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Abstract 

The current study uses the Job Demands-Resources model to study work-life conflict. 
Data was collected using an online survey from 662 women working in diverse 
industries. Results support the existence of a dual process whereby job demands affect 
work-family conflict and job resources, specifically job control and supervisor support, 
impact job satisfaction, affective commitment, and turnover intentions. Job resources 
were found to directly impact work-life conflict as well. Findings indicate that work-
family conflict mediates the relationships between job demands and job satisfaction, 
affective commitment, and turnover intentions. In addition to its theoretical contribution, 
the study also provides practical guidance to organizations by showing that job control 
and supervisor support can be used to mitigate the negative effects of work-life conflict. 

 
Introduction 

 
Work-family conflict is an ever-increasing concern for organizations. Demographic 

trends, especially the increase in dual-career couples and single-parent households, have 
resulted in more and more employees struggling to meet the competing demands of work 
and family. Technology that makes it harder for employees to disconnect from work and 
reduced labor forces as a result of the recession have only increased the likelihood of 
work interfering with people’s personal lives. Because work-family conflict is related to 
negative outcomes, such as lower job satisfaction, researchers have sought to identify the 
factors that influence work-family conflict so that organizations might find ways of 
reducing it.   

Many studies have found that high job demands lead to work-life conflict. Research 
has also shown that job resources may help to reduce work-life conflict. The purpose of 
the present study is to increase our understanding of how job demands and resources 
relate to work-family conflict and employee outcomes. In order to do so, the Job 
Demands-Resources model is used to investigate work-family conflict, its antecedents, 
and its consequences. Both job demands and job resources, specifically job control and 
supervisor support, are examined in order to determine their relationship with work-life 
conflict and key employee outcomes. 
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Theory and Hypotheses 

Work-family conflict  
The majority of work-family conflict models depict work-family conflict as a 

mediator variable, proposing that certain antecedent variables influence work-life 
conflict, which in turn is related to a variety of employee outcomes. A limited number of 
outcome variables, typically life and job satisfaction, have been studied in relation to 
work-family conflict (Carr, Boyar, & Gregory, 2008). Thus researchers have called for 
expanded models that include additional outcome variables (Greenhaus, Parasuraman, & 
Collins, 2001). For example, Frone, Russell, and Cooper (1992) predicted that turnover 
intentions would be related to work-family conflict. Another outcome variable that has 
been related to work-life conflict is organizational commitment (Carr et al., 2008).   

A much larger number of antecedents of work-life conflict has been studied. A 
significant amount of consideration has been given to job demand variables, such as work 
role conflict or work time demands (Carr et al., 2008). More recently interest has shifted 
to include resources that may help individuals meet job demands. Two resources that 
have received a fair amount of attention are job control and social support.   

In the area of job control, Moen and her colleagues studied the impact of control over 
work time and found that giving employees more choice over the timing and location of 
their work was related to lower levels of work-family conflict (Moen, Kelly, & Huang, 
2008). Kossek and her colleagues showed that higher psychological job control was 
related to lower levels of work-family conflict (Kossek, Lautsch, & Eaton, 2006). In 
looking at social support, Allen found that a family-supportive work environment was 
related to lower levels of work-family conflict (Allen, 2001). Thomas and Ganster (1995) 
showed that family-supportive interventions increased employees’ perceptions of control, 
which in turn reduced work-family conflict. 

Thus, there is mounting evidence from research in work-life conflict that both job 
demands and resources are important factors that need to be considered going forward.   

Job Demands-Resources Model 
The Job Demands-Resources model (JD-R) considers the impact of job demands and 

job resources on employee outcomes (Demerouti, Bakker, Nachreiner, & Schaufeli, 
2001). In this model job demands refer to time pressure and emotional and physical 
demands associated with the workload, while job resources include social support and 
autonomy or control. The model predicts the existence of two different underlying 
psychological processes, a strain process related to negative outcomes and a second 
motivational process impacting positive outcomes. Specifically, it hypothesizes that job 
demands lead to negative outcomes, like job strain or burnout, while job resources lead to 
positive outcomes such as employee engagement. Many studies of the JD-R model have 
found support for a dual pathway of influence from job demands to burnout and from job 
resources to employee engagement (Bakker & Demerouti, 2007).  

