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WORK-FAMILY CONFLICT OUTCOMES: TESTING THE MODERATING EFFECTS OF CONFLICT FROM BOTH WORK AND FAMILY DOMAINS
This paper explores job satisfaction and organisational commitment as outcomes of two types of conflict (work-family and family-work) and tests the moderating effects of conflict from one domain interfering with the other domain. In effect, this allows the combined effects of work-family conflict and family-work conflict to be viewed simultaneously. The direct effects were supported, with both work-family conflict and family-work conflict linking negatively with job satisfaction and organisational commitment. For the interaction effects, family-work conflict was found to intensify the negative relationships between work-family conflict and job satisfaction and organisational commitment. However, while high work-family conflict also intensified the negative relationships between family-work conflict and the job outcomes, low work-family conflict actually had a buffering effect. Consequently, job satisfaction and organisational commitment attitudes increased as family-work conflict increased while work-family conflict remained low. The findings suggest employees experiencing high levels of both conflict types simultaneously have intensified negative effects on job outcomes, while lower work-family conflict may aid employees to better deal with family-work conflict and lead to positive job outcomes.

Introduction
While Westman (2001) suggested there could be both positive and negative spillover between work and family domains, the work-family conflict research typically focuses on the difficulties employees have in balancing their work and family commitments. Greenhaus and Beutell (1985) defined work-family conflict as conflict “in which the role pressures from the work and family domains are mutually incompatible in some respect” (p. 77). While work-family conflict studies have focused on a variety of job outcomes such as job satisfaction (Kossek & Ozeki, 1998), this paper seeks to further these studies by exploring the moderating effects of conflict from the two major domains in most employees’ lives: work domain and family domain. Consequently, this paper investigates whether conflict from one domain intensifies the detrimental relationships between job outcomes and conflict from the other domain. This approach is important because while many work-family conflict studies have found a negative link between conflict and job outcomes, few have considered the concurrent or overlapping effect of employees dealing with conflict from both work and family spheres.

The work-family conflict field has placed a major emphasis in the past decade on exploring conflict from both the home and the office. This was because initial studies into work-family conflict typically focused on a single direction (work conflict interfering in the home), and critics have argued the one dimensional approach was a limitation (Kinnunen & Mauno, 1998). Frone, Russell and Cooper (1997) maintained the importance of examining both work-family and family-work conflict was because a relationship between one type of conflict does not allow inference that the other type of conflict is also related to it. For example, work-family conflict might be related to organisational commitment but this does not imply that family-work conflict will also be related. The division of conflict into two distinct types of conflict has been well established (e.g. Adams, King, & King, 1996; Netemeyer, Boles & McMurrian, 1996), and the literature typically defines work-family conflict (WFC) as conflict from the workplace interfering with the home, and family-work conflict (FWC) as conflict from the home interfering with the workplace. While the importance of exploring domain-specific outcomes (e.g. job satisfaction) with domain-specific conflict (WFC) has been well supported, there has been little attempt to explore the combined effect of conflict occurring in the home and office together. Therefore, this paper explores the relationships between WFC/FWC towards job satisfaction and organisational commitment and tests the moderating effect of FWC/WFC on these relationships.

JOB OUTCOMES

Job Satisfaction

Job satisfaction has been well established as having a negative relationship with work-family conflict (Duxbury & Higgins, 1991; Netemeyer et al., 1996). In their meta-analysis, Kossek and Ozeki (1998) reported significant negative relationships between job satisfaction and general and bi-directional measures of work-family conflict. They concluded that the relationship between work-family conflict and job satisfaction was “strong and negative across all samples: People with high levels of conflict tend to be less satisfied with their jobs” (pp. 141-144). Consequently, employees registering higher levels of conflict originating from the home or office will be more likely to hold lower levels of job satisfaction. 

Hypothesis 1: Higher WFC will be negatively related to job satisfaction.

Hypothesis 2: Higher FWC will be negatively related to job satisfaction.

