIH7d states that the relationship between work demands 

and family-work interference will be weaker for those who work a regular work 

schedule than those who perform shiftwork. This hypothesis is not supported by 

the data. This hypothesis is tested as follows. First the four covariates (gender, 

job type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 5.7% of the variance in family-work 

interference. Second the independent variable, shiftwork, is added to the 

regression. This variable explains no additional variance in family-work 

interference above that already explained by the covariates. The interaction term 

shiftwork by work demands is added to the regression in step three. This term did 

not explain any additional variance in family-work interference (p value .833) and 

the beta coefficient of the interaction is zero (.000). Since the interaction term is 

not significant we reject the hypothesis that the relationship between work 

demands and family-work interference will be weaker for those who work a 

regular work day than those who work shiftwork.
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Hypothesis FWIH8 looks at the ability of perceived flexibility to moderate the 

relationship between work demands and family-work interference. This 

hypothesis (i.e. that the relationship between work demands and family-work 

interference will decrease as perceived flexibility increases) is supported by the 

data. This hypothesis is tested as follows. First the four covariates (gender, job 

type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 5.7% of the variance in family-work 

interference. Second the independent variable, perceived flexibility, is added to 

the regression. This variable explains a further 2.3% of the variance in family- 

work interference above that already explained by the covariates (for a total R2 of 

8.0%). The interaction term perceived flexibility by work demands is added to 

the regression in step three. This interaction term explains a further 0.1% of the 

variance in family-work interference above that already explained by the 

covariates and the independent variable and is statistically significant (p value 

<.001). These findings are supportive of our hypothesis that perceived flexibility 

moderates the impact of work demands on family-work interference such that the 

relationship between work demands and family-work interference will decrease 

as perceived flexibility increases.

Consistent with the process previously outlined, we first plotted the 

interaction and examined the change in R2 from step 2 to step 3. The results of 

the plotted interaction are seen in Figure 18.
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Figure 18 Interaction of Work Demands x Perceived Flexibility
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Examination of this figure indicates that the relationship between family-work 

interference and work demands varies slightly depending on the level of 

perceived flexibility reported by the individual. Specifically:

• Family-work interference is not associated with work demands at 

moderate levels of perceived flexibility.

• Family-work interference is positively associated with work demands when 

perceived flexibility is high

• Family-work interference is negatively associated with work demands 

when perceived flexibility is low.
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While the slopes of the lines indicate that the change is more observable at 

high levels of perceived flexibility than at low levels of perceived flexibility, it is 

also important to note that, family-work interference decreases as perceived 

flexibility increases, regardless of the level of work demands. These findings 

are consistent with the fact that the data indicate that these results, while 

statistically significant, are not of practical significance (i.e. the change in R2 was 

0 .1%).

Hypothesis FWIH9 looks at the ability of supervisor support to moderate the 

relationship between work demands and family-work interference. This 

hypothesis (i.e. that the relationship between work demands and family-work 

interference will decrease as supervisor support increases) is not supported by 

the data. This hypothesis is tested as follows. First the four covariates (gender, 

job type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 5.7% of the variance in family-work 

interference. Second, the independent variable, supervisor support, is added to 

the regression. This variable explains a further 1.9% of the variance in family- 

work interference above that already explained by the covariates (for a total R2 of 

7.6%). The interaction term supervisor support by work demands is added to 

the regression in step three. This term did not explain any additional variance in 

family-work interference (p value .116) and the beta coefficient of the interaction 

is very small (.002). Since the interaction term is not significant we reject the 

hypothesis that the relationship between work demands and family-work 

interference will decrease as supervisor support increases.
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10.4.6.2 Control OverWork-Life Interface Moderates Relationship Between 
Non-Work Demands and Family-Work Interference

This section presents the results of the regression analysis performed to 

test the ability of the various forms of control included in this analysis to moderate 

the relationship between non-work demands and family-work interference. The 

regression results are not supportive of the idea that alternative work 

arrangements moderate the relationship between non-work demands and family- 

work interference. Support for this contention is provided below.

Hypothesis FWIH10a states that the relationship between non-work 

demands and family-work interference will be weaker for those who use flextime 

arrangements than those who work a regular work day. This hypothesis is tested 

as follows. First the four covariates (gender, job type, work demands and non

work demands) are entered into the regression equation in step 1. These 

covariates explain 5.7% of the variance in family-work interference. Second the 

independent variable, flextime, is added to the regression. This variable explains 

no additional variance in family-work interference above that already explained 

by the covariates. The interaction term, flextime by non-work demands, is added 

to the regression in step three. This term explains an additional 0.1% variance in 

family-work interference above that explained by the covariates and independent 

variable (p value .020) and the beta coefficient of the interaction is very small 

(.002). Since the interaction term is not significant we reject the hypothesis that 

the relationship between non-work demands and family-work interference will be
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weaker for those who use flextime arrangements than those who work a regular 

work day.

Hypothesis FWIHlOb states that the relationship between non-work 

demands and family-work interference will be weaker for those who use 

compressed work weeks than those who work a regular work day. This 

hypothesis is tested as follows. First the four covariates (gender, job type, work 

demands and non-work demands) are entered into the regression equation in 

step 1. These covariates explain 5.6% of the variance in family-work 

interference. Second, the independent variable, compressed work week, is 

added to the regression. This variable explains no additional variance in family- 

work interference above that already explained by the covariates. The 

interaction term, compressed work week by non-work demands is added to the 

regression in step three. This term did not explain any additional variance in 

family-work interference (p value .701) and the beta coefficient of the interaction 

is zero (.000). Since the interaction term is not significant we reject the 

hypothesis that the relationship between non-work demands and family-work 

interference will be weaker for those who use compressed work weeks than 

those who work a regular work day.

Hypothesis FWIHIOc states that the relationship between non-work 

demands and family-work interference will be weaker for those who telework 

than those who work a regular work day. This hypothesis is tested as follows. 

First the four covariates (gender, job type, work demands and non-work 

demands) are entered into the regression equation in step 1. These covariates
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explain 5.3% of the variance in family-work interference. Second, the 

independent variable, telework, is added to the regression. This variable explains 

an additional 0.1% variance in family-work interference (p value .014) above that 

already explained by the covariates. The interaction term, telework by non-work 

demands is added to the regression in step three. This term did not explain any 

additional variance in family-work interference (p value .313) and the beta 

coefficient of the interaction is very small (-.003). Since the interaction term is 

not significant we reject the hypothesis that the relationship between non-work 

demands and family-work interference will be weaker for those who telework 

than those who work a regular work day.

Hypothesis FWIHIOd states that the relationship between non-work 

demands and family-work interference will be weaker for those who work a 

regular work schedule than those who perform shiftwork. This hypothesis is 

tested as follows. First the four covariates (gender, job type, work demands and 

non-work demands) are entered into the regression equation in step 1. These 

covariates explain 5.7% of the variance in family-work interference. Second the 

independent variable, shiftwork, is added to the regression. This variable 

explains no additional variance in family-work interference above that already 

explained by the covariates. The interaction term shiftwork by non-work 

demands is added to the regression in step three. This term did not explain any 

additional variance in family-work interference (p value .067) and the beta 

coefficient of the interaction is very small (-.002). Since the interaction term is 

not significant we reject the hypothesis that the relationship between non-work
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demands and family-work interference will be weaker for those who work a 

regular work day than those who work shiftwork.

Hypothesis FWIH11 looks at the ability of perceived flexibility to moderate 

the relationship between non-work demands and family-work interference. This 

hypothesis (i.e. that the relationship between non-work demands and family-work 

interference will decrease as perceived flexibility increases) is not supported by 

the data. This hypothesis is tested as follows. First the four covariates (gender, 

job type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 5.7% of the variance in family-work 

interference. Second the independent variable, perceived flexibility, is added to 

the regression. This variable explains a further 2.3% of the variance in family- 

work interference above that already explained by the covariates (for a total R2 of 

8.0%). The interaction term perceived flexibility by non-work demands is added 

to the regression in step three. This term did not explain any additional variance 

in family-work interference (p value .774) and the beta coefficient of the 

interaction is zero (.000). Since the interaction term is not significant we reject 

the hypothesis that that perceived flexibility moderates the impact of non-work 

demands on family-work interference such that the relationship between non

work demands and family-work interference will decrease as perceived flexibility 

increases.

Hypothesis FWIH12 looks at the ability of supervisor support to moderate 

the relationship between non-work demands and family-work interference. This 

hypothesis (i.e. that the relationship between non-work demands and family-work
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interference will decrease as supervisor support increases) is not supported by 

the data. This hypothesis is tested as follows. First the four covariates (gender, 

job type, work demands and non-work demands) are entered into the regression 

equation in step 1. These covariates explain 5.7% of the variance in family-work 

interference. Second, the independent variable, supervisor support, is added to 

the regression. This variable explains a further 1.9% of the variance in family- 

work interference above that already explained by the covariates (for a total R2 of 

7.6%). The interaction term supervisor support by non-work demands is added 

to the regression in step three. This term did not explain any additional variance 

in family-work interference (p value .805) and the beta coefficient of the 

interaction is zero (.000). Since the interaction term is not significant we reject 

the hypothesis that the relationship between non-work demands and family-work 

interference will decrease as supervisor support increases.

10.4.6.3 Conclusions: Family-Work Interference Hypotheses

In conclusion, Karasek’s buffer hypothesis is not supported when strain is 

operationalized as family-work interference, demands operationalized as work 

and non-work demands, and control operationalized as alternative work 

arrangement, perceived flexibility or supervisor support. This conclusion is 

based on two facts. First, eleven of the twelve buffer hypotheses were not 

statistically significant. Second, while a buffer hypothesis was supported under 

one specific circumstance (perceived flexibility by work demands), the fact that 

there was very little change in R2 (i.e. only 0.1% for the perceived flexibility by 

work demands interaction) and plotting the interaction term showed that the
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changes in family-work interference at various levels of the moderator and 

independent variable were small suggests the findings had little practical 

significance.

10.4.7 Evaluation of Relationships Between Work Arrangements, 
Supervisor Support and Perceived Flexibility

The final model explores the relationship between the different measures 

of control over the work-life interface included in this thesis. This section 

summarizes the regression results obtained when testing the five direct 

hypotheses associated with Model 4. The results for each of these regressions 

are summarized in Table 17. The actual variables included in each of these 

regressions are provided in Appendix C. Findings with respect to testing the five 

hypotheses posed for Model 4 are presented below.

Table 17 Direct Hypotheses Results for Model 4: Control

Direct Hypothesis For 
Model 4: Perceived 
Flexibility

Step 1 
R2 (CV)

Step 2 
(Total
R2)

p-value 
from 
step 2

df F-stat A in R2 
due to 
IV

PFLEXHIa: Flextime 
positively associated 
with perceived flexibility

3.9% 7.6% <.001 5, 13774 226.46 3.7%

PFLEXIb: CWW 
positively associated 
with perceived flexibility

4.3% 5.4% <.001 5, 12204 138.04 1.1%

PFLEXHIc: Telework 
positively associated 
with perceived flexibility

4.1% 5.7% <.001 5, 9950 120.25 1.6%

PFLEXH2: Shiftwork 
negatively associated 
with perceived flexibility

3.7% 8.7% <.001 5, 16360 311.85 5.0%

PFLEXH3: Supervisor 
support positively 
associated with 
perceived flexibility

3.7% 13.8% <.001 5, 16360 525.91 10.1%

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



326

10.4.7.1 Relationship Between Alternative Work Arrangements and 
Perceived Flexibility

Three direct hypotheses postulate relationships between work 

arrangements and perceived flexibility.

PFLEXH1 postulates that the use of alternative work arrangements (AWA) will be 
positively associated with perceived flexibility. Specifically employees who work:
a. flextime (versus a regular work day)
b. compressed work week (versus a regular work day)
c. telework (versus a regular work day)
will report higher levels of perceived flexibility than their counterparts who work a 
regular work day.

The data supports all of these hypotheses.

To test PFLEXHIa (flextime positively associated with perceived 

flexibility), the four covariates (gender, job type, work demands, non-work 

demands) are entered into the regression in step 1. These covariates explain 

3.9% of the variance in perceived flexibility. When the independent variable 

flextime is added into the regression equation in step 2, an additional 3.7% of the 

variance is explained above that already explained by the covariates (for a total 

R2 of 7.6%). The p-value (< .001) indicates that this relationship is statistically 

significant thereby supporting the hypothesis that flextime will be positively 

associated with perceived flexibility.

To test PFLEXHIb (compressed work week positively associated with 

perceived flexibility), the four covariates (gender, job type, work demands, non

work demands) are entered into the regression in step 1. These covariates 

explain 4.3% of the variance in perceived flexibility. When the independent

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



327

variable compressed work week is added into the regression equation in step 2, 

an additional 1.1% of the variance is explained above that already explained by 

the covariates (for a total R2 of 5.4%). The p-value (< .001) indicates that this 

relationship is statistically significant thereby supporting the hypothesis that 

compressed work week will be positively associated with perceived flexibility.

To test PFLEXIc (telework positively associated with perceived flexibility), 

the four covariates (gender, job type, work demands, non-work demands) are 

entered into the regression equation in step 1. These covariates explain 4.1% of 

the variance in perceived flexibility. When the independent variable telework is 

added into the regression equation in step 2, an additional 1.6% of the variance 

is explained above that already explained by the covariates (for a total R2 of 

5.7%). The p-value (< .001) indicates that this relationship is statistically 

significant thereby supporting the hypothesis that telework will be positively 

associated with perceived flexibility.

10.4.7.2 Relationship Between Shiftwork and Perceived Flexibility

PFLEXH2 postulates that the use of shiftwork arrangements will be 

negatively associated with perceived flexibility. The data supports this 

hypothesis. To test the hypothesis, the four covariates (gender, job type, work 

demands, non-work demands) are entered into the regression in step 1. These 

covariates explain 3.7% of the variance in perceived flexibility. When the 

independent variable shiftwork is added into the regression equation in step 2, an 

additional 5.0% of the variance is explained above that already explained by the 

covariates (for a total R2of 8.7%). The p-value (< .001) indicates that this
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relationship is statistically significant thereby supporting the hypothesis that 

shiftwork will be negatively associated with perceived flexibility.

10.4.7.3 Relationship Between Supervisor Support and Perceived Flexibility

PFLEXH3 postulates that supervisor support will be positively associated 

with perceived flexibility. The data supports this hypothesis. To test this 

hypothesis, the four covariates (gender, job type, work demands and non-work 

demands) are entered into the regression equation in step 1. These covariates 

explain 3.7% of the variance in perceived flexibility. When the independent 

variable supervisor support is entered into the regression equation in step 2, an 

additional 10.1% of the variance is explained above that already explained by the 

covariates (for a total R2 of 13.8%). The p-value (<.001) indicates that this 

relationship is statistically significant. This finding supports the following 

conclusion: respondents reporting higher levels of supervisor support reported 

higher levels of perceived flexibility than those reporting lower levels of 

supervisor support thus supporting the hypothesis.

10.4.7.4 Conclusions: Control OverWork-Life Interface Direct 
Hypotheses

In conclusion, all five direct hypotheses are supported. All three work 

arrangements (i.e. flextime, compressed work week, and telework) are positively 

associated with perceived flexibility and employees who use any one of these 

three arrangements report higher levels of perceived flexibility than employees 

who work a regular 9 to 5 schedule. Similarly, the data show that shiftwork is
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negatively associated with perceived flexibility, which indicates that employees 

who perform shiftwork have lower perceived flexibility than their counterparts who 

work a regular 9 to 5 schedule. Finally, supervisor support is also positively 

associated with perceived flexibility. An evaluation of the importance of each of 

these forms of control to the prediction of perceived flexibility can be found in 

section 11.5.2.

10.4.8 Evaluation of Supervisor Support Moderates the Relationship 
Between Work Arrangements and Perceived Flexibility

This section summarizes the regression results obtained when testing the 

following 4 interaction hypotheses associated with Model 4:

■ PFLEXH4 postulates that supervisor support will moderate the impact of 
alternative work arrangements on perceived flexibility. Specifically higher 
levels of supervisor support will strengthen the relationship between use of 
an alternative work arrangement and perceived flexibility for employees 
who work:
a. flextime (versus a regular work day)
b. compressed work week (versus a regular work day)
c. telework (versus a regular work day)

■ PFLEXH5 postulates that supervisor support will moderate the impact of 
shiftwork on perceived flexibility such that higher levels of supervisor 
support will weaken the negative relationship between shiftwork and 
perceived flexibility.

The results for each of these regressions are summarized in Table 18.