In line with the JD-R model and based on the amount of research that has shown 
work-family conflict to be a negative consequence of job demands, it is hypothesized 
here that increased job demands will lead to higher levels of work-family conflict: 

Hypothesis 1: Job demand is positively related to work-family conflict. 
In line with the second psychological process proposed by the JD-R model, that job 

resources have positive consequences, the current study proposes that two job resources, 
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job control and supervisor support, are related to three key employee outcomes: job 
satisfaction, affective commitment, and turnover intentions. The expected relationships 
are: 

Hypothesis 2a: Job control is positively related to job satisfaction and affective 
commitment and negatively related to turnover intentions. 
Hypothesis 2b: Supervisor support is positively related to job satisfaction and 
affective commitment and negatively related to turnover intentions. 
Several studies have also found a relationship between job resources, or lack thereof, 

and burnout (Bakker, Demerouti, & Schaufeli, 2003; Schaufeli & Bakker, 2004). In fact, 
given the amount of evidence for a link between job resources and negative outcomes, 
the latest studies using the JD-R model have tested and found support for an expanded 
model that includes not only the dual pathway, but also an additional path from job 
resources to negative outcomes (Crawford, LePine, & Rich, 2010; Schaufeli & Bakker, 
2004). Extending these findings to the study of work-life conflict, it is also expected that 
job resources will reduce work-life conflict:   

Hypothesis 3a: Job control is negatively related to work-family conflict. 
Hypothesis 3b: Supervisor support is negatively related to work-family conflict. 
Finally, while the J-DR model does not predict a relationship between job demands 

and employee outcomes, one study did find that teachers who had to deal with the 
demands of students who misbehaved had lower levels of engagement (Bakker, Hakanen, 
Demerouti, & Xanthopolou, 2007) and another found a relationship between physical 
workplace demands and employee engagement (Bakker, van Emmerik, & Euwema, 
2006). Work-family conflict models predict that job demands affect employee outcomes 
through their impact on work-family conflict. Thus, it is expected that work-family 
conflict will mediate the relationship between job demands and employee outcomes: 

Hypothesis 4: Work-family conflict mediates the relationship between job demand 
and job satisfaction, affective commitment, and turnover intentions. 
In summary, the current study investigates the existence of dual pathways as 

predicted by the JD-R model. It is expected that job demands will lead to higher levels of 
work-family conflict and that job resources, specifically job control and supervisor 
support, will lead to higher levels of job satisfaction and affective commitment and lower 
levels of turnover intentions. Job control and supervisor support are also expected to lead 
to lower levels of work-life conflict. Finally, a mediated model whereby job demands 
have an indirect effect on employee outcome variables through their impact on work-life 
conflict is examined. 

Method 

Participants and procedure 
An online survey was sent to members of an internet staffing service for women 

interested in flexible job opportunities in 2009. A total of 1,114 women responded to the 
survey. After excluding the women who had not worked within the past year the final 
sample was 662. Participants were asked to respond to all questions with regard to their 
current or most recent job.   

Age ranged from 22 years to 65 years with the average age of respondents being 39 
(SD = 7.79). Education level was bimodal with almost half of the women (45.5%) having 
an associate’s or technical degree and another 31% having some graduate schooling. 
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Sixteen percent of the respondents were working full-time, 21% were working part-time, 
and 62.7% were not currently working but had worked within the past year. Twenty-four 
percent of the women were hourly employees, 10.3% were first-level supervisors, half of 
them (50.2%) occupied middle management or professional jobs, and 13.7% were 
department heads or executives. The average number of hours worked each week was 43. 
Eighty-four percent of the respondents were married and 88.8% had children currently 
living with them. 

Measures 
Job demand. Psychological job demand was measured with the 6-item scale used by 

Moen et al. (2008). The items were rated on a 5-point response scale ranging from 1 = 
strongly disagree to 5 = strongly agree. The alpha reliability coefficient was 0.85. 

Job control. Job control was measured using Kossek et al.’s (2006) 7-item scale.  
Responses for the first 4 items ranged from 1 = very little to 5 = very much. Responses 
for the last 3 items ranged from 1 = strongly disagree to 5 = strongly agree. The alpha for 
this scale was 0.85.  

Supervisor support. Allen, Shockley and Poteat’s (2008) 8-item, 5-point scale (1 = 
strongly disagree to 5 = strongly agree) was used to measure supervisor support. The 
alpha was 0.92.   

Work-family conflict. Work-family conflict was measured using Carlson, Kacmar, 
and Williams’ (2000) 9-item subscale for assessing work interference with family. Items 
were rated on a 5-point response scale ranging from 1 = strongly disagree to 5 = strongly 
agree. The alpha for the scale was 0.90. 

Job satisfaction. Job satisfaction was measured using the 3-item, 5-point subscale (1 
= strongly disagree to 5 = strongly agree) from the Michigan Organizational Assessment 
Questionnaire developed by Cammann, Fichman, Jenkins, and Klesh (1983). The alpha 
was 0.87. 