Organisational Commitment

Organisational commitment has received much less attention as a job-related outcome in the work-family conflict literature, with only a few studies exploring this outcome (e.g. Good, Sisler, & Gentry, 1988; Good, Page, & Young, 1996). One explanation for this might be that organisational commitment focus at the organisational level rather than the individual level as for job satisfaction. Mowday, Porter, and Steers (1982) defined organisational commitment as a willingness to expend personal resources on behalf of a particular domain, and Taylor, Audia and Gupta (1996) asserted that organisational commitment is about an employee’s obligation to the organisation. Consequently, an attitude targeted solely at the organisation might be limited in being predicted by domain-specific conflict from the family. For example, greater workload and family issues might lead an employee to consider their job satisfaction negatively, but whether this would also lead to lower perceptions of organisational obligations is unknown. 

Shaffer, Harrison, Gilley, and Luk (2001) noted that organisational commitment relates to social exchange theory, where the organisation expects employee commitment in return for a range of benefits and support. This provides an avenue where conflict might negatively relate to commitment. For example, when employee conflict levels increase from the home or office, they might perceive the organisation is failing to provide adequate benefits and support, whether to the workplace or home, and thus react with reduced commitment. Wiley (1991) noted that commitment to a particular domain might worsen the power of conflict originating from that domain and Hobfoll (1989) suggested the more committed an employee, the more severe the potential detrimental effects when resources are inadequate. As such, an employee experiencing greater WFC might feel organisational resources are inadequate to deal with work issues intruding into the home. This supports exploring WFC and organisational commitment because the domains are the same. However, it is less clear how FWC might influence organisational commitment. 

An organisation providing work-family practices might also experience a reduction in organisational commitment from employees when FWC levels increase, because the resources for better balancing work and family issues (the organisation’s work-family practices), are currently inadequate. As such, employees might perceive the organisation’s support is lacking in balancing their work and family responsibilities, and thus reciprocate with lower organisational commitment. A significant correlation between affective commitment and FWC (r=-.14, p< .05) has been found (Shaffer et al., 2001), which supports examining organisational commitment bi-directionally with WFC and FWC. Further, the organisation that is the focus of this study offers work-family practices. Finally, while organisational commitment is an attitude at the organisational level, it does share characteristics with job satisfaction in that it focuses upon a single domain (work), yet job satisfaction has been predicted by both WFC and FWC (Kossek & Ozeki, 1998). As such, both WFC and FWC are hypothesized as predicting organisational commitment.

Hypothesis 3: Higher WFC will be negatively related to organisational commitment.

Hypothesis 4: Higher FWC will be negatively related to organisational commitment.

Moderating Effects
While researchers have tested possible moderators of work-family conflict (e.g. Shaffer et al. (2001) explored domestic and supervisor support), no study has sought to test whether one of the bi-directional work-family conflict measures (e.g. WFC) has a moderating effect on the relationship between job outcomes and conflict from the other domain (e.g. FWC). It seems logical that conflict occurring in one domain simultaneously as conflict from the other domain might have an intensification effect on job outcomes. Universally, WFC and FWC measures are collected at the same time and therefore the potential to explore the influence both types of conflict have simultaneously on job outcomes is feasible. As such, conflict from one domain (e.g. work) that relates to job satisfaction might also be influenced by conflict occurring within the other domain (e.g. home). For example, the literature has found both WFC and FWC to be negatively related to job satisfaction (Kossek & Ozeki, 1998), and this shows that conflict occurring in the home and office is associated with lower job outcomes. However, we might also expect that employees registering lower job satisfaction when WFC levels are high are susceptible to further reductions in job satisfaction if they also experience heightened FWC. As such, high FWC will intensify the job outcomes reduction from WFC. Alternatively, if the same employee is not dealing with any family based conflicts (e.g. FWC levels are low), then their reduction in job satisfaction from heightened WFC could be lower than those with high FWC. This is because they might be able to focus on conflict from one domain only, rather than managing conflict from two major domains (work and family) concurrently. It is hypothesised that these relationships will be the same whether WFC or FWC is the interacting variable, because both types of conflict have been negatively linked with job outcomes. In effect, exploring these relationships would allow researchers to observe the effects of conflict occurring from two domains simultaneously on job outcomes. Consequently, the following moderating effects are hypothesised.
Hypothesis 5a: Higher FWC will heighten the negative relationship between WFC and job satisfaction, with greater reductions in job satisfaction when conflict from both domains are high.