The discussion of the findings is structured as follows. The results obtained for 

regressions testing if supervisor support moderates the impact of various 

alternative work arrangements on perceived flexibility will be presented first. This 

will be followed by the regression results to determine if supervisor support 

moderates the impact of shiftwork on perceived flexibility.
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Table 18 Interaction Hypotheses Results for Model 4: Control

Interaction Hypothesis for 
Model 4:
Perceived Flexibility

Step 1 
R2
(CV)

Step 2 
R2 (IV)

A in R/ 
due to IV

Step 3
(Total
R2)

A in R̂  
due to 
IV x 
MV

F-stat df p-value 
from 
step 3

PFLEX4a: Supervisor 
support moderates 
relationship between 
flextime and perceived 
flexibility

7.6% 17.3% 9.7% 17.3% 0% 412.20 7, 13772 .022

PFLEX4b: Supervisor 
support moderates 
relationship between 
CWW and perceived 
flexibility

5.4% 15.8% 10.4% 15.8% 0% 326.64 7, 12202 .822

PFLEX4c: Supervisor 
support moderates 
relationship between 
telework and perceived 
flexibility

5.7% 16.3% 10.6% 16.3% 0% 275.94 7, 9948 .596

PFLEX5: Supervisor 
support moderates 
relationship between 
shiftwork and perceived 
flexibility

8.7% 17.9% 9.2% 17.9% 0% 508.03 7, 16358 .697
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This section presents the results of the regression analysis performed to 

test the ability of supervisor support to moderate the relationship between various 

work arrangements and perceived flexibility. Hypothesis PFLEXH4a states that 

higher levels of supervisor support will strengthen the relationship between 

flextime and perceived flexibility. This hypothesis is not supported by the data. 

This hypothesis is tested as follows. First, the five covariates (gender, job type, 

work demands, non-work demands, flextime) are entered into the regression 

equation in step 1. These covariates explain 7.6% of the variance in perceived 

flexibility. When the independent variable supervisor support is added into the 

regression equation in step 2, an additional 9.7% of the variance is explained 

above that already explained by the covariates for a total R2 of 17.3% (p value 

<.001). When the interaction term of supervisor support by flextime is added 

into the regression equation in step 3, no additional variance is explained (p 

value was .022). Therefore, the interaction is not interpreted and we reject the 

hypothesis that supervisor support moderates the relationship between perceived 

flexibility and flextime.

Hypothesis PFLEXH4b states that higher levels of supervisor support will 

strengthen the relationship between compressed work week and perceived 

flexibility. The hypothesis is not supported by the data. This hypothesis is tested 

as follows. First, the five covariates (gender, job type, work demands, non-work 

demands, compressed work week) are entered into the regression in step 1. 

These covariates explain 5.4% of the variance in perceived flexibility. When the
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independent variable supervisor support is added into the regression equation in 

step 2, an additional 10.4% of the variance is explained above that already 

explained by the covariates for a total R2 of 15.8%. (p value <.001). When the 

interaction term of supervisor support x compressed work week is added into the 

regression equation, no additional variance is explained (p value was .822). 

Therefore, the interaction was not interpreted and we reject the hypothesis that 

supervisor support moderates the relationship perceived flexibility and 

compressed work week.

Hypothesis PFLEXH4c states that higher levels of supervisor support will 

strengthen the relationship between telework and perceived flexibility. The 

hypothesis is not supported by the data. This hypothesis is tested as follows. 

First, the five covariates (gender, job type, work demands, non-work demands, 

telework) are entered into the regression in step 1. These covariates explain 

5.7% of the variance in perceived flexibility. When the independent variable 

supervisor support is added into the regression equation in step 2, an additional 

10.6% of the variance is explained above that already explained by the 

covariates for a total R2 of 16.3% (p value <.001). When the interaction term of 

supervisor support by telework is added into the regression equation, no 

additional variance is explained (p value .596). Therefore, the interaction is not 

interpreted and we reject the hypothesis that supervisor support moderates the 

relationship between perceived flexibility and telework.

Hypothesis PFLEXH5 states that higher levels of supervisor support will 

weaken the negative relationship between shiftwork and perceived flexibility.
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The hypothesis is not supported by the data. This hypothesis is tested as 

follows. First, the five covariates (gender, job type, work demands, non-work 

demands, shiftwork) are entered into the regression. These covariates explain 

8.7% of the variance in perceived flexibility. When the independent variable 

supervisor support is added into the regression equation in step 2, an additional 

9.2% of the variance is explained above that already explained by the covariates 

for a total R2 of 17.9% (p value <.001). When the interaction term of supervisor 

support by shiftwork is added into the regression equation, no additional variance 

is explained (p value .697). Therefore, the interaction is not interpreted and we 

reject the hypothesis that supervisor support will moderate the impact of 

shiftwork on perceived flexibility.

10.4.8.1 Conclusions: Control OverWork-Life Interface Buffer 
Hypotheses

The results were not supportive for any of the four interaction hypotheses. 

While supervisor support has a direct effect on perceived flexibility, it did not 

moderate the relationship between the four work arrangements (i.e. flextime, 

compressed work week, telework and shiftwork) and perceived flexibility.
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11. Discussion

This section is structured as follows. First, we will discuss the association 

between the three dependent variables (i.e. role overload, work-family 

interference, family-work interference). Second, the relationship between the two 

covariates (gender and job type) will be discussed. Third, the relationship 

between gender/job type and the other variables of interest in this thesis will be 

discussed. In sections four and five the key findings with respect to thesis 

models 1-3 (section 4) and model 4 (section 5) will be discussed and implications 

of the findings presented.

11.1 Work-Life Conflict Discussion

This section will discuss the relationship among the three dependent 

variables (i.e. role overload, work-family interference and family-work 

interference) that comprise work-life conflict. First, it is interesting to note that the 

correlations between the three dependent variables are moderate to high and 

significant at a level of 0.001. The fact that these three dependent variables, 

while conceptually distinct, are related is consistent with the literature in this area 

(Duxbury and Higgins, 2001; Frone, Russell and Cooper, 1992a).

The correlation between role overload and work-family interference is very 

high (.618) which suggests these two forms of work-life conflict may have a 

number of causal factors in common. A key implication of this high correlation is

334
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that efforts to reduce role overload may reduce work-family interference and vice 

versa.

The moderate correlations between role overload and family-work 

interference (.314) and work-family interference and family-work interference 

(.357) suggest that while these three variables are inter-related, family-work 

interference likely has a somewhat different etiology than the other two forms of 

strain examined in this thesis. While the differing etiologies of role 

overload/work-family interference and family-work interference will be discussed 

in more detail in sections 11.4.3 and 11.4.4.4, two ramifications of these findings 

are noted here. First, these findings suggest that employers would be wise to 

consider a multiplicity of approaches in dealing with these three forms of work-life 

conflict instead of one specific approach. For researchers, these findings point 

to the need for additional research into the etiology of family-work interference.

Additional information on work-life conflict in Canada can be obtained by 

looking at the mean scores for the three dependent variables. Interestingly, 

respondents report higher average scores for role overload (3.58) than the other 

two measures of work-life conflict (mean of 2.78 for work- family interference and 

2.22 for family-work interference). The literature review done for this thesis 

determined that there are relatively few peer-reviewed journal articles on role 

overload (relative to work-family interference). This is unfortunate given the fact 

that high levels of role overload appear to be more of a problem for Canadian 

employees than does role interference and that the costs associated with high 

levels of role overload are significant (e.g. depression, lower levels of marital and
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family satisfaction, poorer physical health). Two sets of recommendations are 

suggested by these findings. First, the high scores for role overload indicate 

there is an urgency on the part of employees, employers and society to examine 

ways of reducing role overload. Second, it is recommended that research be 

done to identify the antecedents, moderators and outcomes associated with role 

overload.

Also noteworthy is the fact that the mean score for work-family 

interference (2.78) is much higher than family-work interference (2.22). There is 

a good deal of empirical support for this finding. A number of studies (e.g. Eagle, 

Miles and Icenogle, 1997; Frone, 2000; Grandey and Cropazano, 1999) have 

concluded that work-family interference is more likely to take place than family- 

work interference.

Why should the levels of role overload and work-family interference be so 

much higher than family-work interference? Possible explanations can be found 

in the high-pressure cultures of many organizations. In many organizations, 

organizational downsizing has meant that the surviving employees must do the 

work of two or three people (leading to high levels of role overload).

Furthermore, there is what Maume and Houston (2001) refer to as a “culture of 

overtime” in most organizations. This culture equates face time (i.e. time 

physically spent at work regardless of whether the time spent is productive or 

not) with loyalty and dedication. Maume and Houston (2001) point out that this 

dysfunctional practice of face time will continue as long as people are rewarded 

for face time with good performance evaluations, higher bonuses and
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promotions. Also, advances in technology (e.g. laptops, mobile phones) make it 

even easier for employees to stay connected but also make it easier to feel that 

the work day never really ends (Duxbury and Higgins, 2003). These pressures 

result in two outcomes for employees. First, employees are feeling 

overwhelmed and overworked by the pressures and pace of the workplace which 

leads to high levels of role overload. Second, employees are much more likely 

to focus their energies on meeting the demands of work and therefore are more 

likely to sacrifice family needs to meet the demands of work than vice versa 

(resulting in high levels of work-family interference).

11.2 Relationship Between Gender and Job Type

As noted earlier, job type and gender are strongly linked in the thesis 

sample with men being over-represented in the manager/professionals thesis 

sample and under-represented in the non-professionals sample relative to their 

female counterparts. These findings are consistent with the literature (Lindsey 

and Almey, 2006) and reinforce the decision to control for both gender and job 

type in this thesis. The large sample size allows us to look at the relationship 

between gender, job type and demands, control over work-life interface and 

strain and clear up much of the conflicting findings with respect to these issues 

reported in the literature.

11.3 Relationship Between Gender, Job Type, Demands, Control Over 
Work-Life Interface and Strain

This section is divided into three parts. First, we examine the relationship 

between gender, job type and demands (both work demands and non-work
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demands). Second, we examine the relationship between gender, job type and 

work-life conflict (role overload, work-family interference and family-work 

interference). Third, we examine the relationship between gender, job type and 

control over work-life interface (alternative work arrangements, perceived 

flexibility and supervisor support).

It is important to note that many of the studies examining gender and job 

type differences in work-life conflict have relatively small, nonrepresentative 

samples (e.g. Roxburgh, 2002). Studies examining job type differences in work- 

life conflict typically do not control for gender (e.g. Voydanoff and Kelly, 1984) 

and studies examining gender differences in work-life conflict typically do not 

control for job type (e.g. Frone, 2000; Hill et al., 2001). In this case, however, the 

large sample size (i.e. 16,366 respondents) allows us to control for gender in the 

analysis examining the impact of job type on demands, work-life conflict and 

control over work-life interface and job type in the analysis examining the impact 

of gender on demands, work-life conflict and control over work-life interface. As 

such we are able to determine key job type and gender differences in each of 

these constructs and clarify many of the inconsistencies in the current body of 

literature with respect to these relationships.

11.3.1 Relationship Between Gender, Job Type and Demands

The results indicate that both gender and job type are associated with 

work and non-work demands as follows:
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Men (50.40 hours per week) report higher levels of work demands than 

women (47.63), regardless of job type (i.e. interaction term not significant, main 

effect significant). This result is consistent with the literature (e.g. Fast and 

Frederick, 2004). Why should men report higher levels of work demands than 

women regardless of job type? Gender role theory (Barnett and Baruch, 1987; 

Robinson and Salamon, 1987) would suggest that because men see their 

primary role as being a good provider and breadwinner for their families, secure 

employment and advancement is more critical for men than women. As such, 

men should be more likely to engage in work related activities that are associated 

with higher job security and increased advancement such as working long hours, 

working paid and unpaid overtime, traveling for work and taking work home to 

perform in the evening. This interpretation of the data is supported by analysis 

done by Duxbury and Higgins (2002) who reported that the men in this sample 

spent more time in all of these work related activities than women, regardless of 

job type.

Manager/professionals (regardless of gender) report higher levels of work 

demands (50.80 hours per week) than non-professionals (46.86 hours per week). 

This result is also consistent with the literature (e.g. Shields, 1999). Why do 

managers and professionals regardless of gender have heavier work demands 

than their counterparts in non-professional positions. First, it is possible that 

manager/professionals work more because their jobs are more challenging and 

provide higher levels of intrinsic job satisfaction and personal enjoyment 

(Duxbury and Higgins, 2003; Van der Hulst and Geurts, 2001). Second, it may be
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that managers and professionals feel a greater obligation to work long hours 

because of cultural pressures on them to be available and work long hours if they 

want to get ahead (Lewis and Cooper, 1999; Thompson, Beauvais, and Lyness,

1999). Again, this interpretation of the data is consistent with findings reported 

by Duxbury and Higgins (2003) who noted that the manager/professionals in this 

sample were (relative to non-professionals) more likely to bring work home and 

travel out of town for work.

For non-work demands, the interaction of job type and gender is 

significant. For women, non-professionals report higher levels of non-work 

demands (18.85 hours per week) than manager/professionals (18.57 hours per 

week). For men, manager/professionals report higher levels of non-work 

demands (18.97 hours per week) than non-professionals (18.03 hours per week). 

These differences suggest that there may be shifting thinking around gender 

roles for manager/professionals. While non-professionals, in general, may 

subscribe to traditional gender roles, manager/professionals may have less 

entrenched views on gender roles (Falkenberg and Monachello, 1990; Rachlin, 

1987). Why would there be a difference in views on gender roles? 

Managers/professionals are more likely to have post-secondary education (than 

non-professionals; Chung, 2004) and managers/professionals are more likely to 

be married to someone with post-secondary education (than non-professionals; 

Chung, 2004). It is likely that those with higher education will expect family roles 

(e.g. housework, child care) to be evenly shared (Rachlin, 1987).
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The finding in the literature (e.g. Anthony, 2002) that women spend more 

time than men in non-work demands is not supported by the data when job type 

is controlled for in the analysis. This is a very important finding as it casts doubt 

on most of the studies that report significant gender differences in non-work 

demands (e.g. Anthony, 2002; Hill, 2005). It also supports the need for 

researchers to control for both gender and job type in any analysis that looks at 

gender differences in work and non-work demands.

11.3.2 Relationship Between Gender, Job Type and Work-Life Conflict

The results of this thesis indicate that there are significant gender and job 

type differences in work-life conflict. Details on how gender and job type are 

associated with the three forms of work-life conflict examined in this thesis are 

discussed in detail below.

Two conclusions can be drawn from the data with respect to the 

relationship between gender, job type, and role overload. First, the data indicate 

that women (regardless of job type) report significantly higher levels of role 

overload (3.69) than men (3.45). This finding is consistent with the literature that 

notes that women report higher levels of role overload (e.g. Falkenberg and 

Monachello, 1990; Higgins, Duxbury and Lee, 1992; Rachlin, 1987) but 

somewhat surprising given the fact that there were no gender differences in work 

demands when job type is controlled for and the lack of a clear cut gender 

difference in non-work demands (i.e. depends on job type). It may be that role 

overload is not just a function of the amount of time an individual spends in work
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and non-work activities but is also associated with the amount of responsibility an 

employee has for their non-work roles. This explanation of the data is consistent 

with the fact that women are more likely than men to have the primary 

responsibility for non-work responsibilities such as child and eldercare (Anthony, 

2002; Bond et al., 2003; Duxbury and Higgins, 2005).

Second, manager/professionals (regardless of gender) report higher levels 

of role overload (3.65) than non-professionals (3.51). This finding is consistent 

with the fact that, as reported earlier, managers/professionals are more likely to 

work longer hours and work more unpaid overtime than non-professionals. This 

finding also contributes to the literature in this area which has reported 

inconclusive findings about which job type reported higher levels of role overload 

when gender was not controlled for in the analysis (e.g. Roxburgh, 2002).

To draw conclusions with respect to the relationship between gender and 

job type and work-family interference one needs to look at both the gender and 

job type of the employee as the gender/job type interaction term was significant 

in this analysis. This analysis yields two conclusions. First, the data shows that 

for there are no gender differences in work-family interference for those in the 

manager/professional sample. Second, male non-professionals report higher 

levels of work-family interference (2.97) than female non-professionals (2.55).

These results help clarify the inconclusive findings in the literature 

exploring gender differences in work-family interference (e.g. Eagle et al., 1997). 

Since work-family interference depends on both gender and job type, the findings 

will depend upon the composition of the sample. For example, if researchers only

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



343

looked at gender differences in work-family interference (without controlling for 

job type) and there are a higher number of manager/professionals in the sample, 

the outcome will differ (i.e. no gender differences) compared to the scenario 

where there are a higher number of non-professionals in the sample (i.e. gender 

differences).

