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Abstract 

The purpose of this study is to identify thesituation (presence of young children, working 
hours, social and organizational support) and person-based factors (core self-evaluations) that 
influence work-family conflict (both work-to-family conflict (WFC) and family-to-work conflict 
(FWC))among married working professionals in India and to examine the relative power of 
situational factors versus person-based factors in predicting work-family conflict. A survey was 
conductedamong 367 married executives working in selected organizations in India. Hierarchical 
multiple regression analysis tested the main effects of person-based and situational factors on 
WFC and FWC.  A usefulness analysis determined whether person-based or situational variables 
had greater predictive power for both WFC and FWC. Results indicated positive relationship 
between working hours and WFC and presence of young children and FWC indicating support 
for domain specific determinants of work-family conflict. Supervisor support and organizational 
support for work-life balance were found to be negatively associated with WFC, while spouse 
support was found to be negatively associated with FWC. Significant negative main effects of 
core self-evaluations were found both on WFCand FWC. Supervisorsupport was found to be 
significantly and negatively associated with FWC which is an interesting finding in this 
study.Personality factor accounted for more variance in FWC than in WFC. On the contrary, 
situational factors accounted for more variance in WFC than in FWC. Notwithstanding the 
limitations of the study, the findings indicate that raising awareness about the role of personality, 
supervisory and organizational support in reducing work-family conflict may assist managers in 
providing more effective support to employees.  

Introduction 

Recent changes in the economic trends and demographic characteristics of the Indian 
workforce with more number of women in the workforce and increasing number of nuclear as 
well as dual career families have resulted in an enhanced importance placed on issues of work-
life balance by scholars, individuals and organizations alike[1,2]. Consequently, organizations 
and individuals are making efforts to strike a crucial balance between work and family life by 
reducing the incompatibilities between the two i.e. “work-family conflict”[3].Work-family 
conflict has significant negative implications for individuals as well as organizations (for a 
review, see [4]).Sometimes, it’s the individual’s own personality or disposition which enhances 
the perception of work-family conflict or helps him/her to cope with the conflict and sometimes 
it’s the situational or contextual factors such as supervisory and organizational support which 
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help individuals to manage the conflict.  Although studies (e.g. [5,6])have been there to find out 
the person-based (dispositional) and situational predictors of work-family conflict (both WFC 
and FWC), it’s difficult to find many such studies in the Indian context.Higher literacy rates 
among women, greater awareness of gender-role equality, increasing number of organizations in 
gender-neutral industries such as IT, ITES and corporations’ diversity and inclusiveness policies 
are the factors that have influenced the participation of more women in the Indian workforce. 
Modernization, social change and education have enabled women to enter new professions and 
occupations; and such a change has also led to the emergence of new social attitudes towards 
educated women[7].Particularly in urban India, there is seen an attitude change towards 
participation of women into the work force and men are taking increasing responsibility for 
household thingspointing towards an emerging reality of work-family interface[2,8].This 
certainly makes it interesting to understand the dynamics of work-family issues in the changing 
Indian context. Therefore, the first objective of this study is to find out the dispositional and 
situational predictors of work-family conflict (both WFC and FWC). Moreover, the relative 
merits of situational versus dispositional variables in explaining variance in the conflict are not 
very much established[6]. Hence, the second objective of this study is to compare the impact of 
person-based variables with that of situational variableson work-family conflict, and ascertain 
which explains a greater amount of variance in the conflict.  

Literature Review and Hypotheses 

Work-Family Conflict 
‘‘Work-family conflict” is ‘‘a form of inter-role conflict in which the rolepressures from 

the work and family domains are mutually incompatible in some respect” [3].It is typically 
characterized in the literature by time-based and strain-based and behavior based conflict [5]. 
Research has established two directions of work-family conflict: work-to-family conflict (WFC), 
in which work activities impede performance at family or other non-work roles, and family-to-
work conflict (FWC), in which life-role responsibilities hinder performance at work [9][10]. 
Each type of work-family conflict has its own unique domain-specific antecedents. The specific 
antecedents of the WFC lie in the work domain whereas the antecedents of the FWC lie within 
the family domain[11,12]. For example, while, working hours, predict WFC, household and 
childcare duties predict FWC. In terms of outcomes of work-family conflict,WFC mainly 
impactsfamily-specific well-being e.g., family satisfactionwhile, FWC mainly impairs job-
specific well-beinge.g., job satisfaction [13].  