Hypothesis 5b: Higher FWC will heighten the negative relationship between WFC and organisational commitment, with greater reductions in organisational commitment when conflict from both domains are high.

Hypothesis 6a: Higher WFC will heighten the negative relationship between FWC and job satisfaction, with greater reductions in job satisfaction when conflict from both domains are high.

Hypothesis 6b: Higher WFC will heighten the negative relationship between WFC and organisational commitment, with greater reductions in organisational commitment when conflict from both domains are high.
The hypotheses are diagrammatically shown in Figure 1.

_________

Insert Figure 1 about here

__________

METHOD

Sample and Procedures

Data were collected from a local government New Zealand organisation, with 206 employees in a small regional city. The survey was conducted through the organisation’s Intranet, which is accessible by all employees. To reduce the possibility of common method variance, data collection was conducted in two waves at distinct time periods. Surveys were matched by a unique identification code used by each employee. Survey one contained the demographic variables, and the predictor/moderator variables (WFC and FWC). Survey two contained the criterion variables (job satisfaction and organisational commitment). A one-week time gap was used between surveys. A total of 100 responses to both questionnaires were obtained for a response rate of 48.5 percent. The average age of the respondents was 41.7 years (SD=10.1), with the majority married (77%), female (69%), and parents (67%). Of the study variables, 11 had missing cases, ranging from one to five cases (maximum 5% missing cases). Since none of the variables had more than 10 percent of the cases missing, series mean substitution was used for missing value replacement (Roth, 1994). 

Measures

Work-family conflict was measured using the 14-item Inventory of Work-Family Conflict (Greenhaus, Callanan & Godshalk, 2000), with statements divided equally between work and family interference, coded 1=strongly disagree, 5=strongly agree. Sample questions included “On the job, I have so much work to do that it takes away from my personal interests” (WFC), and “My family takes up time I would like to spend working” (FWC). The Cronbach’s alphas were .89 for WFC, and .72 for FWC. 

Job Satisfaction was measured using a 7-item scale by Lounsbury and Hoopes (1986), coded 1=extremely dissatisfied and 7=extremely satisfied. Respondents were asked to indicate how satisfied or unsatisfied they were with different features of their present job. Questions included satisfaction towards co-workers, the work itself, pay and fringe benefits, physical surroundings at worksite, immediate supervisor, promotional opportunities, and the job as a whole. The Cronbach’s alpha for job satisfaction was .84. 

Organisational Commitment was measured using the Mowday et al. (1982) Organisational Commitment Questionnaire, which consists of 15-items. Responses are coded 1=strongly agree and 7=strongly disagree, with six items negatively worded. This measure had a Cronbach’s alpha of .88.

Four demographic variables were controlled for that has been found to influence work-family conflict (Fu & Shaffer, 2000; Erdwins, Buffardi, Casper, & O'Brien, 2001; Herman & Gyllstrom, 1977; Major, Klein, & Ehrhart, 2002). These variables also cover both family and workplace aspects, which is appropriate given the bi-directional conflict approach. These variables were gender (1=female, 0=male), marital status (1=married/de facto, 0=single), parental status (1=have dependents, 0=no dependents), and total hours worked (on average per week). 