Why do gender differences in work-family interference persist in the non

professional sample but not in the managerial/professional sample? First, it may 

be that as Duxbury and Higgins (2001) suggest organizations are more 

supportive of non-professional women’s efforts to reduce work-family 

interference (relative to non-professional men) and do not penalize them when 

they refuse overtime and do not perform supplementary work at home. Second, 

according to gender role theory (Barnett and Baruch, 1987; Robinson and 

Salamon, 1987), female non-professionals are not expected to be the main 

breadwinner, while male non-professionals are held to a different standard of 

expectations as the familial providers and therefore male non-professionals are 

more susceptible to perceptions of work-family interference (than female non

professionals). Third, as previously mentioned in section 11.3.1, managers and 

professionals (regardless of gender) are expected to put work first by working 

longer hours. Therefore, male and female manager/professionals are likely to 

report similar levels of work-family interference because of these expectations 

and pressures from their organizations. Fourth, the expectations of work and 

non-work demands are beginning to converge for male and female 

manager/professionals. Male manager/professionals are putting more time into
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non-work demands while female manager/professionals are putting more time 

into work (Gerstel and Sarkisian, 2006). Therefore, this convergence of time 

spent on work and non-work demands could help explain the similar levels of 

work-family interference between male and female manager/professionals.

Finally, the fact that the gender/job type interaction term was not 

significant in the family-work interference analysis makes the conclusions one 

can draw with respect to these relationships fairly straight forward. First, the data 

supports the idea that manager/professionals report significantly higher levels of 

family-work interference (2.26) than non-professionals (2.19). Second, the data 

did not support differences in family-work interference between men and women. 

Again, these findings contribute to the research in this area as empirical studies 

in this area are sparse and most of the literature on the relationship between 

gender and job type and family-work interference is inconclusive (e.g. Roxburgh, 

2002). Why would managers and professionals report higher family-work 

interference than non-professionals? As noted previously, the culture of hours 

(Lewis and Cooper, 1999) pushes manager/professional employees, regardless 

of their gender, to put work first (but not non-professional employees). As noted 

earlier in this thesis, managerial/professional employees do this by working long 

hours, “voluntary” overtime, and taking work home to complete in the evening. 

Managers/professional employees who put family before work are, therefore, 

acting contrary to strong organizational norms to do the reverse. It may be that 

in such cases, manager/professionals perceive that their family obligations are 

interfering with their ability to meet work obligations.
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Taken as a whole these findings have the following implications. First, 

researchers must control for both gender and job type when examining 

differences in work-life conflict. Second, the results indicate that work-life 

conflict affects both men and women and that organizations must not regard 

work-life balance as a “woman’s" issue. Third, employers should consider the 

toll that work-life conflict is taking on managers/professionals who report higher 

levels of role overload, work-family interference and family-work interference. 

Given the resources that companies have invested in attracting and retaining, 

training, and motivating their human capital and given the organizational 

knowledge that these individuals possess, organizations need to find ways to 

reduce work-life conflict for all employees but especially talented 

managers/professionals who are more likely to be able to find meaningful work 

elsewhere.

Fourth, because there are gender and job type differences in work-life 

conflict, it is suggested that organizations cannot use a “one size fits all” 

approach to reducing work-life conflict. If the realities of work-life conflict are 

different for a male manager than a female non-professional, organizations may 

need to vary their approach to helping employees balance work and family and 

recognize that the needs of various employees and the types of solutions they 

need may vary by gender and job type.

11.3.3 Relationship Between Gender/Job Type and The Use of Alternative 
Work Arrangements

The results of this thesis indicate that there are significant gender and job

type differences in terms of the use (and perhaps the availability) of a number of
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key alternative work arrangements (i.e. the first form of control over work-life 

interface). Details on how gender and job type are associated with the use of 

flextime, compressed work week, telework and shiftwork are discussed in detail 

below.

The use of flextime depends on both gender and job type. Two key 

differences were observed. First, managers and professionals, regardless of 

gender, were more likely to work flextime than their non-professional 

counterparts. Second, males, regardless of job type, were more likely to work 

flextime than females. Both findings are consistent with the limited literature on 

gender and job type differences in flextime use (e.g. Fast and Frederick, 1996; 

Golden, 2001).

The use of compressed work week depends on gender and job type. Two 

key differences were observed. First, non-professionals, regardless of gender, 

were more likely to work compressed workweeks than their 

manager/professional counterparts. Second, while there were no gender 

differences in the manager/professional sample, female non-professionals were 

more likely to work compressed work weeks than male non-professionals.

The differences in flextime and compressed work week point to potential 

concerns around who has access to these work arrangements and to the 

importance of fairness and equity in allocating alternative work arrangements. In 

fact, Duxbury and Higgins (2003) note that those employees in greatest need of 

flexible work arrangements (i.e. parents and those with eldercare duties) do not 

have access them. Duxbury and Higgins (2003) exhort employers to be more
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flexible about where and when employees work. Employers should ensure that 

the process for approving alternative work arrangement requests is fair and 

transparent and that there is mutual accountability (i.e. employees get their work 

done but employers are more flexible about the timing of this work). Furthermore, 

the process for adjusting the timing and location of work needs to be more 

flexible (Duxbury and Higgins, 2003).

For telework and shiftwork, the data does not support the idea that the 

use of either telework or shiftwork is associated with gender or job type. As for 

telework, the sample (n=166) indicates that hardly anyone is working a formal 

telework arrangement on a full-time basis. People can work at home on their 

own time (Duxbury and Higgins, 2002) but there is a general reluctance among 

employers for employees to telework on the employers’ time. The percentage of 

the sample who call themselves shiftworkers (n=14.7%) is cause for concern 

given the positive association in the literature between shiftwork and work-life 

conflict (e.g. Burke, 1988; Shamir, 1983).

11.3.4 Relationship Between Gender/Job Type and Control Over Work-Life 
Interface

The results of this thesis indicate that there are significant gender and job 

type differences in these two forms of control over work-life interface (i.e 

perceived flexibility and supportive supervisor) examined in this thesis. Details 

on how gender and job type are associated with these forms of control are 

discussed in detail below.

To draw conclusions with respect to the relationship between gender and 

job type and perceived flexibility one needs to look at both the gender and job
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type of the employee as the gender/job type interaction term was significant in 

this analysis. This analysis yields two conclusions. First, male 

manager/professionals report higher levels of perceived flexibility (3.31) than 

male non-professionals (3.23). Second, female non-professionals report higher 

levels of perceived flexibility (3.17) than female manager/professionals (3.06). 

These findings are very interesting and lead us to ask the following questions: (1) 

Why might female non-professionals report higher levels of perceived flexibility 

than female manager/professionals? (2) Why might male manager/professionals 

report higher levels of perceived flexibility than male non-professionals? 

Speculation with respect to both of these questions are provided below.

In response to question 1, females are less likely than men to hold 

manager/professional positions. In essence, female manager/professionals can 

be considered a minority group (Kanter, 1993) and therefore feel their behaviour 

is subject to more scrutiny. Female manager/professionals feel they have to 

conform to the organizational norms laid out for manager/professionals (i.e. work 

comes first, the number of hours worked is tied to promotions) and therefore feel 

they must consistently demonstrate a very high level of commitment to the 

organization. Female manager/professionals may worry that engaging in 

perceived flexibility activities (e.g. varying their working hours, taking holidays 

when they want, taking a paid day off work when a child is sick) may signal less 

commitment to the organization and may adversely impact opportunities for 

future career advancement. Females in non-professional positions (i.e. the 

majority group) in the organization are less likely to feel pressured in this way
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and may be more willing to take advantage of what is offered in terms of 

flexibility. Furthermore, according to gender theory (Barnett and Baruch, 1987), 

non-professional women are seen to have primary responsibility for family and 

therefore can use the flexibility available from the organization without fear of 

career repercussions.

In response to question 2, male manager/professionals, on the other 

hand, may not feel the same pressure to demonstrate their commitment in the 

same way that female professionals do as they are in the majority and do not see 

taking advantage of the flexible options open to them to be a reflection of their 

commitment. Also these male manager/professionals are at higher levels within 

the organization and therefore by virtue of their position, are in a better position 

to vary their hours and timing of work than non-professional males.

These results differ from the literature on gender and job type differences 

in perceived flexibility. The literature reports managers/professionals are more 

likely to report perceived flexibility than non-professionals (e.g. Swanberg et al., 

2005) and men are more likely to report perceived flexibility than women (e.g. 

Hammer et al., 1997). It should be noted that the results may differ from the 

literature because previous researchers have failed to control for both gender 

and job type in their analysis. This once again, reinforces the need for 

researchers to look at both gender and job type in analysis in this area.

The practical implications of the thesis results for perceived flexibility are 

as follows. The fact that gender and job type differences exist indicates that 

organizations must be mindful of equity issues around the perceptions of
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flexibility. Equity theory (Adams, 1965) suggests that those who perceive 

inequitable treatment can reduce their level of effort or engage in negative 

behaviours (e.g. leaving the organizations). Therefore, organizations must 

ensure that all employees have ample opportunity to enhance their perceived 

flexibility and that systemic organizational roadblocks to perceived flexibility (e.g. 

a focus on the hours one is present at work instead of one’s productivity) are 

addressed and eliminated.

Finally, the fact that the gender/job type interaction term was not 

significant in the supportive manager analysis makes the conclusions one can 

draw with respect to these relationships fairly straight-forward. First, women 

(regardless of job type) report significantly higher levels of supervisor support 

(3.61) than men (3.54). Second, managers/professionals (regardless of gender) 

report higher levels of supervisor support (3.61) than non-professionals (3.56). 

The thesis finding that women report higher levels of supervisor support is 

consistent with the literature on social support (e.g. Lazarus and Folkman, 1984). 

The job type difference in supervisor support suggests that senior managers 

within organizations are more supportive than those who manage front line 

employees. It is difficult to determine why this is the case from these data but one 

can speculate that the findings could be due to the fact that micromanagement of 

employees decreases and trust of employees increases as one goes up the 

hierarchy. Alternatively, it may be that the relationship between managers and 

unionized employees is more adversarial than that found between non-unionized 

employees.
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A search for peer-reviewed literature exploring gender and job type 

differences in supervisor support did not turn up any research in this area. This 

study offers us some insight into this relationship and supports the need for 

further research in this area. Furthermore, given the critical role of supervisor 

support in reducing work-life conflict (e.g. Anderson et al., 2002), employers 

should examine ways to increase supervisor support for all their employees. 

Please note that enhancing supervisor support in organizations is discussed in 

greater detail in section 11.5.2.

As well, employers need to recognize that if certain groups of employees 

report lower levels of supervisor support (i.e. non-professionals), then employers 

need to focus on understanding the best practices associated with supervising 

non-professionals and train their supervisors on how to be more effective at 

supporting this group.

In conclusion, the results of this thesis present a picture of differing 

realities for men and women, managers/professionals and non-professionals. 

While men report higher levels of work demands than women, it is women who 

report higher levels of role overload. This suggests that researchers need to go 

beyond just work demands and examine other antecedents for role overload (e.g. 

number of hours spent on non-work demands, primary responsibility for non-work 

demands, the physical and psychological level of non-work demands). 

Manager/professionals report higher levels of work demands and all three forms 

of work-life conflict yet have higher levels of supervisor support than non
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professionals. This suggests there are limits to what supervisor support can do 

to assist with work-life conflict if work demands are too high.

11.4 Discussion of Relationships Between Models 1-3
This section will discuss the implications of the findings associated with

research questions 1-4. To guide the reader the results of the strain and buffer 

hypotheses for models 1-3 are provided in Tables 19 and 20.

Table 19 Summary of Strain Hypotheses Tested for Models 1-310

Hypothesis RO WFI FWI
H1 WD positively associated 
with WLC

Supported Supported Supported but 
not substantive

H2 NWD positively associated 
with WLC

Supported Supported Supported

H3a Flextime negatively 
associated with WLC

Not
Supported

Not Supported Not Supported

H3b Compressed work week 
negatively associated with 
WLC

Not
Supported

Not Supported Not Supported

H3c Telework negatively 
associated with WLC

Not
Supported

Not Supported Not Supported

H4 Shiftwork positively 
associated with WLC

Not
Supported

Supported but 
not
substantive

Not Supported

H5 Perceived flexibility 
negatively associated with 
WLC

Supported Supported Supported

H6 Supervisor support 
negatively associated with 
WLC

Supported Supported Supported

10 Please note that supported findings are both statistically and practically significant; supported 
but not substantive are statistically but not practically significant; not supported are neither 
statiscally nor practically significant
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Table 20 Summary of Buffer Hypotheses Tested for Models 1-3

Hypothesis RO WFI FWI
H7a Flextime moderates 
relationship between work 
demands and WLC

Not
Supported

Not
Supported

Not Supported

H7b Compressed work week 
moderates relationship between 
work demands and WLC

Not
Supported

Not
Supported

Not Supported

H7c Telework moderates 
relationship between work 
demands and WLC

Not
Supported

Not
Supported

Not Supported

H7d Shiftwork moderates 
relationship between work 
demands and WLC

Supported 
but not 
substantive

Supported 
but not 
substantive

Not Supported

H8 Perceived flexibility 
moderates relationship between 
work demands and WLC

Supported 
but not 
substantive

Not
Supported

Supported but 
not substantive

H9 Supervisor support 
moderates relationship between 
work demands and WLC

Not
Supported

Supported 
but not 
substantive

Not Supported

H10a Flextime moderates 
relationship between non-work 
demands and WLC

Not
Supported

Not
Supported

Not Supported

H10b Compressed work week 
moderates relationship between 
non-work demands and WLC

Not
Supported

Not
Supported

Not Supported

H10c Telework moderates 
relationship between non-work 
demands and WLC

Not
Supported

Not
Supported

Not Supported

H10d Shiftwork moderates 
relationship between non-work 
demands and WLC

Not
Supported

Not
Supported

Not Supported

H11 Perceived flexibility 
moderates relationship between 
non-work demands and WLC

Not
Supported

Not
Supported

Not Supported

H12 Supervisor support 
moderates relationship between 
non-work demands and WLC

Supported 
but not 
substantive

Not
Supported

Not Supported
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11.4.1 Relationship Between Work Demands and WLC

Research Question 1a) asked: What is the relationship between work 

demands and work-life conflict (role overload, work-family interference, family- 

work interference)?

The data analysis is strongly supportive of a positive association between 

work demands and two forms of work-life conflict (i.e. role overload and work- 

family interference) examined in this thesis. These findings are consistent with 

the literature on work demands and role overload (e.g.; Fu and Shaffer, 2001; 

Galambos and Walters, 1992; Voydanoff, 2004; Wallace, 1997) and work 

demands and work-family interference (e.g. Fenwick and Tausig, 2001; Galinsky, 

Bond and Hill, 2004; Gutek et al., 1991). They also provide partial support for 

Karasek’s strain hypothesis that higher demands (operationalized as time spent 

per week in work-related activities) are associated with higher levels of strain.

It is important to recognize that work demands are not equally effective at 

predicting the three forms of work-life conflict considered in this analysis 

(controlling for gender and job type). From the data we can conclude that work 

demands are strongly associated with work-family interference (explaining 6.7% 

of the variance in this form of work-life conflict). While work demands are also an 

important predictor of role overload (explaining 3.1% of the variance in this form 

of work-life conflict) they are not a substantive predictor of family-work 

interference (predicting only 0.1% of the variance in this form of work-life 

conflict). This last finding is contradictory to the limited empirical literature
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(Boyar et al., 2003; Greenhaus and Beutell, 1985; Van der Hulst and Geurts, 

2001) which has found a positive association between work demands and family- 

work interference. The discrepancy between the thesis findings and the 

literature may be attributed to the relatively small sample size of the studies in 

the literature and the fact that gender and job type were not controlled in these 

analyses. To avoid redundancy, the implications of the findings associated with 

work demands and work-life conflict will be discussed in section 11.4.3.

11.4.2 Relationship Between Non-Work Demands and WLC

Research Question 1b) asked: What is the relationship between non-work 

demands and work-life conflict (role overload, work-family interference, family- 

work interference)? The data analysis is supportive of positive associations 

between non-work demands and all three forms of work-life conflict examined in 

this thesis. These findings are also consistent with other literature on non-work 

demands and work-life conflict (e.g. Fenwick and Tausig, 2001; Fu and Shaffer, 

2001; Galambos and Walters, 1992; Galinsky, Bond and Hill, 2004; Gutek et al., 

1991; Voydanoff, 1988, 2004) and support Karasek’s strain hypothesis that 

higher demands (operationalized as time spent per week in nonwork-related 

activities) are associated with higher levels of strain.