Situational and Person-based Predictorsof Work-Family Conflict 
It has been seen that the predictors of work-family conflict stem directly from work and 

family demographics (e.g., work hours, work schedules, number of children, presence of 
preschool children etc.) and work and family experiences (e.g., support at work and at 
home)[14,15,16]. In addition, person-based or dispositional characteristics have been found to 
affect both the directions of work-family conflict[1,6,17,18] . These findings have been 
explained with the use of demands and resources framework [19]. It says,individuals’ work-
family experiences (i.e., WFC and FWC) are based on their evaluations of available resources 
and demands in a domain (i.e., work or family). More specifically, work-related demands and 
resources have a stronger impact on WFC than on FWC, while family-related demands and 
resources have a stronger impact on FWC than on WFC [9]. Given this background, this study 
has included family domain demands (presence of young children) and resources (spouse and 
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family support), and work domain demands (working hours) and resources (co-worker support, 
supervisor support, organizational support for work-life balance) as thepredictors of FWC and 
WFC respectively.Apart from the situational demands and resources, personal resources are 
found to be associated with the perception of work-family situation as conflicting or enriching 
[20].Personal resources are those personal characteristics (learned skills and traits)that promote 
an individual's sense of control and self-evaluation, and are linked to resilience, positive coping 
with environmental demands, and well-being [21].Hence, one might assume that personal 
resources would attenuate both WFC and FWC. At this backdrop,core-self evaluations have been 
included as the person-based predictors of both WFC and FWC.  

Work and family domain demands.Family pressures and demands are generally the 
strongest and direct predictors of FWC for example, caring for younger or pre-school children 
[9][16].Child rearing responsibilities can consume much time and energy which in turn may 
inhibit parents from functioning in their jobs effectively, thereby, resulting in higher level of 
FWC.Earlier studies also report that with increase in the ages of children, reported levels of 
work-family conflict of parents decrease [23].In India, there is a very low level of government 
support to families in terms of child care facility except the mandatory requirements of providing 
Crèches for factories employing more than 30 women. This provision is also not mandatory in 
many private sector organizations [24,25]. Hence, it is posited that: 

Hypothesis 1: Presence of young children will be positively related to FWC 
The more time one spends in a role associated with one domain (e.g., work), the less time 

will be available for the other domain (e.g., family). The result is increased conflict (WFC). 
Accordingly, a number of studies have found a direct, positive relationship between number of 
hours worked and work-family conflict 10,26].Hence, the postulation is: 

Hypothesis 2: Work hours will be positively related to WFC 
Work and family domain supports. Social support describes an interpersonal transaction 

that involves emotional concern, instrumental aid, information, or appraisal, and is generally 
conceived of as a coping mechanism in the stress literature. Social support can come from both 
work (e.g., from supervisors and co-workers) and non-work sources (e.g., spouse and family 
members).Findings of earlier studies suggest that spousal support[27,28]and support from other 
familymembers are important in reducing work-family conflict [29].Hence, 

Hypothesis 3a: Spouse support will be positively related to FWC 
Hypothesis 3b: Family support will be positively related to FWC 

Work-domain resources such as supervisory and co-worker support facilitate the 
successful integration of work and family role demandsin several ways.  Supervisors may assist 
their employees’ efforts to integrate work and family roles by providing instrumental support, 
such as allowing them to scheduletheir working hours or to take leave whenthere is a demand.  
This is particularly important in organizations in India that do not have many formal policies in 
place to support the integration of work and family[24,25].Supervisors may provide emotional 
support too.  By expressing concern and empathy regarding employees’ work-family challenges, 
and by affirming that employees’ family responsibilities will not be held against them, 
supervisors may increase employees’ confidence and help prevent the tensions and strains that 
can result from juggling between work and family demands.  Co-workers may also help by 
taking out time to sympathize, understand, and listen to a fellow employee’s problems as well as 
providing help, advice and information whenever needed[30].Role of supervisor support and co-
worker support in reducing work-family conflict are apparent from literature[1,29,30,31]. Thus, 