Analysis
To examine the direct effects of WFC and FWC on job satisfaction (Hypotheses 1 and 2), and organisational commitment (Hypotheses 3 and 4), as well as the potential moderating effects of FWC/WFC on these previous relationships (Hypotheses 5 and 6), separate hierarchical regression analysis were computed for each conflict domain, with job satisfaction and organisational commitment as the criterion variables. Control variables (gender, marital status, family size, and total hours worked) were entered in Step 1. In Step 2, predictor variables (WFC/FWC) were entered separately. The moderating variable (FWC/WFC) was then entered separately in Step 3. Lastly, the interaction variables were entered at Step 4 (WFC multiplied by FWC). Aiken and West’s (1991) centering procedure was used (interactions z-scored), and consistent with Cohen and Cohen (1983) recommendations, regression coefficients for the control effects were obtained from Step 1 in each analysis, coefficients for the predictor effects were obtained from Step 2, coefficients for the moderator effects were obtained from Step 3, and coefficients for the interaction terms were obtained from Step 4. Following discussions regarding relaxing the criteria for determining significant interaction effects (Aguinis & Stone-Romero, 1997; Stone & Hollenbeck, 1989), a level of p< .1 was adopted for interaction effects, and p< .05 for all other effects.

RESULTS

Descriptive statistics for all variables are shown in Table 1.
_________

Insert Table 1 about here

__________

Table 1 shows WFC and FWC are significantly correlated (r=.70, p< .01). WFC is significantly correlated with job satisfaction (r= -.39, p< .01), organisational commitment (r= -.37, p< .01), and total hours worked (r= .23, p< .05). FWC is significantly correlated with organisational commitment (r= -.24, p< .05). Job satisfaction and organisational commitment are highly correlated (r=.60, p< .01). Lastly, although not shown in Table 1, FWC is significantly correlated with organizational commitment at the p< .1 level (r=-.18). Overall, this provides support for the direct effects of Hypotheses 1 and 2.
Results of the regressions for WFC are shown in Table 2.  

_________

Insert Table 2 about here

_________

WFC was significantly and negatively related to job satisfaction (ß = -.46, p< .001), supporting Hypothesis 1. WFC was also significantly and negatively related to organisational commitment (ß = -.40, p< .001), supporting Hypothesis 3. WFC accounted for 20% (p< .001) of the variance for job satisfaction, and 15% (p< .001) of the variance for organisational commitment. 

For the moderation findings, FWC held a significant interaction effect with WFC-job satisfaction (ß = -.19, p< .05), supporting Hypothesis 5a. This interaction accounted for a small 3% (p< .05) of the variance. Similarly, FWC had a significant interaction effect on WFC-organisational commitment (ß = -.16, p< .05), supporting Hypothesis 5b. Similar for job satisfaction, the interaction accounted for a small amount of the variance (2%, p< .1). To facilitate interpretation of the FWC moderator effects, plots of these interactions are presented in Figures 2 and 3. On these figures, WFC low and high represent points below and above the WFC mean (2.6), and this is the same for the graphed lines for FWC (M=2.0). 
_________

Insert Figures 2 and 3 about here

_________

Plotting the FWC interactions for job satisfaction (Figure 2) shows that at low levels of WFC there is a significant difference, with respondents with high FWC reporting higher job satisfaction than those with low FWC. However, as WFC increases, those with low FWC report only a slight reduction in job satisfaction, while those with high FWC report a major decrease in job satisfaction. Plotting the FWC interactions for organisational commitment (Figure 3) shows similar results. At low levels of WFC there is a slight difference, with respondents with high FWC reporting higher organisational commitment than those with low FWC. However, as WFC increases, those with low FWC report only a slight reduction in organisational commitment, while this decrease is highly exacerbated for those with high FWC. Consequently, respondents reporting higher conflict from both work and home domains report an intensified reduction in job satisfaction and organisational commitment compared to those reporting high WFC and low FWC.
Results of the regressions for FWC are shown in Table 3.  