It is important to recognize that non-work demands are not equally 

effective at predicting the three forms of work-life conflict considered in this 

analysis (controlling for gender and job type). From the data we can conclude 

that non-work demands are strongly associated with family-work interference
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(explaining 5.5% of the variance in this form of work-life conflict). Non-work 

demands are also a predictor of both role overload (explaining 2.1% of the 

variance in this form of work-life conflict) and work-family interference (explaining

I.3%  of the variance in family-work interference). These findings are consistent 

with the literature (e.g. Frone et al., 1997b) that indicates that work-family 

interference and family-work interference have different antecedents. Both the 

literature in this area and the findings from this thesis are supportive of the idea 

that non-work demands are an antecedent of family-work interference whereas 

work demands are an antecedent of work-family interference

I I.4 .3  Demands Predicting Variance in Work-Life Conflict
In response to the question of which predictor (i.e. work demands or non

work demands) predicts more variance in the dependent variables, the answer 

depends on which model you examine. Key conclusions are presented below. 

First, the data support the idea that work demands are a better predictor of role 

overload than non-work demands (i.e. model 1). This conclusion is supported by 

the following data. First, work demands predict slightly more variance in role 

overload (change in R2 of 3.1%) than non-work demands (change in R2of 2.1%). 

Second, the Pratt’s standardized measure for work demands (.586964) was one 

and a half times higher than non-work demands (.413036). Theoretically it is 

possible that both types of demands would have the potential to leave an 

employee fatigued and exhausted at the end of the day. However, given the fact 

that the thesis data reports higher average levels of work demands (48.85 hours 

per week) than non-work demands (18.66 hours per week), it is possible that this
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is why work demands explains more variance in role overload than non-work 

demands. Alternately, we may wish to consider how the construct of demands 

was operationalized. Both work demands and non-work demands were 

operationalized by the number of hours respondents spent per week in domain 

specific activities. There are other ways of operationalizing demands (e.g. 

physical demands, psychological demands, and level of responsibility). Perhaps 

a different operationalization of demands would help us understand which form of 

demands (i.e. work or non-work) contributes to the prediction of role overload.

Second, the data support the idea that work demands are a better 

predictor of work-family interference than non-work demands (i.e. model 2). This 

conclusion is supported by the following data. First, work demands predict much 

more variance in work-family interference (change in R2 of 6.7%) than non-work 

demands (change in R2 of 1.3%). Second, the Pratt’s coefficient for work 

demands (.860357) is six times higher than non-work demands (.139643).

Third, the data support the idea that non-work demands are a better 

predictor of fa mi ly-work interference than work demands (i.e. model 3). Again the 

following data is provided to support this conclusion. First, non-work demands 

predict much more variance in family-work interference (change in R2 of 5.5%) 

than work demands (change in R2 of 0.1%). Second, the Pratt’s coefficient for 

non-work demands (.984842) was sixty-five and a half times higher than the 

Pratt’s coefficient for work demands (.015158).

These findings are very interesting as they support the idea that role 

overload and work-family interference have etiologies that are similar to each
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other but quite different from that demonstrated by family-work interference. 

These findings result in the following implications for employers. Given that role 

overload and work-family interference have similar etiologies, efforts to reduce 

work demands are likely to result in lower levels of both role overload and work- 

family interference but have little impact on family-work interference. Second, it 

would suggest that employers who wish to reduce family-work interference need 

to look at solutions other than reducing work demands and attempt to make it 

easier for employees to efficiently deal with non-work responsibilities. While it is 

acknowledged that the scope of what employers can do to reduce non-work 

demands is going to be limited (relative to what they can do to reduce work 

demands), interested employers may wish to explore the possibilities of offering 

on-site daycare, employee assistance programs and various concierge services.

These findings also have important implications for researchers. Relative 

to role overload and work-family interference, much less is known about the 

antecedents of family-work interference. Therefore, future research efforts 

should involve researching possible antecedents of family-work interference.

11.4.4 Relationship Between Control over Work-Life Interface and Strain
Research question 2) asks: What is the relationship between the various

conceptualizations of control over work-life interface (i.e. flextime, compressed 

work week, telework, shiftwork, perceived flexibility, and supervisor support) 

examined in this thesis and work-life conflict (role overload, work-family 

interference, family-work interference)?

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



359

In this case, we tested the strain hypothesis by examining the direct effect 

of a given alternative work arrangement, perceived flexibility or supervisor 

support on role overload, work-family interference or family-work interference.

The results of the relationship between each form of control and work-life conflict 

will be discussed in turn.

11.4.4.1 Relationship Between Alternative Work Arrangements and 
Work-Life Conflict

This section will discuss the results of the strain hypotheses associated 

with the three alternative work arrangements (e.g. flextime, compressed work 

week and telework) and work-life conflict. The results are not supportive of any 

of the nine hypotheses (i.e. flextime, compressed work week, telework each 

negatively associated with role overload, work-family interference and family- 

work interference). These findings can be interpreted two ways. First, it may be 

that these findings refute Karasek’s strain hypothesis that higher control is 

associated with lower levels of strain. Alternatively, it may be that alternative 

work arrangements, on their own, do not give employees any control over the 

work-life interface. The fact that both perceived flexibility and supportive 

managers were significantly associated with all three forms of work-life conflict 

(i.e. supportive of the strain hypothesis) it would seem that the second 

explanation of the data is more likely than the first.

Whereas the findings from this thesis are unequivocal (i.e. alternative work 

arrangements are not associated with lower levels of work-life conflict), the 

results reported in the literature have been rather inconsistent. While some
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researchers have reported a negative relationship between a given alternative 

work arrangement such as flextime and work-life conflict (e.g. Bond et al., 2003) 

others have not found a significant relationship (e.g. Secret and Sprang, 2001) or 

have reported a positive relationship between the alternative work arrangements 

and work-life conflict (e.g. Dunham et al., 2001). It is possible that the difference 

between the literature and the thesis findings can be attributed to studies using 

small sample size (e.g. Dunham et al., 2001) and not controlling for certain 

covariates such as gender or demands (e.g. Clark, 2001). It is important to 

highlight the fact that the findings from this thesis come from a large, 

representative sample and that covariates such as gender, demands and job 

type are controlled in the analysis. This increases our confidence in the findings 

that in fact, the use of alternative work arrangements are not associated with 

lower levels of work-life conflict.

The results for the shiftwork and work-life conflict hypotheses also indicate 

a lack of support for Karasek’s strain hypothesis. Two of the three hypotheses 

(shiftwork positively associated with role overload; shiftwork positively associated 

with family-work interference) are not statistically significant. The third 

hypothesis (shiftwork positively associated with work-family interference) is 

statistically but not practically significant. These findings are different than the 

literature on shiftwork and work-life conflict where the majority of studies (e.g. 

Shamir, 1983) do report a positive relationship between shiftwork and work-life 

conflict. Again, when one examines our sample size and the fact that we control
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for covariates such as demands, gender and job type, this could potentially 

explain the difference between our results and the findings in the literature.

The fact that so few strain hypotheses are supported for the four work 

arrangements would imply that it takes more than a change in schedule or 

location to affect the three forms of work-life conflict explored in this thesis. 

Organizations should be aware that merely offering an alternative work 

arrangement may not be sufficient and that other changes can and should be 

offered. A review of the strain hypotheses for perceived flexibility and supervisor 

support will provide some guidance on what organizations can offer their 

employees that might be more helpful in promoting work-life balance.

11.4.4.2 Relationship Between Perceived Flexibility and Work-Life 
Conflict

Relative to alternative work arrangements/shiftwork, the results for 

perceived flexibility are much more encouraging. The data analysis was strongly 

supportive of a negative association between perceived flexibility and all three 

forms of work-life conflict examined in this thesis. The results therefore support 

Karasek’s strain hypothesis that higher levels of control are associated with lower 

levels of strain when control is operationalized as perceived flexibility. These 

findings are consistent with other literature that support a negative association 

between perceived flexibility and work-life conflict (e.g. Anderson et al., 2002; 

Thomas and Ganster, 1995; Voydanoff, 1988).

It is important to recognize that perceived flexibility is not equally effective 

at predicting the three forms of work-life conflict considered in this analysis 

(controlling for gender, job type, work demands and non-work demands). From
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the data we can conclude that perceived flexibility explained more variance in 

work-family interference and had the biggest impact on this relationship (relative 

to the impact of perceived flexibility on either role overload or family-work 

interference). Perceived flexibility is negatively and strongly associated with 

work-family interference (explaining 14.2% of the variance in this form of work-life 

conflict). Perceived flexibility is also an important predictor of role overload 

(explaining 9.4% of the variance in this form of work-life conflict). As well, 

perceived flexibility is a substantive predictor of family-work interference 

(predicting 2.3% of the variance in this form of work-life conflict). The 

implications of these findings are discussed in section 11.4.4.

11.4.4.3 Relationship Between Supervisor Support and Work-Life 
Conflict

The data analysis is strongly supportive of a negative association between 

supervisor support and all three forms of work-life conflict examined in this thesis. 

The results therefore support Karasek’s strain hypothesis that higher levels of 

control are associated with lower levels of strain when control is operationalized 

as supervisor support. These findings are consistent with other literature that 

support a negative association between supervisor support and work-life conflict 

(e.g. Anderson et al., 2002; Bond et al., 2003; Thomas and Ganster, 1995).

It is important to recognize that supervisor support is not equally effective 

at predicting the three forms of work-life conflict considered in this analysis 

(controlling for gender, job type, work demands and non-work demands). From 

the data we can conclude that supervisor support explained more variance in
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work-family interference and had the biggest impact on this relationship (relative 

to the impact of supervisor support on either role overload or family-work 

interference). Supervisor support is negatively and strongly associated with 

work-family interference (explaining 8.4% of the variance in this form of work-life 

conflict). Supervisor support is also an important predictor of role overload 

(explaining 5.5% of the variance in this form of work-life conflict). As well, 

supervisor support is a substantive predictor of family-work interference 

(predicting 1.9% of the variance in this form of work-life conflict). The 

implications of these findings are discussed in section 11.5.

The data indicates that supervisor support is less likely to predict family- 

work interference (compared with the other two forms of work-life interference). 

Therefore, employers may need to examine other interventions designed to help 

employees reduce family-work interference. Such a discussion is featured in the 

next section (11.4.4.4).

11.4.4.4 Relative Impact of Predictors and Work-Life Conflict

Which variable is the best predictor of each of the three forms of work-life 

conflict included in this thesis? Three additional regressions were performed to 

answer this question as the significant correlation between perceived flexibility 

and supervisor support (.325) indicates a potential confound between these two 

variables. One regression equation was run for each of the three forms of work- 

life conflict (i.e. role overload, work-family interference, family-work interference). 

The relative importance of the predictor variables (i.e. demands, control over
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work-life interface) is obtained by calculating Pratt’s coefficient and Pratt’s 

standardized measure (Thomas et al., 1998). Pratt’s coefficient is calculated by 

multiplying the standardized regression coefficient of the predictor variable by the 

correlation of the predictor variable and the dependent variable. Pratt’s 

standardized measure is calculated by dividing Pratt’s coefficient by the total 

variance explained. All standardized Pratt measures sum to 1 (Thomas et al.,

1998). Since the correlations between the predictor variables and the 

dependent variable and standardized regression coefficients of the predictor 

variables are not affected by the order in which the predictor variables are 

entered into the regression, all predictor variables are entered into the regression 

equation at once (i.e. standard multiple regression, Tabachnick and Fidell, 2001).

The results can be seen in Tables 21 (role overload), 22 (work-family 

interference) and 23 (family-work interference).
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Table 21 Pratt’s Standardized Measure for Predicting Role Overload

Predictor Std.
Coefficient 
of predictor

Correlation 
of predictor 
and DV

Pratt’s
Coefficient

Pratt’s
Standard
Measure

Work
Demands

.132 .171 .022572 .126374

Non-work
demands

.108 .150 .016200 .090699

Flextime .040 -.005 -.000200 -.001120
Compressed 
Work Week

.043 .013 .000559 .003130

Telework .028 .011 .000308 .001724
Shiftwork -.075 -.004 .000300 .001680
Perceived
Flexibility

-.291 -.353 .102723 .575118

Supervisor
Support

-.150 -.241 .036150 .202394

Variance
Explained

" .178612 1

Table 22 Pratt’s Standardized Measure for Predicting Work-Family 
Interference

Predictor Std.
Coefficient 
of predictor

Correlation 
of predictor 
and DV

Pratt’s
Coefficient

Pratt’s
Standardized
Measure

Work
Demands

.201 .293 .058893 .218610

Non-work
demands

.067 .115 .007705 .028601

Flextime .076 .045 .003420 .012695
Compressed 
Work Week

.026 -.029 -.000750 -.002800

Telework .043 .025 .001075 .003990
Shiftwork .001 .090 .000090 .000334
Perceived
Flexibility

-.340 -.418 .142120 .527549

Supervisor
Support

-.187 -.304 .056848 .211019

Variance
Explained

- - .269397 1
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Table 23 Pratt’s Coefficients for Predicting Family-Work Interference

Predictor Std.
Coefficient
of
predictor

Correlation 
of predictor 
and DV

Pratt’s
Coefficient

Pratt’s
Standardized
Measure

Work
Demands

-.003 .034 -.000100 -.001090

Non-work
demands

.215 .235 .050525 .541800

Flextime .052 .022 .001144 .012268
Compressed 
Work Week

.021 .004 .000084 .000901

Telework .033 .023 .000759 .008139
Shiftwork -.046 -.013 .000598 .006413
Perceived
Flexibility

-.146 -.176 .025696 .275549

Supervisor
Support

-.097 -.150 .014550 .156025

Variance
Explained

- _ .093254 1

For role overload, there were four statistically significant and substantive 

predictors (all statistically significant at <.001). Perceived flexibility had the 

highest magnitude (Pratt’s standardized measure of .575118) of variable 

importance (relative to all other independent variables in the model). The second 

most important predictor of variance in role overload was supervisor support with 

the second highest magnitude of variable importance (Pratt’s standardized 

measure of .202394). The third most important predictor of variance in role 

overload was work demands with the third highest magnitude of variable 

importance (Pratt’s standardized measure of .126374). The fourth most 

important predictor of variance in role overload was non-work demands with the 

fourth highest magnitude of variable importance (Pratt’s standardized measure of 

.090699).
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For work-family interference, there were four statistically significant and 

substantive predictors (all statistically significant at <.001). Perceived flexibility 

had the highest magnitude (Pratt’s standardized measure of .527549) of variable 

importance (relative to all other independent variables in the model). The second 

most important predictor of variance in work-family interference was work 

demands with the second highest magnitude of variable importance (Pratt’s 

standardized measure of .21861). The third most important predictor of variance 

in work-family interference was supervisor support with the third highest 

magnitude of variable importance (Pratt’s standardized measure of .211019).

The fourth most important predictor of variance in work-family interference was 

non-work demands with the fourth highest magnitude of variable importance 

(Pratt’s standardized measure of .028601).

For family-work interference, there were three highly significant predictors 

(all statistically significant at <.001). Non-work demands had the highest 

magnitude (Pratt’s standardized measure of .5418) of variable importance 

(relative to all other independent variables in the model) for family-work 

interference. The second most important predictor of variance in family-work 

interference was perceived flexibility with the second highest magnitude of 

variable importance (Pratt’s standardized measure of .275549). The third most 

important predictor of variance in family-work interference was supervisor 

support with the third highest magnitude of variable importance (Pratt’s 

standardized measure of .156025).
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The results of Tables 21 and 22 indicate that the most important 

predictor for both role overload and work-family interference is perceived 

flexibility (Pratt’s standardized measure of .575118 and .527549 respectively). 

The second and third most important predictors for role overload was supervisor 

support (Pratt’s standardized measure of .202394) and work demands (Pratt’s 

standardized measure of .126374) while the second and third most important 

predictors for work-family interference were work demands (Pratt’s standardized 

measure of .21861) and supervisor support (Pratt’s standardized measure of 

.211019). The implications of these results are as follows. First, these results 

indicate that role overload and work-family interference have similar etiologies 

(as noted previously). This finding supports our earlier contention that efforts 

made to reduce role overload will also help reduce work-family interference. 

Second, in order to reduce both role overload and work-family interference, 

employers must emphasize enhancing perceptions of perceived flexibility among 

their employees. Third, employers would do well to examine the level of work 

demands and examine ways to reduce their employee’s workloads. In essence, 

what is recommended is a two-pronged approach of enhancing flexibility while 

reducing work demands in order to reduce role overload and work-family 

interference.

The results for family-work interference were different than the other two 

forms of work-life conflict. Non-work demands explained the most variance in 

family-work interference than the other predictors (Pratt’s standardized measure 

of .5418). The second most important predictor for family-work interference is
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perceived flexibility (Pratt’s standardized measure of .275549) followed by 

supervisor support (Pratt’s standardized measure of .156025). The implications 

of the results are as follows. First, family-work interference has a different 

etiology than either role overload and work-family interference. Employers who 

wish to help employees reduce family-work interference, should focus on 

determining how they can reducing non-work demands or help employees meet 

non-work demands more efficiently. This is much more difficult for employers 

because traditionally employers have left employees on their own to handle their 

non-work demands. However, recent employer interventions such as on-site 

daycare, concierge services and employee assistance programs have the 

potential to be helpful in reducing non-work demands.