Hypothesis 4a: Co-worker support will be negatively related to WFC 
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Hypothesis 4b: Supervisor support will be negativelyrelated to WFC 
Perceived organizational support for work-life balance.Organizational support plays a 

key role in employees’ ability to balance work and family responsibilities [30].Organizations are 
perceived to be more supportive of families when they offer family-friendly policies and services 
such as flextime, job sharing, and childcare facilities that are designed to help employees to 
make arrangements to manage their work and family demands [33].Availability of such 
programsmay create a sense of assurance for employees that their organization/employer is 
concerned about their family well-being. It may create perceptions of support for and control 
over work-family matters which may reduce the level of work-family conflict. Accumulating 
evidence in literature suggests a negative association between family-friendly policies and work-
family conflict [32, 33]. Presence and absence of family-friendly policies have significant impact 
on perception of organizational support for work-life balance [34]. Thus, it is hypothesized that: 
Hypothesis 5:Perceived organizational support for work-life balance will be negatively related 

to WFC 
Core self-evaluations. Core self-evaluation is the fundamental assessment that people 

make about their wellness, competence and capabilities [35]. Core self-evaluation is a higher 
order factor and comprises of four conceptually similar personality dimensions: self-esteem, 
neuroticism (emotional stability), locus of control and general self-efficacy.  It influences 
individual’s perceptions, attitudes, beliefs, decisions and actions and have significant 
implications for work-family experiences too [36]. For example, individuals’ beliefs of being 
able to (or not) control their external environment such as work or family environment may 
greatly affect their perceptions about work-family interaction as depleting or enriching [19].In 
terms of person-based antecedents, while there are undoubtedly a number of dispositional 
characteristics such as neuroticism [1], conscientiousness [21], capable of influencing the 
conflict between work and home, [36] suggest that core self-evaluations are particularly likely to 
have an effect on work-family conflict perceptions and realities.They proposed three ways in 
which personality might affect the experience of work-family conflict. Based on their 
personality, individuals i) may self-select into more challenging or supportive environments, ii) 
may differ in their perceptions of work and home role requirements as being either conflicting or 
enriching, or, iii) may choose different strategies to cope with work and home demands, which in 
turn may influence the degree of emotional strain experienced. There is a paucity of empirical 
studies examining the role of core self-evaluations in explaining work-family experiences [21]. 
Corresponding to the earlier research by [6],individual dispositions would lead an individual to 
respond similarly to work and to home; the expectation is that the behavior resulting from these 
dispositions would be similar in both domains. Hence, core self-evaluations should be 
significantly and negatively related to both WFC and FWC.Therefore, 

Hypothesis 6a: Core self-evaluations will be positively related to FWC 
Hypothesis 6b: Core self-evaluations will be positively related to WFC 

Method 

Data and Sample 
Data for the current study were collected through a survey questionnaire from 367 full-

time married managerial employees from various organizations situated in the Western part of 
India. Out of the 367 respondents, 166 (45.8%) were from manufacturing (Automobile, 
Petroleum, FMCG and Biofuels) and rest were from services (IT, Telecom, Travel and Financial 
Services) sector. Majority of the sample weremen (69.2%); 65.4% reported having at least one 
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child and34.7 % had a young child (below 5 years of age) at home. 55.9% reported to have 
worked more than 48 hours in a week.The average age was 34.1 years (SD = 7.06; Range = 23 to 
59 years).In terms of educational attainment, 2.7%were diploma holders, 49.3%were graduates, 
47.1%were post graduates and less than 1% (only 3) participants were doctorates.  
Measures 

Core self-evaluationswere measured using a 12-item scale developed by[35]on a 5-point 
scale ranging from “strongly disagree” (1) to “strongly agree” (5). Spouse support, family 
support, co-worker support and supervisor supporteach wasmeasured using an adapted version 
of the 4-item scale of [38] on a 5-point scale ranging from “not at all” (1) to “very much” (5). 
Organizational support for work-life balancewas measured with the single item: “How satisfied 
you are with your current organization’s support for work-life balance?” Using a personally 
oriented measure like this has the advantage of directly assessing the impact of organization’s 
work-life balance initiatives at the individual level [39].Respondents indicated their level of 
satisfaction on a 5-point scale ranging from “very dissatisfied” (1) to “very satisfied” (5). Work-
family conflict (WFC and FWC) was measured using 10-item work-family conflict scale 
developed by [13]on a 5-point scale ranging from “strongly disagree” (1) to “strongly agree” (5) 
with higher scores indicating high levels of work-family conflict in either direction. 

Demographic and background variables.Demographic and background data were 
derived from self-reported information on respondent’s gender (0 = male, 1 = female), presence 
of young children (0 = no child below the age of 5, 1 = at least one child below the age of 5), age 
(in years), sector (0 = manufacturing, 1 = service), and average hours worked per week. 