_________

Insert Table 3 about here

_________

FWC was significantly and negatively related to job satisfaction (ß = -.31, p< .001), supporting Hypothesis 2. FWC was also significantly and negatively related to organisational commitment (ß = -.19, p< .05), supporting Hypothesis 4. FWC accounted for 9% (p< .01) of the variance for job satisfaction, but a much smaller 3% (p< .1) of the variance for organisational commitment. These variance amounts are both substantially less than that found for WFC. 

For the moderation findings, WFC held a significant interaction effect with FWC-job satisfaction (ß = -.19, p< .05), supporting Hypothesis 6a. Similarly, WFC had a significant interaction effect on FWC-organisational commitment (ß = -.16, p< .05), supporting Hypothesis 6b. Both the WFC interactions accounted for small amounts of variance: 3% (p< .05) for job satisfaction, and 2% (p< .1) for organisational commitment.

To facilitate interpretation of the WFC moderator effects, plots of these interactions are presented in Figures 4 and 5. On Figures 4 and 5, WFC low and high represent points below and above the WFC mean (2.6), and this is the same for the graphed lines for FWC (M=2.0). 
_________

Insert Figures 4 and 5 about here

_________

Plotting the WFC interactions for job satisfaction (Figure 4) shows that at low levels of FWC there is a significant difference, with respondents with high WFC reporting lower job satisfaction, while those with low WFC report higher job satisfaction. This effect is further exacerbated when FWC levels increase. At high FWC, those with high WFC report reduced job satisfaction levels, while those with low WFC report increased job satisfaction. Plotting the WFC interactions for organisational commitment (Figure 5) shows similar interactions as with job satisfaction. At low levels of FWC there is a significant difference with respondents with high WFC reporting low organisational commitment and those with low WFC report higher organisational commitment. This effect becomes exacerbated when FWC levels increase. At high FWC, those with high WFC report reduced organisational commitment levels, while those with low WFC report increased organisational commitment. Consequently, respondents reporting higher conflict from both work and home domains report reductions in job satisfaction and organisational commitment, while those reporting high FWC and low WFC report increases in job satisfaction and organisational commitment. 

Overall Regression Models

While four regression models were run, and the impact of WFC and FWC were shown to be significant yet distinct, with WFC accounting for far greater amounts of variance, the overall models are the same. This is because WFC and FWC are entered separately in Steps 2 and 3, then combined in Step 4 (the interactions), and thus the overall models (e.g. R2 values) are identical. Therefore, the overall strength of the regression models for job satisfaction was significant and substantial (R2 = .30, F = 5.56, p< .001), as was the model for organisational commitment (R2 = .26, F = 4.50, p< .001).
DISCUSSION

This paper focused on two areas. Firstly, whether work-family conflict links negatively with job outcomes in this sample of New Zealand local government employees. The negative influence of work-family conflict was supported for job satisfaction, in line with international findings. Further, work-family conflict was found to negative influence organisational commitment highlighting this less explored outcome. Organisational commitment has not been well explored as a direct outcome of conflict, and the finding suggests the need to include attitudes towards the organisation in work-family conflict-job outcome studies. Importantly, while it was expected that FWC would relate negatively to job satisfaction given the meta-analysis findings (Kossek & Ozeki, 1998), FWC was also found to negatively influence organisational commitment. Thus, conflict occurring in the home can influence an employee’s obligation to their organisation. This reinforces the need to conduct studies addressing work-family conflict from both the home and work domains. 