Second, perceived flexibility was a significant and substantive predictor of 

all three forms of work-life conflict. This indicates that employers who focus their 

efforts on enhancing perceived flexibility. Examining the items that comprise our 

perceived flexibility construct can help offer concrete suggestions for enhancing 

perceived flexibility. It is recommended that employers allow employees:

• To vary their working hours (i.e. arrival and departure times)
• To spend some of their regular work day working at home
• To interrupt their work day for personal/family reasons and then return
• To take a paid day off work to care for a sick child or help an elderly 

relative
• To arrange their work schedule (i.e. shifts, overtime) to meet 

family/personal commitments.

As suggested in Duxbury and Higgins (2001), employers should promote 

enhanced flexibility by asking employees to identify what types of flexibility would 

be most helpful, communicate effectively with employees about what programs
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and policies are available and communicate best practices within the 

organization as well those practices of other organizations. Key to enhancing 

support for perceived flexibility is the notion that “employees must be made to 

feel that their career will not be jeopardized if they take advantage of supportive 

policies” (Duxbury and Higgins, 2001, p. 66). Enhancing perceived flexibility 

should help employers lower the level of work-life conflict.

Third, relative to the amount of variance explained in model 1 (role 

overload) or model 2 (work-family interference), less variance was explained in 

model 3 (family-work interference). Therefore, one concludes that Karasek’s 

model is not as effective at explaining the relationship between demands, control 

and this form of strain (i.e. family-work interference) as was observed with either 

role overload or work-family-interference. The implication for researchers is that 

they should continue to pursue other theoretical models which may better explain 

the etiology of family-work interference. Duxbury and Higgins (2001) have 

identified primary responsibility for childcare as one of these antecedents. 

Respondents reporting high levels of family-work interference are more likely to 

have primary responsibility for childcare. The authors note, “these findings 

suggest that it is difficult to put work ahead of family if one does not have the 

support at home” (Duxbury and Higgins, 2001, p. 54).

11.4.5 Buffering the Relationship Between Demands and Strain

Consistent with Karasek’s Demand-Control model, research questions 3 

and 4 test whether or not control over the work-life interface can buffer
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(moderate) the relationship between demands and strain. Research Question 3 

asks: To what extent do the forms of control examined in this thesis (i.e. flextime, 

compressed work week, telework, shiftwork, perceived flexibility, and supervisor 

support) moderate the relationship between work demands and work-life conflict 

(i.e. role overload, work-family interference, family-work interference)? Research 

Question 4 asks: To what extent do the forms of control examined in this thesis 

(i.e. flextime, compressed work week, telework, shiftwork, perceived flexibility, 

and supervisor support) moderate the relationship between non-work demands 

and work-life conflict (i.e. role overload, work-family interference, family-work 

interference)?

The data analysis produced unequivocal results. There is no support for 

Karasek’s buffering hypothesis that control moderates the relationship between 

demands and strain. Thirteen of the eighteen buffer hypotheses are not 

statistically significant. The remaining five hypotheses are not substantive.

How do these results compare to the existing literature on various aspects 

of control overwork-life interface buffering the relationship between demands 

and work-life conflict? First, it is important to note that no literature examining the 

impact of alternative work arrangements or shiftwork on the relationship between 

demands and work-life conflict could be identified in the literature. As such, this 

study adds to the extant literature in this area.

Second, the literature examining the impact of perceived flexibility on the 

relationship between demands and work-life conflict is inconclusive. While an 

early study by Staines and Pleck (1983) reported perceived flexibility had a
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buffering effect on the relationship between excessive work hours and work- 

family interference, later efforts (e.g. Smith Major et al., 2002; Thomas and 

Ganster, 1995) reported no such buffering effect. The fact that Staines and 

Pleck (1983) did not control for gender, job type and demands may explain the 

difference in their findings and the findings in this thesis. The size of our sample 

and the controlling for covariates adds to the confidence in our results.

While most of the strain hypotheses are supported for thesis models 1-3, 

the buffering hypotheses are not supported. This has very interesting practical 

significance for organizations. Had the buffering hypotheses been supported, 

the implication for organizations would be that employees can work longer hours 

and not report higher levels of work-life conflict as long as they feel that they 

have control over their work-life interface. The fact that buffering hypotheses are 

not supported means that organizations should not only consider enhancing 

control over work-life interface but to also consider ways of reducing the number 

of hours employees are working if they want to decrease work-life conflict.

These findings also imply that employers need to be aware that the 

availability of alternative work arrangements and policies on work-family balance 

will do little good if their employees simply have more work to do than what is 

feasible to complete in a typical work week (Duxbury and Higgins, 2005

The next question then, is how can organizations increase perceptions of 

control over the work-life interface? How can they reduce work demands? The 

results from the previous section provide an answer to the first question: 

increase perceived flexibility and supportive management.
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The answer to the second question is more complex due to what has been 

referred to in the literature as the culture of hours (Lewis and Cooper, 1999). It 

will be difficult to reduce work hours if organizations do not recognize the link 

between hours at work and opportunities for advancement. Many employers 

confuse the amount of face time an employee puts in with his/her level of 

dedication (Lewis and Cooper, 1999; Thompson, Beauvais, and Lyness, 1999).

A culture of overtime and facetime lead to more hours at work which, as noted 

earlier, result in higher levels of work-life conflict (Duxbury and Higgins, 2003; 

Lewis and Cooper, 1999; Thompson, Beauvais, and Lyness, 1999). It is 

recommended, therefore, that employers should measure productivity, not the 

number of hours an employee is physically at work. Changing the culture away 

from face time and encouraging employees to complete their work within a 

reasonable timeframe could potentially lead to reduced levels of work-life conflict 

among their employees. As well, as recommended by Duxbury and Higgins 

(2005), employers need to ask why their employees are putting in long hours to 

get the job done (e.g. unrealistic work expectations, poor planning, lack of 

training). Once employers understand why employees are working longer 

hours, they can develop the right approach to reducing these untenable 

workloads.

11.5 Predicting Perceived Flexiblity

As noted earlier, perceived flexibility appears to be one of the key 

mechanisms open to organizations who wish to reduce work-life conflict in their 

workforce. The question then become, how can we increase an employee’s

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



374

feelings of perceived flexibility? The results from the testing of Thesis Model 4 

provide an answer to this question by helping us understand which variables are 

most strongly associated with perceived flexibility. This section will discuss the 

findings of thesis models 4 and is structured as follows. First, the findings for the 

direct effect hypotheses will be discussed. Second, relative importance of the 

predictors of perceived flexibility will be discussed. Third, the findings for the 

interaction hypotheses will be discussed. To give an overview to the reader, the 

results of the direct and interaction hypotheses for models 4 are provided in 

Table 24 and Table 25.

Table 24 Summary of Direct Hypotheses Tested for Model 4

Hypothesis Result
Pflex 1a Flextime positively associated with perceived flexibility Supported
Pflex 1b Compressed work week positively associated with 
perceived flexibility

Supported

Pflex 1c Telework positively associated with perceived flexibility Supported
Pflex 2 Shiftwork negatively associated with perceived flexibility Supported
Pflex 3 Supervisor support positively associated with perceived 
flexibility

Supported

Table 25 Summary of Interaction Hypotheses Tested for Model 4

Hypothesis Result
Pflex 4a Supervisor support moderates flextime and perceived 
flexibility

Not supported

Pflex 4b Supervisor support moderates compressed work week 
and perceived flexibility

Not supported

Pflex 4c Supervisor support moderates telework and perceived 
flexibility

Not supported

Pflex 5 Supervisor support moderates shiftwork and perceived 
flexibility

Not supported
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11.5.1 Relationship Between Control OverWork-Life Interface and 
Perceived Flexibility

Research Question 5 asked: What is the relationship between the various 

forms of control examined in this thesis (i.e. flextime, compressed work week, 

telework, shiftwork, and supervisor support) and perceived flexibility?

In the case of the five direct hypotheses for Model 4, the results indicate 

that alternative work arrangements do make a difference when it comes to 

perceived flexibility. Those who work flextime, compressed work week and 

telework report higher levels of perceived flexibility than those working a regular 

Monday-Friday, 9 to 5 schedule. The results are also significant for those 

working shiftwork and employees who work shiftwork have lower levels of 

perceived flexibility than those working a regular Monday-Friday, 9 to 5 schedule. 

Finally, supervisor support is positively associated with perceived flexibility such 

that those who reported high levels of supervisor support reported high levels of 

perceived flexibility.

These findings have important implications for the work-life conflict 

literature. In essence, alternative work arrangements do help employees 

balance completing work and family demands but not in the way originally 

hypothesized. Alternative work arrangements do not directly impact any of the 

forms of work-life conflict studied in this thesis. Nor do they moderate the 

relationship between demands and work-life conflict. The implications of this
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observation and the development of a new theoretical model can be found in 

section 12.2.1.

11.5.2 Relative Impact of Predictors and Perceived Flexibility

Which variable is the best predictor of perceived flexibility? To answer this 

question we did one additional regression. Consistent with the approach used in 

11.4.4.4, all predictors are entered into the regression at one time. The results 

can be seen in Table 26.

Table 26 Pratt’s Coefficients for Predicting Perceived Flexibility

Predictor Std.
Coefficient
of
predictor

Correlation 
of predictor 
and DV

Pratt’s
Coefficient

Pratt’s
Standardi
zed
Measure

Flextime .151 .147 .022197 .128485
Compressed 
Work Week

.088 .052 .004576 .026488

Telework .09 .079 .007110 .041156
Shiftwork - .187 -.223 .041701 .241383
Supervisor
Support

.299 .325 .097175 .562489

Variance
Explained

" - .172759 1

For perceived flexibility, there were four statistically significant and 

substantive predictors (all statistically significant at <.001). Supervisor support 

had the highest magnitude (Pratt’s standardized measure of .562489) of variable 

importance (relative to all other independent variables in the model). The second 

most important predictor of variance in perceived flexibility was shiftwork with the 

second highest magnitude of variable importance (Pratt’s standardized measure 

of .241383). The third most important predictor of variance in perceived
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flexibility was flextime with the third highest magnitude of variable importance 

(Pratt’s standardized measure of .128485). The fourth most important predictor 

of variance in perceived flexibility was telework with the fourth highest magnitude 

of variable importance (Pratt’s standardized measure of .041156). The finding 

that supervisor support does make a difference in perceived flexibility in 

consistent with the literature (e.g. Thomas and Ganster, 1995). Furthermore, 

the size of the sample in this thesis and the controlling of covariates reinforce the 

credibility of these findings.

The implications for organizations are as follows. Organizations must find 

ways to enhance supervisor support of their employees. It is important to 

recognize that training initiatives could be helpful in this context. Training could 

raise awareness of the problems associated with work-life conflict and provide 

practical information on how supervisors can help to support their employees 

(e.g. letting them leave early in an emergency, by providing information about 

various alternative work arrangements, etc.). Other initiatives could focus on 

enhancing the supportive environment for a healthy work-life balance among 

employees. These initiatives could include ensuring senior management model 

the importance of balancing work and family, identifying best practices 

associated with balancing work and family, communicating those best practices 

and changing the reward structure so that productivity, not face time is rewarded 

(Duxbury and Higgins, 2003).

Furthermore, it is important for organizations to be aware that shiftwork 

has a negative association with perceived flexibility. Given the discussion to date
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of how perceived flexibility is associated with lower levels of role overload, work- 

family interference and family-work interference, organizations would do well to 

be mindful of the negative effects of shiftwork and examine ways to minimize the 

disruption of shiftwork on employees’ personal lives. It is suggested that 

employers consider giving employees some control over the shift they work to 

allow them to better meet time their non-work obligations. Furthermore, allowing 

employees to trade shifts and giving employees sufficient notice ahead of time 

about when they are scheduled to work should help to minimize the disruption to 

their personal lives. By the same token, it is important to recognize that while 

alternative work arrangements (i.e. flextime, compressed work week, telework) 

do have a positive association with perceived flexibility they are not the only 

initiative worth pursuing (i.e. supervisor support is relatively more important than 

alternative work arrangements in predicting perceived flexibility).

11.5.3 Moderating the Relationship Between AWA and Perceived 
Flexibility

Research question 6 asked: To what extent does supervisor support 

moderate the relationship between the different work arrangements examined in 

this thesis (i.e. flextime, compressed work week, telework, shiftwork) and 

perceived flexibility?

Overall, results do not support the interaction hypotheses. None of the 

four interaction hypotheses are statistically significant. The finding that 

supervisor support does not moderate the relationship between alternative work 

arrangements and perceived flexibility could be interpreted as the supervisor
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does not have as much discretion or influence concerning an employee’s work 

arrangement as previously reported in the literature (e.g. Powell and Mainiero,

1999). Furthermore, an alternate explanation may be that there is a limit to how 

helpful a supportive supervisor is. For example, if someone is working an 

excessive number of hours per week, a given alternative work arrangement is 

unlikely to increase that individual’s flexibility regardless of how supportive 

manager is.
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12. Conclusions

This part is divided into four sections. First, the research conclusions for 

the thesis are presented. Second, the relevance of the thesis and the 

contributions made are discussed. Third, the limitations of the thesis are noted. 

Fourth, suggestions for future research are offered.

12.1 Research Conclusions

In conclusion, this thesis seeks to modernize Karasek’s demand-control 

model and update the constructs of demands, strain and control. The results of 

this thesis mostly support Karasek’s strain hypothesis. Five of the six demand 

hypotheses are substantive and we conclude that work demands and non-work 

demands are positively associated with both role overload and work-family 

interference. Non-work demands are positively associated with family-work 

interference.

In this thesis, control over work-life interface is operationalized in three 

different ways: alternative work arrangements, perceived flexibility and 

supervisor support. Karasek’s strain hypothesis (i.e. control negatively 

associated with strain) is partially supported depending on which aspect of 

control was tested. While alternative work arrangements are not associated with 

lower levels of work-life conflict, these arrangements are associated with higher 

levels of perceived flexibility. Perceived flexibility is the strongest predictor of 

work-life conflict (relative to alternative work arrangements and supervisor 

support). Supervisor support also proves to be an effective predictor of work-life

380
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conflict. Therefore, organizations should use two approaches in concert to 

reduce work-life conflict: reduce the level of work demands and increase control 

overwork-life interface by offering alternative work arrangements in conjunction 

with efforts to enhance both perceived flexibility and supervisor support. In other 

words, alternative work arrangements on their own are insufficient interventions 

for organizations looking for ways to reduce work-life conflict.

This thesis reported gender and job type differences in levels of work 

demands and work-life conflict. Therefore, organizations must bear in mind that 

the realities surrounding demands and work-life conflict differ for men and 

women, manager/professionals and non-professionals. This fact then suggests 

that organizations must not strive for a one size fits all approach to reducing 

work-life conflict. Offering a variety of programs and policy options designed to 

enhance perceived flexibility and reduce work-life conflict will most likely appeal 

to a diverse group of employees.

12.2 Relevance
This thesis makes several contributions to the organizational literature

from a theoretical, empirical, methodological and practical perspective. Each 

type of contribution will be discussed in turn.

12.2.1 Theoretical/Conceptual Contributions
From a theoretical and conceptual perspective, this thesis makes five

contributions. First, this thesis developed an initial theoretical model to explore 

the relationship between various work arrangements, perceived flexibility and 

supervisor support. The mechanisms underlying these relationships are not very 

well understood in the literature. It is important to note that very few studies (a
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notable exception is Thomas and Ganster, 1995) have explicitly considered the

relationship between perceived flexibility and supervisor support. For instance,

no studies were found in the literature review where perceived flexibility was

treated as the dependent variable.

Second, the results of this thesis (i.e. alternative work arrangements not

associated with work-life conflict but alternative work arrangements positively

associated with perceived flexibility) led us to develop a revised theoretical model

where perceived flexibility is treated not as a dependent variable but as a

mediating variable between alternative work arrangements and work-life conflict.

Theoretically then the findings from this thesis support the following relationship

between demands, alternative work arrangements, perceived flexibility,

supportive management and work-life conflict as shown in Figure 19.

Figure 19 Relationship Between Control Over Work-Life Interface, 
Demands and Work-Life Conflict

Perceived
Flexibility

Alternative Work 
Arrangements

WLC (RO, WFI, 
FWI)

Supervisor
Support

Non-Work
Demands

Work Demands
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Third, learning more about the relationships between these variables (i.e. 

alternative work arrangements, perceived flexibility, and supervisor support) 

helps clear up some confusion in the literature on alternative work arrangements. 