Affective commitment. Commitment was measured using the short version of Meyer, 
Allen, and Smith’s (1993) affective commitment scale. Items were rated on a 5-point 
response scale ranging from 1 = strongly disagree to 5 = strongly agree. The alpha for 
this scale was 0.82.   

Turnover intentions. A 3-item, 5-point scale (1 = strongly disagree to 5 = strongly 
agree) developed by Boroff and Lewin (1997) was used to measure turnover intentions. 
The alpha for this scale was 0.84. 

Control variables. Age, marital status, number of children, job level, salary, 
organizational tenure, and hours worked were included as control variables in the 
regression equations because of their potential relationships with the dependent variables. 
Age was reported in years. Marital status was coded as a dummy variable (not married = 
0 and married or living with partner = 1). Respondents were asked to report the number 
of children living in their home. Job level was measured using one item with four 
categories ranging from 1 = hourly worker to 4 = department head or executive. Salary 
was measured using a single item with six categories ranging from 1 = under $25,000 to 
6 = over $150,000. One item with six categories ranging from 1 = less than 1 year to 6 = 
over 20 years was used to measure organizational tenure. For the last control variable 
respondents were asked to report how many hours they typically worked each week. 
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Results 

Hypotheses 1 through 3b were tested by examining zero-order correlations among the 
variables. Means, standard deviations, and inter-correlations for all variables in this study 
are presented in Table 1. Job demand was positively related to work-family conflict (r = 
.40, p < .001). Job control was positively related to job satisfaction and affective 
commitment (r = .46, p < .001; r = .43, p < .001, respectively) and negatively related to 
turnover intentions (r = -.36, p < .001). Likewise, supervisor support was positively 
related to job satisfaction and affective commitment (r = .55, p < .001; r = .41, p < .001, 
respectively) and negatively related to turnover intentions (r = -.43, p < .001). Finally, job 
control and supervisor support were both negatively related to work-life conflict (r = -.39, 
p < .001; r = -.45, p < .001, respectively). Thus full support was found for Hypotheses 1 
through 3b. 

Hypothesis 4 was tested with hierarchical multiple regression. Results are shown in 
Table 2. James and Brett’s (1984) steps for determining if mediation effects exist were 
followed. First, partial correlations controlling for the effects of the control variables 
were computed. These results showed that the first two criteria were met. That is, the 
independent variable, job demand, was significantly correlated with the mediator 
variable, work-family conflict, and the mediator variable was significantly related to all 
three dependent variables: job satisfaction, affective commitment, and turnover 
intentions. To determine whether the third and final criterion for mediation was met, the 
control variables were entered into a regression equation and in a second step job demand 
was entered into the equation. Finally, work-family conflict, the proposed mediator 
variable, was added to the equation. The same procedure was followed for each of the 
dependent variables.   

Results from the mediation analyses support Hypothesis 4. When job demand was 
entered in step 2, it had a significant relationship with job satisfaction (b = -.11, p < .01). 
After entering work-family conflict, the beta weight associated with job demand became 
non-significant. Likewise, when affective commitment was the dependent variable and 
job demand was entered in step 2 their relationship was significant (b = -.11, p < .01). Yet 
the relationship was no longer significant after work-family conflict was entered. Lastly, 
the relationship between job demand and turnover intentions was significant (b = .13, p < 
.01) until work-family conflict was added to the equation. Then the beta weight 
associated with job demand again became non-significant.  

Discussion 

The results of the current study have both theoretical and practical implications. 
Theoretically, the findings provide support for dual pathways as proposed by the JD-R 
model. The hypothesis predicting a positive relationship between job demands and work-
family conflict was supported, as was the prediction of a positive relationship between 
job resources and job satisfaction and affective commitment and a negative relationship 
between job resources and turnover intentions. In line with more recent studies of the JD-
R model, a direct negative relationship was also found between job resources and work-
life conflict. And job demands were shown to indirectly relate to employee outcomes 
through their impact on work-family conflict (See Figure 1).   
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In addition to demonstrating the usefulness of the JD-R model for studying work-life 
conflict, the current study also answers the call for work-family conflict research to 
examine a broader set of outcome variables. Results showed that work-life conflict 
negatively affects not only job satisfaction, but also affective commitment, and it 
increases turnover intentions as well.   

From a practical perspective, the findings of this study indicate that work-life conflict 
can be reduced by either reducing job demands or by increasing job resources. So while, 
in some cases, it may be impossible for managers to reduce their employees’ workloads, 
they can try to counteract the negative impact of high job demands by offering social 
support and increased levels of job control to their employees. These job resources have 
both a direct and an indirect impact on employee outcomes.   