The second area of focus was exploring what interaction effect conflict from one domain would have on the negative influences on job outcomes from the other domains conflict. The interaction effects showed that the negative effects of conflict on job outcomes were exacerbated when conflict in both the home and work domains were high. However, where the additional conflict came from (the home or office), had major effects on overall outcomes for those with low levels of conflict from the additional domain. For conflict in the workplace (WFC), higher levels of family based conflict (FWC) reduced job outcomes further, but low FWC still lead to reductions in these attitudes. The most important findings relates to the relationships between FWC and job outcomes. Both job outcomes are negatively related to FWC, and those who experience higher amounts of WFC experience exacerbated reductions in job outcomes. However, for those who report low levels of WFC actually had greater job satisfaction and organisational commitment when FWC levels increase. Consequently, when employees have less workplace issues to deal with, and they are dealing with higher levels of conflict from the home, they will actually experience increased, and not reduced, job outcomes. One explanation for this is time demands. It might be that employees experiencing lower WFC have more time to deal with family related issues (FWC) in work time than those also experiencing greater work issues interfering with the home (WFC). As such, they may have the freedom to act on strategies and deal with these issues as they arise, leaving them more time to focus on their job. For example, a childcare crisis might see the employee taking time out from work to call childcare centres, which might be impossible if a deadline for a work project is looming. Consequently, these employees would register greater job satisfaction because although the family issues are interfering in work, it can be dealt with quickly in work time or after work without further work interferences (e.g. writing a work report at home). Additionally, organisational commitment increases because this attitude is about employee obligation in return for support, which the employee might perceive is being demonstrated through low WFC.

Implications for organisations include acknowledging that multiple sources of conflict can have detrimental effects on job outcomes. Importantly, reducing conflict arising at home due to the nature of work may lead to stronger job satisfaction and organisational commitment from employees when their family roles interfere with the office. Implications for researchers include the importance of using organisational commitment as a job outcome and exploring other domain conflict as a moderator. Replication of the moderation effect found here would substantiate this effect. Further, the author suggests qualitative research should be undertaken to establish why these interaction effects occur, and in turn, this might provide additional answers for future quantitative research as well. In addition, replication of the positive influence of low WFC on the FWC-job outcomes relationship would heighten the importance of employers reducing work issues interfering with the home domain. Practical implications might see firms encouraging employees to deal with family issues immediately within the workplace, as this might allow employees to quickly remove the home issue and focus upon work issues.

Limitations

Despite the interesting findings, there is always caution to be expressed at self-reported, cross-sectional data. Further, the data set is quite small (n=100). With regard to issues of self-reported data and common method variance, the separation of predictor and criterion variables by a one-week time period is a useful way to reduce this error. However, in a similar manner to Major et al. (2002), Harman’s one factor test (Podsakoff & Organ, 1986) was undertaken as a quick test of common method variance. This test uses factor analysis of all variables to determine whether a single, dominant, factor emerges. It resulted in 11 components, with the largest accounting for 26% of the variance. Since no single component dominated, the findings cannot be explained simply in terms of common method variance (Podsakoff & Organ, 1986). 

Finally, the high correlations between WFC and FWC (r=.70, p< .01) and job satisfaction and organisational commitment (r= .60, p< .01) must be acknowledged. While job satisfaction and organisational commitment have been found to be highly correlated (r=.52, p< .01, Kirkman & Shapiro, 2001), the work-family conflict measure is not typically correlated so high (e.g. r=.34, p< .01, Greenhaus, Parasuraman & Collins, 2001). However, Morrow (1983) noted that values of r= .75 are needed before ‘concept redundancy’ is achieved (e.g. WFC and FWC measures assessing the same variable). Therefore, while some caution must be taken when interpreting these findings, the work-family conflict variables clearly are similar and may indicate the current measure (Greenhaus et al., 2000) requires further refinement.
While the direct effects for WFC and FWC were supported towards both job satisfaction and organisational commitment, WFC dominating both models (accounting for 20% of the variance for job satisfaction and 15% variance for organisational commitment). However, the regression models for FWC were not dominated by FWC, accounting for only 9% of the variance for job satisfaction and 3% variance for organisational commitment. Consequently, these work outcomes were more strongly accounted for by workplace conflict rather than conflict from the home, which is theoretically consistent. Despite this, to improve the generalisability of the interaction effects found here, replication in public and private sector organisations, with larger data sets, would be required. Hence, these results should be seen as exploratory.    