Many studies have found a negative association between alternative work 

arrangements and work-life conflict (e.g. Bond et al., 2003). This may leave 

organizations and managers with the mistaken impression that all that is required 

to help employees balance work-life conflict is to provide an alternative work 

arrangement. The results of this thesis suggest that alternative work 

arrangements offer a good start in helping balance work and family but 

employers must also find ways to enhance perceived flexibility and supervisor 

support as well as decrease the level of work demands.

Fourth, in models 1-3, alternative work arrangements are treated as 

moderator variables. No other studies were found where a given alternative work 

arrangement moderated the relationship between demands and work-life conflict 

(all studies treated the work arrangement as an independent variable and 

examined the direct effect of the work arrangement on work-life conflict). This 

research provides clarity on this issue. Alternative work arrangements do not 

buffer the relationship between demands and work-life conflict.

Fifth, this thesis uses a well-respected theoretical model (Karasek’s 

Demand-Control Model) to guide our research. This is significant because 

various authors (Baltes et al., 1999; Geurts and Demerouti, 2003; Gottlieb, 

Kelloway and Barham, 1998; Johnson, 1997; McCloskey and Igbaria, 1998) have
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expressed concern about the atheoretical nature of the alternative work 

arrangement and shiftwork literature when discussing work-life conflict.

12.2.2 Empirical Contributions
From an empirical perspective, this thesis makes two key contributions.

First, the literature review for this thesis revealed that there is limited empirical 

evidence to support some of the relationships of interest in this thesis.

Specifically, relative to work-family interference and family-work interference, 

much less empirical work has been published on role overload. In this thesis, 

role overload was positively associated with both work and non-work demands 

(statistically significant and substantive) and the mean for role overload was 

higher than the other two forms of work-life conflict.

Furthermore, very little empirical work has been published on the following 

relationships: work demands and family-work interference, non-work demands 

and work-family interference, non-work demands and family-work interference, 

compressed work week and the three forms of work-life conflict, alternative work 

arrangements and perceived flexibility and perceived flexibility and supervisor 

support. In all these cases, this thesis provided some empirical results on the 

aforementioned relationships. Specifically the following observations can be 

made with respect to each of these areas from the analysis performed in this 

thesis:

■ There is a statistically significant positive relationship between work demands 

and family-work interference. This relationship is not, however, substantive.
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■ There is a statistically significant and substantive positive relationship 

between non-work demands and work-family interference.

■ There is a statistically significant and substantive positive relationship

between non-work demands and family-work interference.

■ Working a compressed work week makes no significant difference on any of

the three forms of work-life conflict (role overload, work-family interference, 

family-work interference).

■ There is a statistically significant and substantive positive relationship 

between perceived flexibility and each of the following work arrangements: 

flextime, compressed work week and telework.

■ There is a significant and substantive positive association between perceived

flexibility and supervisor support

Second, the majority of the studies examining the impact of shiftwork and 

alternative work arrangements on work-life conflict are dated (e.g. Bohen and 

Viveros-Long, 1981; Dunham etal., 1987; Hicks and Klimoski, 1981; Winnett and 

Neale, 1981; Shamir, 1983; Staines and Pleck, 1983). Harris (2004) points out 

that this means that these surveys collected data from workforces in the 1970s. 

Such results are unlikely to inform us of the realities for workers, spouses, and 

parents of today. This thesis provides up-to-date information on key variables of 

interest (i.e. flextime, compressed work week, telecommuting, shiftwork, 

perceived flexibility and supervisor support) and work-life conflict and concluded:
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• None of the variables of interest (i.e. flextime, compressed work week, 

telecommuting, shiftwork, perceived flexibility and supervisor support) 

moderated the relationship between demands and work-life conflict.

• The work arrangements (i.e. flextime, compressed work week, telework 

and shiftwork) were not substantively associated with work-life conflict.

• Both perceived flexibility and supervisor support were statistically and 

substantively associated with work-life conflict.

12.2.3 Methodological Contributions

Authors (e.g. Baltes et al., 1999; Geurts and Demerouti, 2003; Gottlieb, 

Kellowayand Barham, 1998; Johnson, 1997; McCloskey and Igbaria, 1998) have 

identified several methodological concerns with previous studies in the areas of 

alternative work arrangements/shiftwork and work-life conflict including using 

homogeneous populations and small sample sizes, poorly validated measures, 

and not controlling for potentially significant confounding variables. Therefore, 

this thesis makes a contribution from a methodological perspective by using a 

large, nationally representative sample in its research design, using measures 

that have been well-established (e.g. work-life conflict, perceived flexibility, 

supervisor support) and have shown good reliability, and controlling for 

confounding variables (demands, gender and socio-economic status).
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12.2.4 Practical Contribution

There is a substantial body of empirical literature to indicate that there are 

significant negative outcomes of work-life conflict for employees, employers and 

society in general. For employees, high levels of work-life conflict have been 

associated with outcomes such as poor physical health (e.g. Burke, 1988; 

Thomas and Ganster, 1995), psychological problems such as depression (e.g. 

Frone et al., 1995; Robinson and Godbey, 1997) and substance abuse (e.g. 

Frone et al., 1993; Frone, 2000). For employers, work-life conflict is associated 

with lower job satisfaction (e.g. Adams et al., 1996; Voydanoff and Kelly, 1984); 

lower organizational commitment (e.g. Aryee, 1992; Netemeyer et al., 1996) and 

higher turnover intentions (e.g. Anderson et al., 2002; Boyar et al., 2003). For 

society, Higgins, Duxbury and Johnson (2004) argue that high levels of work-life 

conflict (in the form of role overload) cost Canada’s health care system $6 billion 

dollars.

Given the aforementioned costs to these stakeholders combined with the 

information that levels of work-life conflict have been climbing over the past 

decade, it is imperative that organizations try to help reduce the impact of work- 

life conflict. This thesis identified two interventions that can help employees 

cope with work-life conflict, specifically perceived flexibility and supervisor 

support. The results of this thesis make a compelling case for the notion that it is 

not enough for employers merely to offer alternative work arrangements to their 

employees. Alternative work arrangements are not associated with lower levels 

of work-life conflict and do not provide a buffering impact on the association
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between demands and strain. This thesis offers advice on what organizations 

can do. Organizations would do well to offer supervisors training on the impact 

of work-life conflict and the impact that supervisors have on employee perceived 

flexibility. Employers also need to ensure they are not rewarding face time and 

are encouraging employees to balance their work-life obligations by not working 

excessive overtime.

12.3 Limitations
As with any thesis, it is inevitable that some limitations exist. In this thesis,

it is important to note five limitations. First, the research design is cross-sectional 

in nature. Cross-sectional designs cannot establish causality but can confirm 

associations. This means that a positive association between perceived flexibility 

and supervisor support can be demonstrated and it can be suggested that it is 

supervisor support that results in enhanced perceptions of flexibility. However, it 

is possible that those with high levels of perceived flexibility might perceive high 

levels of supervisor support.

Second, the fact that the data was self-reported could be a limitation. The 

issues associated with self-reported data were discussed in the methodological 

criticisms of Karasek and are threefold. One concern is the possibility that 

respondents might exaggerate the number of hours they have spent in various 

work and nonwork activities. Robinson and Godbey (1997) have shown that self- 

report data of time in work activities is inflated. However, the fact that this survey 

was anonymous could lessen the likelihood that respondents overstated their 

hours worked (Thomas and Ganster, 1995). As Bond et al., (1998) noted, the 

issue of the number of hours reported should most likely be interpreted as a
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relative and not absolute figure. Furthermore, self-report is appropriate given the 

fact that the crucial measures of the study involved perceptions (e.g. work-life 

conflict, supervisor support, perceived flexibility).

Another concern associated with self-reports is social desirability. Social 

desirability is defined as the tendency for a respondent to choose the socially 

desirable response, regardless of the accuracy of their response (Spector, 

1987b). This can be problematic because biases can have attenuating or 

moderating effects (Spector, 1987b). If social desirability correlates with both 

variables of interest, it will artifactually inflate their relationship. If social 

desirability correlates with only one of two variables, it will act as a suppressor 

and artifactually reduce the correlation between them. For example, it is more 

socially acceptable for men to perform housework and childcare activities. 

Therefore, it could be argued that men might exaggerate their contribution to the 

family responsibilities as a response to what is socially desirable. However, 

recent data from the National Study on the Changing Workforce implies that 

social desirability and inflation of time spent in domestic activities might not be a 

problem. Bond et al. (1998) reports that wives’ estimates of their husbands’ time 

spent in household activities did not differ significantly from the self-reports of 

these partners. Another concern with self-reports is the issue of negative 

affectivity (see section 2.5.1.4). It is acknowledged that this thesis did not control 

for negative affectivity.

Third, it could be argued that because all employees sampled worked for 

large organizations (i.e. at least 500 employees), the results may not be
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generalizable to those who work for smaller firms. For example, Industry Canada 

(2004) notes that less than 0.3% of private sector employers have more than 500 

employees.

Fourth, there is the issue of nonresponse. How do those who did not 

respond (74%) differ from those who did respond (26%)? Hill et al. (2001) posit 

two conflicting scenarios. It is possible that those who worked the longest hours 

did not have time for relatively lengthy surveys and therefore chose not to 

respond. Therefore, those with the highest workload may be underrepresented.

If so, it could be that any results may be understated. On the other hand, 

employees with low levels of work-life conflict who are relatively content may 

have chosen not to participate. If so, it is possible that the results have been 

overstated.

Fifth, it would have been optimal to examine all three dependent variables 

at once and examine the relationships between demands and strain as well as 

the interaction effects. While SEM would have allowed such analysis, it was not 

possible to perform test the moderation hypothesis with the packages that were 

available when the analysis was done. Future studies should use SEM to test 

the model in Figure 19.

Sixth, it is possible that the lack of support for the strain hypotheses 

associated with alternative work arrangements could be attributed to our inability 

to differentiate those who chose a particular work arrangement and those who 

had the work arrangement imposed upon them.
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Seventh, the impact of sector (i.e. public, private, not for profit) was not 

addressed in the thesis analysis. Duxbury and Higgins (2005) report that those 

respondents in the not for profit sector reported higher levels of work-family 

interference (relative to those working in public or private sector). As seen in the 

future research section, this is an area meriting further attention.

12.4 Suggestions for Future Research

There are several opportunities to expand on the research presented in 

this paper. First, future research could incorporate a longitudinal design in order 

to examine temporal relationships between the independent (i.e. work and non

work demands) and dependent variables (i.e. role overload, work-family 

interference and family-work interference). Geurts and Demerouti (2003) argue 

that incorporating a longitudinal design will help us understand how issues of 

work-life balance change over time when major life changes occur (e.g. 

promotions, births, deaths, job loss). Using a longitudinal approach will help us 

understand “whether the work/non-work interface reflects a stable or a changing 

experience” (Geurts and Demerouti, 2003, p. 303).

Second, our sample was limited to employees who worked for employers 

with a minimum of 500 employees. This begs the question of how these results 

would compare for organizations with less than 500 employees (small-medium 

sized organizations). It would be interesting to compare the experience of those 

employees who work for small or medium size businesses to see if these 

employees experience similar levels of work-life conflict, and to see if there is 

more informality with respect to alternative work arrangements that might make it
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easier for these employees to gain the flexibility they need to balance work and 

family demands.

Third, researchers measure work-life conflict by measuring role overload 

(e.g. Robinson and Godbey, 1997; Shields, 1999; Voydanoff, 2004) and 

interference (e.g. Fu and Shaffer, 2001; Gutek et al., 1991; Madsen et al., 2003). 

Role overload is considered a strain-based measure of work-life conflict while 

interference is deemed a time-based measure of work-life conflict. However, 

very few studies incorporate a behaviour-based measure of work-life conflict. 

Guerts and Demerouti define this measure as “referring to specific patterns of 

role behaviour that are incompatible with expectations regarding behaviour in 

another role.” (Geurts and Demerouti, 2003, p. 284). For example, a labour 

negotiator might have difficulty “turning o ff  his/her hard-nosed persona when 

dealing with his/her children or spouse. It is recommended that future research 

incorporate a measure of behaviour-based work-life conflict to understand how 

that might play a role in understanding the difficulties people having in balancing 

their professional and personal lives.

Fourth, while this thesis does examine supervisor support, there are a 

variety of other measures of social support including coworker support and 

spouse support. Future research could examine a measure of spouse support 

(Carlson and Perrewe, 1999) or coworker support (Johnson and Hall, 1988).

Fifth, this thesis did not address issues of organizational culture. It is 

possible that how family friendly an organization’s culture is has a significant 

impact on an employee’s work-life balance. Duxbury and Higgins (2005)
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reported that organizational culture was the most significant predictor of all three 

forms of work-life conflict (i.e. role overload, work-family interference and family- 

work interference). Future research efforts could examine the role of family- 

friendly culture as a moderator of demands and work-life conflict.

Sixth, like most research in the area of work-life conflict, the individual 

worker has been chosen at the unit of analysis. As recognized by Bolger et al. 

(1990) and Barnett (1998), what happens at work affects not only the worker but 

his/her spouse, children and even friends and extended family and the reverse is 

also true. Future research could include examining the impact of the 

respondent’s spouse’s level of work and non-work demands as well as efforts to 

capture perceptions of work-life conflict by surveying multiple members of a 

household perhaps through a qualitative research design.

Seventh, the measure of demands is limited to the number of hours 

reported. Such a measure does not measure how physically or psychologically 

demanding a given role is. Future research could consider additional measures 

of demands in order to develop a more complete picture of how these demands 

impact work-life conflict.

Eighth, we can test the new model developed in this thesis and featured in 

figure 19 using structural equation modeling (SEM). SEM will allow us to test the 

relationship between the independent variables and all three dependent variables 

simultaneously.

Ninth, this thesis identified that family-work interference has a different 

etiology than either role overload or work-family interference. Furthermore,
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Karasek’s model is not as helpful in understanding family-work interference 

(relative to role overload and work-family interference). Therefore, future 

research should involve exploring other theoretical models in order to identify 

antecedents and potential moderators of family-work interference.

Tenth, differences between sectors (i.e. private, public, not for profit) and 

industries were not considered in the thesis analysis. Ferrer and Gagne (2006), 

using the WES dataset, report that the availability of alternative work 

arrangements varied by industry. Future research could examine the 

differences in alternative work arrangement usage by industry and sector. 

Duxbury and Higgins (2005) report that those respondents in the not for profit 

sector reported higher levels of work-family interference (relative to those 

working in public or private sector). Therefore, future research could examine 

the role of industry in predicting work-life conflict.

Eleventh, part-timers were screened out of the subsample analyzed in this 

thesis. Future research could examine the applicability of the thesis models to 

part-timers and examine whether working part-time reduces work-life conflict.

Twelfth, composite measures of work and non-work demands were used 

when analyzing the data in this thesis. The discrete items that comprise non

work demands such as hours spent per week in childcare or caring for elderly 

relatives were not analyzed individually. Research by Duxbury and Higgins 

(2005) indicates primary responsibility for child care was a main predictor of 

family-work interference. Future research could examine the relationship 

between these individual items of non-work demands and work-life conflict and
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examine both gender and job type differences in the level of these non-work 

demands.
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Appendix A Summary of Relevant Survey Questions

A summary of relevant questions/items from the Duxbury/Higgins 

Balancing Work, Family and Lifestyle National Study are provided below. 

Supervisory Support (Question 7)

Using a five-point likert scale (1=strongly disagree, 3=neutral, 5=strongly agree), 
respondents answered the following sixteen questions:
My manager/supervisor:

Gives recognition when I do my job well
Provides constructive feedback when performance standards are not met 
Makes it clear what is expected of me (i.e. good at communicating goals, 
objectives, how to proceed)
Listens to my concerns
‘Puts me down” in front of colleagues or clients
Shares information with me
Is available to answer questions
Only talks to me when I make a mistake
Makes me feel guilty about time off for personl/family reasons
Focuses on hours of work rather than output
Is effective at planning the work to be done
Asks for input before making decisions that affect my work
Has unrealistic expectations about how much work can be done
Provides me with challenging opportunities
Supports my decisions (with clients, upper management)
Puts in long hours and expects me to do the same

Demands (Question 9)

At present, approximately how many hours per week do you spend:

Driving or commuting to and from work
In paid employment
Working at home outside regular hours
In home chores and errands
In child care or activities with your children
Caring for elderly relatives or dependents
In educational activities (i.e. taking night courses, training for work)
In volunteer activities/community work
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Perceived Flexibility (Question 13)

Using a five-point likert scale (1=very difficult 3=neither easy nor difficult, 5=very 
easy), respondents answered the following ten questions:

How easy or difficult is it for you:

To vary your working hours (i.e. arrival and departure times)?
To spend some of your regular work day working at home?
To take your holidays when you want?
To take time off to attend a course or conference?
To interrupt your work day for personal/family reasons and then return?
To take a paid day off work when a child is sick?
To take a paid day off work when an elderly relative needs you?
To have meals with the family?
To be home when your children get home from school?
To arrange your work schedule (i.e. shifts, overtime) to meet family/personal 
commitments?