There are several limitations associated with the current study. First, the sample was 
limited to women. Thus, additional research including male populations is needed in 
order to determine the generalizability of results across genders. On the other hand, a 
strength of the study is that the sample is quite diverse as far as age, education level, job 
level, and industry are concerned. A second limitation is that the study design was cross-
sectional, so conclusions regarding causality cannot be made. Third, all of the data 
included in the study was self-report data, making common method variance a possible 
concern. Also, given that data were collected using an online survey, it was not possible 
to control respondents. The volunteer sample is thus an additional limitation for external 
validity. Finally, some of the women were not working at the time of the study, so they 
had to rely on their memory when responding to the questions. However, analyzed data 
was limited to participants who were either working or had worked within the last year, 
so it is likely that they were able to accurately recall the requested information.  

In conclusion, the present study contributes to our knowledge of the relationships 
among the antecedents and consequences of work-life conflict. Specifically, job demands 
lead to greater work-life conflict, which negatively affects employee outcomes. Job 
resources, on the other hand, directly improve job satisfaction, affective commitment, and 
turnover intentions and indirectly impact these employee outcomes by reducing work-life 
conflict. According to the current findings, job control and supervisor support are key 
resources that organizations can employ in order to minimize the negative consequences 
of work-life conflict. 
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Table 1 
Means, standard deviations, and inter-correlations 

 

Variable M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 
  1.  Job demand 3.47   .87              
  2.  Job control 3.04   .95 -.08             
  3.  Supervisor  

support 
3.27 1.05 -.20** .44**            

  4.  Work-family 
conflict 

2.94   .91 .40** -.39** -.45**           

  5.  Job satisfaction 3.32 1.10 -.21** .46** .55** -.50**          
  6.  Affective 

commitment 
2.66 1.12 -.13* .43** .41** -.37** .69**         

  7.  Turnover 
intentions 

3.39 1.20 .20** -.36** -.43** .40** -.70** -.66**        

  8.  Age 39.31 7.79 .05 .06 -.10* .03 -.01 .04 .00       
  9.  Marital status NA NA .05 -.06 -.05 .01 -.04 .04 .02 .13*      
10.  Number of 

children 
1.73   .98 -.01 .09 .12* -.04 .11* .11* -.11* -.13* -.21**     

11.  Job level NA NA .19** .25** .02 .03 .10* .17** -.11* .13* -.08 .05    
12.  Salary NA NA .17** .13* .03 .01 .04 .05 -.07 .16** -.09* -.01 .57**   
13. Organizational 

tenure 
NA NA .14** .07 .02 .05 .05 .18** -.05 .21** -.04 .04 .20** .25**  

14.  Hours worked 
per week 

42.66 10.98 .42** -.05 -.12* .29** -.11* -.03 .07 .09* .05 -.14** .33** .39** .12* 

Note. Ns range from 641 to 662. 
    * p < .01 
  ** p < .001 
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Table 2 
Hierarchical regression testing for mediation results 

 
Variable Job satisfaction Affective commitment Turnover intentions 

 Step 1 Step 2 Step 3 Step 1 Step 2 Step 3 Step 1 Step 2 Step 3 
Age .02 .02 .02 .03 .03 .03 -.02 -.01 -.02 
Marital status .02 .03 .02 .10** .11** .10 -.03 -.04 -.04 
Number of children .02 .02 .04 .04 .05 .06 -.05 -.06 -.07 
Job level .06 .07 .08 .13** .13** .14** -.06 -.07 -.08 
Salary -.02 -.02 -.05 -.06 -.07 -.09 -.06 -.05 -.02 
Organizational tenure .04 .05 .06 .19*** .20*** .20*** -.06 -.07 -.07 
Hours worked per week -.08* -.04 .01 -.08* -.03 -.01 .10* .05 .00 
Job control .23*** .23*** .18*** .22***  .22*** .19*** -.17*** -.17*** -.12** 
Supervisor support .45*** .43*** .35*** .32*** .30*** .25*** -.34*** -.32*** -.26*** 
Job demand  -.11** -.04  -.11** -.07  .13** .07 
Work-family conflict   -.27***   -.16***   .23*** 
R2 .37  at each step .38 .42 .30 .31 .33 .24 .25 .28 
R2  ∆ .01** .04***  .01** .02***  .01** .03*** 
Final F value   36.70***   24.36***   19.90*** 

 Values represent standardized regression coefficients. 
       * p < .05 
    ** p < .01 
 *** p < .001 
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FIGURE 1 
Relationships among study variables 
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