Conclusion

The findings here offer a new direction for work-family conflict studies that have previously been overlooked. The ability of conflict from one domain to moderate conflict from another domain is an aspect that needs further study, and a encouraging aspect of this new direction is that existing data is already available. Researchers are encouraged to explore their existing data sets to determine whether similar moderation effects are in existence, which would improve the generalisability of these effects. Further, the addition of organisational commitment to the list of job outcomes negatively associated with work-family conflict provides an area for further exploration. Further studies that explore this interaction effect with a wider array of job and life outcomes will improve the work-family conflict literature and heighten our understanding of how detrimental the effects of conflict from multiple domains occurring simultaneously are.
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FIGURE 1. Model of Work-Family Conflict and Job Outcomes: Direct & Interaction Effects. 










Legend:

(-) 
indicates a negative relationship is hypothesised

(+) 
indicates a positive relationship is hypothesised

TABLE 1. Descriptive statistics and correlations 

	Variables
	Mean
	SD
	1
	2
	3
	4
	5

	1. Total hours worked
	40.3
	5.3
	--
	
	
	
	

	2. Work-family conflict 
	2.6
	.91
	.23*
	--
	
	
	

	3. Family-work conflict 
	2.0
	.61
	.11
	.70**
	--
	
	

	4. Job satisfaction
	4.6
	.92
	.16
	-.39**
	-.24*
	--
	

	5. Organizational commitment
	4.6
	.83
	.05
	-.37**
	-.18
	.60**
	--


N=100. *p<.05, **p<.01.  

TABLE 2. Hierarchical regression analyses for direct and moderator effects of WFC. 

	
	WFC Effects

	Variables
	Job Satisfaction 
	Organizational Commitment

	Step 1:Controls
	
	

	Gender
	-.10
	.17

	Marital status
	-.04
	-.05

	Parental status
	-.13
	-.23*

	Total hours worked
	.12
	.12

	R2 change
	.06
	.06

	Step 2:Predictor
	
	

	Work-family conflict (WFC)
	-.46***
	-.40***

	R2 change
	.20***
	.15***

	Step 3: Moderator
	
	

	Family-work conflict (FWC)
	.04
	.18

	R2 change
	.00
	.02

	Step 4: Interaction
	
	

	WFC x FWC
	-.19*
	-.16*

	R2 change
	.03*
	.02†

	Total R2
	.30
	.26

	Adjusted R2
	.24
	.20

	F Statistic
	5.56***
	4.50***


†p< .10
*p<.05

**p<.01

***p<.001

Standardized regression coefficients. All significance tests were single-tailed. 
TABLE 3. Hierarchical regression analyses for direct and moderator effects of FWC.

	
	FWC Effects

	Variables
	Job Satisfaction 
	Organizational Commitment

	Step 1:Controls
	
	

	Gender
	-.10
	.17

	Marital status
	-.04
	-.05

	Parental status
	-.13
	-.23*

	Total hours worked
	.12
	.12

	R2 change
	.06
	.07

	Step 2:Predictor
	
	

	Family-work conflict (FWC)
	-.31***
	-.19*

	R2 change
	.09**
	.03†

	Step 3: Moderator
	
	

	Work-family conflict (WFC)
	-.49**
	-.53***

	R2 change
	.11***
	.13***

	Step 4: Interaction
	
	

	FWC x WFC
	-.19*
	-.16*

	R2 change
	.03*
	.02†

	Total R2
	.30
	.26

	Adjusted R2
	.24
	.20

	F Statistic
	5.56***
	4.50***


†p< .10
*p<.05

**p<.01

***p<.001

Standardized regression coefficients. All significance tests were single-tailed. 
FIGURE 2. Interaction between WFC and FWC for job satisfaction.
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FIGURE 3. Interaction between WFC and FWC for organisational commitment.
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FIGURE 4. Interaction between FWC and WFC for job satisfaction.
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FIGURE 5. Interaction between FWC and WFC for organisational commitment.
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