Work-Life Conflict (Question 16)

Using a five-point likert scale (1=strongly disagree, 3=neutral, 5=strongly agree), 
respondents answered the following fifteen questions. The author of this thesis 
has added the following short form to clarify which questions reflect role overload 
(RO), family-work interference (FWC) and work-family interference (WFC):

To what extent do you agree or disagree with the following statements:

I feel I have more to do than I can comfortably handle (RO)
I feel physically drained when I get home from work (RO)
I feel emotionally drained when I get home from work (RO)
I feel I have to rush to get everything done each day (RO)
I feel I don’t have enough time for myself (RO)
Making arrangements for children while I work involves a lot of effort (FWC) 
Making arrangements for elderly relatives while I work involves a lot of effort 
(FWC)
My work schedule often conflicts with my personal life (WFC)
My family dislikes how often I am preoccupied with work while at home (WFC) 
The demands of my job make it difficult to be relaxed at home (WFC)
My work takes time I would like to spend with family or friends (WFC)
My work makes it hard to be the kind of partner I would like to be (WFC)
My work makes it hard to be the kind of parent I would like to be (WFC)
My family/personal life often keeps me from spending the amount of time I would 
like on my job/career (FWC)
My family/personal life often interferes with my responsibilities at work (i.e. 
getting to work on time, ability to work overtime) (FWC)
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Alternative Work Arrangements (Question 17)

Please FILL in the oval for the phrase that best describes how your employment 
is arranged:

REGULAR: you work a set number of hours each week, arriving and departing at 
the same time each day.
FLEXTIME: you vary your arrival and departure times around a “core” time when 
you should be at work.
COMPRESSED WORK WEEK: you get one working day off every week or two in 
return for longer hours.
WORK AT HOME: you spend part of your regular work week working at home. 

Shiftwork (Question 18)

Do you work shifts?

NO
Yes, I work a fixed shift 
Yes, I work a rotating shift

Gender (Question 46)

Are you male or female?

Job Type (Question 59)

Please FILL in the oval for the answer which best fits most of the work:

You do:
Managerial
Professional
Technical
Administrative
Clerical
Retail
Production
Other
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Appendix B Checking Assumptions of Regression

Appendix B.1 Checking Assumptions of Normality-Dependent Variables

Histogram (Role Overload)
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Probability Plots (Role Overload)

Normal P-P Plot of ro
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Histogram (Work-Family Interference)
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Probability Plots (Work-Family Interference)

Normal P-P Plot of wfc
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Histogram (Family-Work Interference)

fwc

4,000-

3,000-

2,000-

1,000-

i M m i
3.00

fwc

Jnn 0
0.00 1.00 2.00 4.00 5.00 6.00

Mean = 2.2234 
Std. Dev. = 0.94941 
N= 16,366

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



404

Probability Plots (Family-Work Interference)

Normal P-P Plot of fwc
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Appendix B.2 Checking Assumptions of Linearity and Homoscedasticity 

Scatterplots (Work Demands and Role Overload)
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Scatterplots (Non-Work Demands and Role Overload)

Scatterplot 

Dependent Variable: ro

2 -

1-  

0-

- 1-  

- 2 -  

- 3 -  

-4
I I t I I I I  I

-2 -1 0 1 2 3 4 5

x-axis Regression Standardized Predicted Value 

y-axis Regression Standardized Residual

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



407

Scatterplots (Work Demands and Work-Family Interference)
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Scatterplots (Non-Work Demands and Work-Family Interference)
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Scatterplots (Work Demands and Family-Work Interference)
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Scatterplots (Non-Work Demands and Family-Work Interference)
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Appendix C Summary of Testing Strain and Buffer Hypotheses

The first table below summarizes Thesis Model 1 and the covariates, 

independent, moderator and dependent variables for both strain and buffer 

hypotheses. It was decided not re-create summary tables for Models 2 and 3 

since the tables would be identical except for the dependent variables. Work- 

family interference and family-work interference are the dependent variables for 

Models 2 and 3 respectively.

Summary of Regressions Used to Test Hypotheses Associated with Model 1

a. The Strain Hypotheses

Hypothesis Dependent Variable Independent
Variable

Co-variates

R01 Role Overload Work Demands Gender, Job Type, 
Non-work Demands

R02 Role Overload Non-work
Demands

Gender, Job Type, 
LWork Demands

R03a Role Overload Flextime (vs. 
regular week)

Gender, Job Type, 
Work Demands, Non
work Demands

R03b Role Overload CWW (vs. 
regular week)

Gender, Job Type, 
Work Demands, Non
work Demands

R03c Role Overload Telework (vs. 
regular)

Gender, Job Type, 
Work Demands, Non
work Demands

R04 Role Overload Shiftwork Gender, Job Type, 
Work Demands, Non
work Demands

R05 Role Overload Perceived
Flexibility

Gender, Job Type, 
Work Demands, Non
work Demands

R06 Role Overload Supervisor
Support

Gender, Job Type, 
Work Demands, Non
work Demands
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b. The Buffer Hypotheses

Hypothesis Dependent
Variable

Moderator
Variable

Co-variates

R07a Role
Overload

Flextime x Work 
Demands

Gender, Job Type, Work 
Demands, Non-work Demands, 
Flextime

R07b Role
Overload

CWW x Work 
Demands

Gender, Job Type, Work 
Demands, Non-work Demands, 
CWW

R07c Role
Overload

Telework x Work 
Demands

Gender, Job Type, Work 
Demands, Non-work Demands, 
Telework

R07d Role
Overload

Shiftwork x Work 
Demands

Gender, Job Type, Work 
Demands, Non-work Demands, 
Shiftwork

R08 Role
Overload

Perceived 
Flexibility x Work 
Demands

Gender, Job Type, Work 
Demands, Non-work Demands, 
Perceived Flexibility

R09 Role
Overload

Supervisor 
Support x Work 
Demands

Gender, Job Type, Work 
Demands, Non-work Demands, 
Supervisor Support

RO10a Role
Overload

Flextime x Non
work Demands

Gender, Job Type, Work 
Demands, Non-work Demands, 
Flextime

RO10b Role
Overload

CWW x Non
work Demands

Gender, Job Type, Work 
Demands, Non-work Demands, 
CWW

ROIOc Role
Overload

Telework x Non
work Demands

Gender, Job Type, Work 
Demands, Non-work Demands, 
Telework

ROIOd Role
Overload

Shiftwork x Non
work Demands

Gender, Job Type, Work 
Demands, Non-work Demands, 
Shiftwork

R011 Role
Overload

Perceived 
Flexibility x 
Non-work 
Demands

Gender, Job Type, Work 
Demands, Non-work Demands, 
Perceived Flexibility

R012 Role
Overload

Supervisor 
Support x 
Non-work 

I Demands

Gender, Job Type, Work 
Demands, Non-work Demands, 
Supervisor Support
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Summary of Regressions Used to Test Hypotheses Associated with Model Four

a. The Direct Hypotheses

Hypothesis Dependent
Variable

Independent
Variable

Co-variates

PFLEXIa Perceived
Flexibility

Flextime Gender, Job Type, Work 
Demands, Non-work 
demands

PFLEXIb Perceived
Flexibility

CWW Gender, Job Type, Work 
Demands, Non-work 
demands

PFLEXIc Perceived
Flexibility

Telework Gender, Job Type, Work 
Demands, Non-work 
demands

PFLEX2 Perceived
Flexibility

Shiftwork Gender, Job Type, Work 
Demands, Non-work 
demands

PFLEX3 Perceived
Flexibility

Supervisor
Support

Gender, Job Type, Work 
Demands, Non-work 
demands

b. The Interaction Hypotheses

Hypothesis Dependent
Variable

Moderator
Variable

Co-variates

PFLEX4a Perceived
Flexibility

Flextime x
Supervisor
Support

Gender, Job Type, Work 
Demands, Non-work 
demands, Flextime, 
Supervisor Support

PFLEX4b Perceived
Flexibility

CWW x Supervisor 
Support

Gender, Job Type, Work 
Demands, Non-work 
demands, CWW, 
Supervisor Support

PFLEX4C Perceived
Flexibility

Telework x 
Supervisor 
Support

Gender, Job Type, Work 
Demands, Non-work 
demands, Telework, 
Supervisor Support

PFLEX5 Perceived
Flexibility

Shiftwork x 
Supervisor 
Support

Gender, Job Type, Work 
Demands, Non-work 
demands, Shiftwork, 
Supervisor Support
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Appendix D Unstandardized and Standardized Coefficients for Models 1-4

Unstandardized and Standardized Coefficients for Model One (Role Overload)

Strain Hypotheses (ROH1 and ROH2)

ROH1
and
ROH2

ROH1 and 
ROH2

ROH1 and 
RO H 2

Variables b P Beta
Gender .153 <.001 .170
Job Type -.057 <.001 -.064
W D .017 <.001 .182
NW D .011 <.001 .146

NOTE: b=unstandardized coefficients; p= pvalue and Beta=standardized 
coefficients

Strain Hypotheses (ROH3a and ROH3b)

ROH3a ROH 3a ROH 3a ROH3b ROH3b ROH3b
Variables b P Beta b P Beta
Gender .152 <.001 .169 .152 <.001 .168
Job Type -.062 <.001 -.070 -.065 <.001 -.073
W D .018 <.001 .187 .018 <001 .176
NW D .011 <.001 .141 .011 <.001 .143
Flextime -.018 .031 -.018 - - -

C W W - - - .026 .008 .023

Strain Hypotheses (ROH3c and ROH4)

ROH3c ROH3C ROH3c RO H 4 ROH4 ROH4
Variables b P Beta b P Beta
Gender .155 <.001 .170 .153 <.001 .170
Job Type -.068 <.001 -.075 -.057 <.001 -.064
W D .018 < 001 .181 .017 <.001 .182
NW D .010 <.001 .135 .011 <.001 .146
Telework .001 .985 .000 - - -

Shiftwork - - - -.005 .606 -.004
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Strain Hypotheses (ROH5 and ROH6)

ROH5 R O H 5 ROH5 RO H 6 ROH6 ROH6
Variables b P Beta b P Beta
Gender .124 <.001 .138 .163 <.001 .181
Job Type -.059 <.001 -.067 -.067 <.001 -.075
W D .013 <.001 .136 .016 <.001 .169
N W D .009 <.001 .116 .010 < 001 .134
Perceived
Flexibility

-.307 <.001 -.312 - - -

SS - - - -.278 <.001 -.236

Buffer Hypotheses (ROH7a and ROH7b)

RO H 7a R O H 7a ROH7a ROH7b ROH7b ROH7b
Variables b P Beta b P Beta
G ender .152 <.001 .169 .152 <.001 .168
Job Type -.062 <.001 -.070 -.065 <.001 -.073
W D .018 <.001 .186 .017 <.001 .171
N W D .011 <.001 .141 .011 <.001 .143
Flextime -.017 .048 -.017 - - -

C W W - - - .026 .007 .023
W D  x 
Flextime

.000 .758 .003 - - "

W D  x 
C W W

- - -.001 .494 -.008

Buffer Hypotheses (ROH7c and ROH7d)

ROH7c ROH 7c ROH7c ROH7d ROH7d ROH7d
Variables b P Beta b P Beta
Gender .155 <.001 .170 .153 <.001 .170
Job Type -.068 <.001 -.075 -.055 <.001 -.062
W D .017 <.001 .177 .015 <.001 .152
NW D .010 <.001 .135 .011 < 001 .147
Telework .003 .929 .001 - - -

Shiftwork - - - .006 .569 .004
W D  x 
T elework

.000 .863 -.005 - - -

W D  x 
Shiftwork

- - “ -.004 <.001 -.047
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Buffer Hypotheses (ROH8 and ROH9)

ROH8 ROH8 R O H 8 ROH9 ROH9 ROH9
Variables b P Beta b P Beta
G ender .125 <.001 .139 .163 <.001 .181
Job Type -.059 <.001 -.067 -.067 < 0 0 1 -.075
W D .013 <.001 .140 .016 <.001 .170
N W D .009 <.001 .115 .010 <.001 .134
Perceived
Flexibility

-.313 <.001 -.318 - - -

Supervisor
Support

- - - -.282 <.001 -.239

W D  x 
Pflex

.003 <.001 .030 - - -

W D x S S - - - .002 .022 .017

Buffer Hypotheses (ROHlOa and 10b)

R O H lO a R O H lO a R O H lO a R O H10b ROH10b R O H 10b
Variables b P Beta b P Beta
Gender .152 <.001 .169 .152 <.001 .168
Job Type -.062 <.001 -.070 -.065 < 001 -.073
W D .018 <.001 .187 .018 <.001 .176
N W D .011 <.001 .146 .012 <.001 .152
Flextime -.017 .033 -.018 - - -

C W W - - - .025 .009 .023
N W D  x 
Flextime

.001 .229 .011 - - -

N W D  x 
C W W

- - - .001 .139 .016

Buffer Hypotheses (ROHIOc and ROHIOd)

R O H IO c R O H IO c R O H IO c R O H IO d ROHIOd R O H IO d
Variables b P Beta b P Beta
G ender .155 <.001 .170 .153 <.001 .170
Job Type -.068 < 001 -.075 -.057 <.001 -.064
W D .018 <.001 .181 .017 <.001 .182
N W D .010 <.001 .129 .011 <.001 .145
Telework .001 .967 .000 - - -

Shiftwork - - - -.005 .603 -.004
N W D  x 
Telework

.000 .871 -.006 - -

N W D  x 
Shiftwork

- - - .000 .823 -.002
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Buffer Hypotheses (ROH11 and ROH12)

ROH11 ROH11 ROH11 ROH12 ROH12 ROH12
Variables b P Beta b P Beta
Gender .125 <.001 .139 .162 <.001 .181
Job Type -.060 <.001 -.067 -.067 <.001 -.076
W D .013 <.001 .136 .016 <.001 .169
N W D .009 <.001 .117 .010 <.001 .135
Perceived
Flexibility

-.307 <.001 -.311 - - “

Supervisor
Support

- - - -.280 <.001 -.238

N W D  x 
Pflex

.002 .003 .021 - - “

N W D  x SS - - - .003 <.001 .030

Unstandardized and Standardized Coefficients for Model Two (Work-Family 
Interference)

Strain Hypotheses (WFIH1 and WFIH2)

W FIH1
and
W FIH 2

W FIH1 and 
W FIH 2

W FIH1 and 
W FIH 2

Variables b P Beta
Gender .009 .215 .009
Job Type -.132 <.001 -.130
W D .029 <.001 .266
NW D .010 <.001 .110

NOTE: b=unstandardized coefficients; p=pvalue and Beta=standardized 
coefficients

Strain Hypotheses (WFIH3a and WFIH3b)

W FIH 3a W FIH 3a W FIH 3a W FIH 3b W FIH3b W FIH 3b
Variables b P Beta b P Beta
Gender .010 .226 .010 .006 .510 .006
Job Type -.138 <.001 -.135 -.142 < 001 -.140
W D .029 <.001 .270 .028 < 001 .250
NW D .010 <.001 .108 .010 <.001 .110
Flextime .002 .856 .001 - - -

C W W - - - -.004 .701 -.003
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Strain Hypotheses (WFIH3c and WFIH4)

W FIH 3c WFIH3C W FIH 3c W FIH 4 W FIH 4 W FIH 4
Variables b P Beta b P Beta
Gender .009 .381 .008 .011 .149 .011
Job Type -.149 <.001 -.145 -.131 <.001 -.130
W D .029 <.001 .257 .029 <.001 .264
NW D .009 <.001 .107 .010 <.001 .112
Telework .036 .345 .009 - - -

Shiftwork - - - .119 <.001 .083

Strain Hypotheses (WFIH5 and WFIH6)

W FIH 5 W FIH 5 W FIH 5 W FIH 6 W FIH 6 W FIH 6
Variables b P Beta b P Beta
Gender -.030 <.001 -.030 .023 <.001 .023
Job Type -.136 <.001 -.134 -.147 <.001 -.145
W D .023 <.001 .210 .027 <.001 .250
NW D .006 <.001 .072 .008 <.001 .095
Perceived
Flexibility

-.431 <.001 -.385 - - -

SS - - - -.391 <.001 -.292

Buffer Hypotheses (WFIH7a and WFIH7b)

W FIH 7a W FIH 7a W FIH 7a W FIH 7b W FIH 7b W FIH 7b
Variables b P Beta b P Beta
Gender .010 .232 .010 .006 .491 .006
Job Type -.138 <.001 -.136 -.142 <.001 -.139
W D .029 <.001 .271 .027 <.001 .241
NW D .010 <.001 .108 .010 <.001 .110
Flextime .000 .958 .000 - - -

C W W - - - -.004 .728 -.003
W D  x 
Flextime

.000 .668 .004 - -

W D  x 
C W W

- - - -.002 .233 .014
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Buffer Hypotheses (WFIH7c and WFIH7d)

W FIH 7c W FIH 7c W FIH 7c W FIH7d W FIH 7d W FIH 7d
Variables b P Beta b P Beta
Gender .009 .381 .008 .012 .118 .012
Job Type -.149 <.001 -.145 -.129 <.001 -.127
W D .029 < 0 0 1 .257 .024 <.001 .218
N W D .009 <.001 .107 .010 <.001 .112
Telework .036 .393 .009 - - -

Shiftwork - - - .138 <.001 .096
W D  x 
Telework

.000 .993 .000 - -

W D  x 
Shiftwork

-.008 <.001 -.074

Buffer Hypotheses (WFIH8 and WFIH9)

W FIH 8 W FIH 8 W FIH 8 W FIH 9 W FIH 9 W FIH 9
Variables b P Beta b P Beta
Gender -.030 <.001 -.029 .024 .001 .023
Job Type -.136 <.001 -.134 -.146 <.001 -.144
W D .023 <.001 .213 .027 <.001 .252
N W D .006 <.001 .072 .008 <.001 .095
Perceived
Flexibility

-.436 <.001 -.389 - -

Supervisor
Support

- - - -.399 < 001 -.298

W D  x 
Pflex

.002 .004 .020 - - -

W D x S S - - - .004 <.001 .028

Buffer Hypotheses (WFIHlOa and WFIHlOb)

W FIHlO a W FIHlO a W FIHlOa WFIHlOb W FIHlOb WFIHlOb
Variables b P Beta b P Beta
Gender .010 .226 .010 .006 .510 .006
Job Type -.138 <.001 -.135 -.142 <.001 -.140
W D .029 <001 .270 .028 <.001 .250
NWD .010 <001 .109 .010 <.001 .113
Flextime .002 .853 .002 - - -

CW W - - - -.004 .690 -.003
NWD x Flextime .000 .749 .003 - - -

NWD x CWW - - - .000 .664 .005
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Buffer Hypotheses (WFIHIOc and WFIHIOd)

W FIHIOc W FIHIOc W FIHIO c W FIH IO d W FIH IO d W FIH IO d
Variables b P Beta b P Beta
Gender .009 .384 .008 .011 .146 .011
Job Type -.149 <.001 -.145 -.131 <.001 -.129
W D .029 <.001 .257 .029 <.001 .264
NWD .011 <.001 .125 .010 <.001 .117
Telework .033 .386 .008 - - -

Shiftwork - - - .119 <.001 .083
NW D x Telework .002 .607 .018 - - -

NW D x Shiftwork - - - .001 .386 .009

Buffer Hypotheses (WFIH11 and WFIH12)

W FIH 11 WFIH11 W FIH 11 W FIH 12 W FIH 12 W FIH 12
Variables b P Beta b P Beta
Gender -.030 <.001 -.030 .023 .001 .023
Job Type -.136 <.001 -.134 -.147 <.001 -.145
W D .023 <.001 .210 .027 <.001 .250
NW D .006 <.001 .072 .008 <.001 .095
Perceived
Flexibility

-.431 <.001 -.385 - - -

Supervisor
Support

- - - -.392 <.001 -.292

N W D  x 
Pflex

-.001 .296 -.007 - - -

N W D  x SS - - - .001 .526 .004

Unstandardized and Standardized Coefficients for Model Three (Family-Work 
Interference)

Strain Hypotheses (FWIH1 and FWIH2)

FW IH1
and
FW IH 2

FWIH1 and 
FW IH2

FW IH1 and 
FW IH 2

Variables b P Beta
Gender -.005 .485 -.005
Job Type -.025 .001 -.027
W D .003 .001 .025
NW D .019 <.001 .235

NOTE: b=unstandardized coefficients; p=pvalue and Beta=standardized 
coefficients
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Strain Hypotheses (FWIH3a and FWIH3b)

FW IH3a FW IH 3a FW IH 3a FW IH3b FW IH 3b FW IH 3b
Variables b P Beta b P Beta
G ender -.004 .589 -.005 -.001 .925 -.001
Job Type -.022 .006 -.024 -.034 <.001 -.036
W D .002 .062 .016 .004 <.001 .041
N W D .019 <.001 .235 .018 <.001 .227
Flextime .027 .002 .025 - - -

C W W - - - .016 .136 .013

Strain Hypotheses (FWIH3c and FWIH4)

FW IH3c FWIH3C FW IH3c FW IH4 FW IH 4 FW IH 4
Variables b P Beta b P Beta
Gender .000 .984 .000 -.005 .469 -.006
Job Type -.031 .001 -.033 -.025 .001 -.027
W D .003 .004 .029 .003 .001 .026
NW D .018 < 001 .223 .019 < 0 0 1 .235
Telework .089 .014 .024 - - -

Shiftwork - - - -.015 .141 -.011

Strain Hypotheses (FWIH5 and FWIH6)

FW IH5 FW IH 5 FW IH5 FW IH6 FW IH6 FW IH 6
Variables b P Beta b P Beta
Gender -.020 .006 -.021 .001 .893 .001
Job Type -.027 <.001 -.028 -.032 <.001 -.033
W D .000 .735 .003 .002 .023 .018
NW D .018 <.001 .219 .019 <.001 .227
Perceived
Flexibility

-.163 <.001 -.155 - - -

Supervisor
Support

- -.173 <.001 -.138

Buffer Hypotheses (FWIH7a and FWIH7b)

FW IH7a FW IH 7a FW IH 7a FW IH7b FW IH7b FW IH 7b
Variables b P Beta b P Beta
Gender -.004 .664 -.004 -.001 .876 -.001
Job Type -.022 .007 -.023 -.035 <.001 -.037
W D .001 .447 .007 .006 <.001 .060
NW D .019 < 001 .235 .018 <.001 .227
Flextime .035 <.001 .033 - - -

C W W - - - .015 .157 .012
W D  x 
Flextime

-.003 .002 -.028 - -

W D  x 
C W W

- - - .003 .012 .030
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Buffer Hypotheses (FWIH7c and FWIH7d)

FW IH 7c FWIH7C FWIH7C FW IH7d FW IH7d FW IH7d
Variables b P Beta b P Beta
Gender .000 .998 .000 -.005 .471 -.006
Job Type -.031 .001 -.033 -.025 .001 -.026
W D -.001 .684 -.012 .002 .017 .024
NW D .018 < 001 .223 .019 < 0 0 1 .235
Telework .114 .004 .031 - - -

Shiftwork - - - -.014 .166 -.011
W D  x 
Telework

-.005 .134 -.044 - - “

W D  x 
Shiftwork

“ - - .000 .833 -.002

Buffer Hypotheses (FWIH8 and FWIH9)

FW IH8 FW IH 8 FW IH8 FW IH 9 FW IH9 FW IH9
Variables b P Beta b P Beta
Gender -.020 .006 -.021 .001 .879 .001
Job Type -.026 <.001 -.028 -.031 <.001 -.033
W D .001 .416 .006 .002 .016 .019
NW D .018 <.001 .219 .019 <.001 .227
Perceived
Flexibility

-.169 <.001 -.161 - - -

Supervisor
Support

- - - -.176 <.001 -.140

W D  x 
Pflex

.003 <.001 .029 - - -

W D  x SS - - - .002 .116 .012

Buffer Hypotheses (FWIHlOa and FWIHlOb)

FW IHlOa FW IHlOa FW IHlOa FWIHlOb FWIHlOb FWIHlOb
Variables b P Beta b P Beta
Gender -.004 .597 -.004 -.001 .924 -.001
Job Type -.022 .006 -.023 -.034 <.001 -.036
WD .002 .058 .016 .004 <.001 .041
NWD .020 <.001 .245 .019 <.001 .230
Flextime .027 .002 .026 - - -

CW W - - - .015 .140 .013
NWD x 
Flextime

.002 .020 .021 - - -

NWD x 
CW W

- - .000 .701 .004
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Buffer Hypotheses (FWIHIOc and FWIHIOd)

FW IHIOc FWIHIOc FW IHIOc FW IHIO d FW IH IO d FW IH IO d
Variables b P Beta b P Beta
Gender .000 .974 .000 -.006 .457 -.006
Job Type -.031 .001 -.033 -.026 .001 -.027
W D .033 .004 .029 .003 .001 .026
NWD .015 <.001 .188 .018 <.001 .222
Telework .094 .011 .025 - - -

Shiftwork - - - -.015 .132 -.011
NWD x 
Telework

-.003 .313 -.037 - - -

NWD x 
Shiftwork

- - -.002 .067 -.019

Buffer Hypotheses (FWIH11 and FWIH12)

FW IH11 FWIH11 FW IH11 FW IH12 FW IH 12 FW IH 12
Variables b P Beta b P Beta
Gender -.020 .006 -.021 .001 .895 .001
Job Type -.027 <001 -.028 -.032 <.001 -.033
W D .000 .733 .003 .002 .023 .018
NW D .018 <.001 .219 .019 <.001 .227
Perceived
Flexibility

-.163 <.001 -.155 - - -

Supervisor
Support

- - - -.173 <.001 -.138

NW D  x 
Pflex

.000 .774 -.002 - - -

NW D  x SS - - - .000 .805 .002

Unstandardized and Standardized Coefficients for Model Four (Perceived 
Flexibility)

Direct Hypotheses (PFLEXHIa and PFLEXHIb)

PFLEXH
1a

P FL E X Ia PFLEX
1a

PFLEXH
1b

PFLEXH
1b

PFLEXH
1b

Variables b P Beta b P Beta
Gender -.098 <001 -.108 -.099 <.001 -.107
Job Type .008 .305 .009 .027 .001 .030
W D -.015 <.001 .160 -.015 <.001 -.146
NW D -.007 <001 -.094 -.008 <.001 -.107
Flextime .193 <.001 .194 - - -

C W W - - - .115 <.001 .101

NOTE: b=unstandardized coefficients; p=pvalue and Beta=standardized 
coefficients
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Direct Hypotheses (PFLEXHIc)

PFLEXH
1c

PFLEXH
1c

PFLEXH
1c

Variables b P Beta
Gender -.111 <.001 -.120
Job Type .023 .013 .025
W D -.015 <.001 -.151
NW D -.008 <.001 -.101
Telework .455 <.001 .127

Direct Hypotheses (PFLEXH2 and PFLEXH3)

PFLEX
H2

PFLEX
H2

PFLEX
H2

PFLEX
H3

PFLEX
H3

PFLEX
H3

Variables b P Beta b P Beta
Gender -.096 <.001 -.105 -.106 < 001 -.116
Job Type -.010 .133 -.012 .005 .440 .006
W D -.014 <.001 -.142 -.012 <.001 -.129
NW D -.008 <.001 -.102 -.006 <.001 -.082
Shiftwork -.285 <.001 -.223 - - -

Supervisor
Support

“ .382 <.001 .320

Interaction Hypotheses (PFLEXH4a and PFLEXH4b)

PFLEXH
4a

PFLEXH
4a

PFLEXH
4a

PFLEXH
4b

PFLEXH
4b

PFLEXH
4b

Variables b P Beta b P Beta
Gender -.111 <.001 -.123 -.115 <.001 -.124
Job Type .020 .005 .023 .041 <.001 .044
W D -.013 <.001 -.140 -.013 <.001 -.127
NW D -.006 <.001 -.078 -.007 <.001 -.089
Flextime .175 <.001 .176 - - -

C W W - - - .120 <.001 .105
Telework - - - - - -

SS .361 <.001 .303 .383 <.001 .323
SS x 
Flextime

-.024 .022 -.020 - - -

SS x 
C W W

" - - -.003 .822 -.002

SS x 
Telework

' “ - - - - -
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Interaction Hypotheses (PFLEXH4c and PFLEXH5)

PFLEXH
4c

PFLEXH
4c

PFLEXH
4c

PFLEXH5 PFLEX H 5 PFLEXH5

Variables b P Beta b P Beta
Gender -.126 <.001 -.136 -.108 <.001 -.119
Job Type .037 <.001 .040 .004 .593 .004
W D -.013 <.001 -.130 -.012 .001 -.125
NW D -.007 <.001 -.083 -.007 .001 -.086
Telework .444 <.001 .124 - - -

Shiftwork - - - -.256 <.001 -.201
Supervisor
Support

.362 <.001 .306 .368 <.001 .307

SS x 
Telework

-.025 .596 -.021 - - -

SS x 
Shiftwork

.005 .697 .004
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Appendix E Comparison of Change in R2 (Models 1, 2, 3 and 4)

Strain Hypotheses (Models 1-3)

Hypothesis RO RO W FI W FI FW I FWI
Total R2 Change in 

R2 by 
adding IV

Total R2 Change in R2 
by adding IV

Total R2 Change  
in R 2 by 
adding 
IV

H1 (W D  
positively 
associated 
W LC)

8.1% 3.1% 11.5% 6.7% 5.7% 0.1%

H2 (NW D  
positively 
associated 
W LC)

8.1% 2.1% 11.5% 1.3% 5.7% 5.5%

H3a (Flex 
negatively 
associated 
W L C )

8.2% 0.1% 11.9% 0% 5.7% 0%

H3b (C W W  
negatively 
associated 
W LC)

7.9% 0.1% 10.8% 0% 5.6% 0%

H3c
(Telework 
negatively 
associated 
with W LC)

7.9% 0% 11.5% 0% 5.4% 0.1%

H4
(Shiftwork 
positively 
associated 
with W LC )

8.1% 0% 12.2% 0.7% 5.7% 0%

H5 (Pflex 
negatively 
associated 
with W LC

17.5% 9.4% 25.7% 14.2% 8.0% 2.3%

H6 (SS  
negatively 
associated 
with W LC)

13.6% 5.5% 19.9% 8.4% 7.6% 1.9%
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Buffer Hypotheses (Models 1-3)

Hypothesis RO RO W FI W FI FW I FWI
Total R2 Change  

in R2 by 
adding 
I V x M V

Total R2 Change 
in R2 by 
adding 
IV x M V

Total
R2

Change in 
R2 by
adding IV x 
MV

H7a (Flex moderates 
W D  and W LC )

8.2% 0% 11.9% 0% 5.8% 0.1%

H7b (C W W  moderates 
W D  and W LC )

7.9% 0% 10.8% 0% 5.6% 0%

H7c (Telework 
moderates W D  and 
W LC )

7.9% 0% 11.5% 0% 5.4% 0%

H7d (Shiftwork 
moderates W D  and 
W LC )

8.2% 0.1% 12.5% 0.3% 5.7% 0%

H8 (Pflex moderates 
W D  and W LC)

17.5% 0.1% 25.7% 0% 8.1% 0.1%

H9 (Supervisor support 
moderates W D  and 
W LC )

13.6% 0% 20.0% 0.1% 7.6% 0%

H10a (Flextime 
moderates N W D  and 
W LC )

8.2% 0% 11.9% 0% 5.8% 0.1%

H 10b (C W W  moderates 
N W D  and W LC )

7.9% 0% 10.8% 0% 5.6% 0%

H10c (Telework 
moderates N W D  and 
W LC)

7.9% 0% 11.5% 0% 5.4% 0%

H10d (Shiftwork 
moderates N W D  and 
W LC )

8.1% 0% 12.2% 0% 5.7% 0%

H 11 (Pflex moderates 
N W D  and W LC )

17.5% 0% 25.7% 0% 8.0% 0%

H 12 (SS moderates 
N W D  and W LC )

13.7% 0.1% 19.9% 0% 7.6% 0%
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Direct Hypotheses (Model 4)

Hypothesis Total R Change in 
R2 by 
adding IV

PFLEXH 1a (Flextime positively associated with 
perceived flexibility)

7.6% 3.7%

PFLEXIb (CWW positively associated with 
perceived flexibility)

5.4% 1.1%

PFLEXHIc (Telework positively associated with 
perceived flexibility)

5.7% 1.6%

PFLEXH2 (Shiftwork negatively associated with 
perceived flexibility)

8.7% 5.0%

PFLEXH3 (Supervisor support positively 
associated with perceived flexibility)

13.8% 10.1%

Interaction Hypotheses (Model 4)

Hypothesis Total R2 Change in 
R2 by adding 
IV x MV

PFLEX4a (Supervisor support moderates flextime and 
perceived flexibility)

17.3% 0%

PFLEX4b (Supervisor support moderates CWW and 
perceived flexibility)

15.8% 0%

PFLEX4c (Supervisor support moderates telework and 
perceived flexibility)

16.3% 0%

PFLEX5 (Supervisor support moderates shiftwork and 
perceived flexibility)

17.9% 0%
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