Analyses 
Hierarchical regression analysis was used to test the hypotheses. The two forms of work-

family conflict (WFC and FWC) were individually regressed on the independent variables. For 
each equation, the control variables were entered in step 1, followed by the situational variables 
in step 2, dispositional variables in step 3 to determine whether or not they contributed over and 
above the effects of situational characteristics. A usefulness analysis [40] was conducted to 
reveal the unique contribution ofa set of variables in predicting the variance in work-family 
conflict. This analysis compares the change in R2 associated with a set of independent variables 
while controlling for the effect of the other variables in the equation. Each set of independent 
variables (situationaland dispositional) was entered into the hierarchical equation in separate 
steps and in reverse ordering. This permits an examination of the variance in work-family 
conflict explained by the dispositional variables in excess of the explanatory capacity of the set 
of situational variables, and vice versa.  

Results 

T-test results showed significant mean difference only in WFC (t = 3.00, p <.05) between 
men and women. Significant mean difference was found in FWC (t = -2.416, p <.05) between 
parents with young children and others. No significant mean difference was found in WFC and 
FWC between the employees of manufacturing and services sector. The means, standard 
deviations, and intercorrelations among the study variables are reported in Table 1,as are alpha 
reliabilities for all scales.Results of the hierarchical multiple regression analyses are presented in 
Table 2, while results of the usefulness analyses are presented in Table 3. 

Situational predictors of work-family conflict. H1 received full support; the presence of young 
children (below 5 years) in the household was positively and significantly related to FWC (β = 
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.11, p<.05). H2 received full support too; hours worked had a positive and significant 
relationship with WFC (β = .13, p<.05).H3 was partially supported, with spouse support (β = -
.15, p<.05) showing a negative and significant relationship with FWC.  

 
Table 1. Means, standard deviations, cronbach’s alpha, and correlations of study variables 

 
H4 was partially 
supported with only 
supervisor support (β = -
.13, p<.05) showing a 
negative and significant 
relationship with WFC.  
Interestingly, 
supervisory support (β = 
-.13, p<.05) was found 
to be significantly and 
negatively related to 
FWC, which was not 
hypothesized. H5 
received full support 
with organizational 
support for work-life 
balance (β = -.23, 
p<.001) showing a 
negative and significant 
relationship with WFC. 
 
Dispositional predictors 
of work-family 

Variables Mean SD 1 2 3 4 5 6 7 8 9 10 11 
1. Age 34.46 7.1            
2. Gender - - -0.21**           
3. Presence of 
Young Children 

- - -0.19** 0.03          

4. Average Hours 
Worked Weekly 

48.27 6.2 0.34** -.27** -0.13*         

5. Core Self-
Evaluations 

3.7 0.5 0.13* -.17** -0.08 0.07 (.78)       

6. Spouse Support 4.55 0.6 -0.03 .12* -0.01 -0.04 0.26** (.77)      
7. Family Support 4.27 0.8 0.01 -0.01 -0.11 0.01 0.27** 0.67** (.82)     
8. Co-worker 
Support 

4.1 0.7 0.07 -0.07 -0.09 0.03 0.17** 0.31** 0.34** (.78)    

9. Supervisor 
Support 

4.01 0.8 0.03 -0.05 0.03 -0.02 0.27** 0.24** 0.28** 0.55** (.82)   

10. Organisational 
Support for WLB 

3.39 1 0.16* 0.03 0.04 -0.05 0.31** 0.22** 0.16* 0.25** 0.38** --  

11. Work-to-Family 
Conflict WFC 

3.92 1.4 0.03 -0.16** 0.07 0.16** -0.24** -0.02 -0.05 -0.04 -0.19** -0.39** (.89) 

12. Family-to-Work 
Conflict FWC 

2.83 1.3 -0.12* 0.06 0.13* -0.06 -0.33** -0.17** -.12* -0.06 -0.18** -0.20** 0.44**(.90) 

Table 2. Regression analyses for the predictors of WFC and FWC 
Independent 
Variables 

Dependent Variable : WFC 
 

Dependent Variable : FWC 
 Model 

 
Model 2 Model 3 Model 1 Model 2 Model 3 

Step 1        
Age .01 -.02 -.07 -.11 -.08 -.07 
Gender -.17** -.15** -.17*** .04 .05 .02 
Organization .10 .06 .05 -.00 -.03 -.05 
Step 2       
Presence of 

  
 .10 .08  .12* .11* 

Average Hours 
  

  
 
 
 

 

 .13* .13*  -.02 -.02 
Spouse Support  .06 .07  -.19* -.15* 
Family Support  -.06 -.04  .05 .08 
Co-worker 
Support 

 .07 .06  .11 .10 

Supervisor 
 

 -.15* -.13*  -.17* -.13* 
Organizational 
Support for 
work-life balance 

 -.27*** -.23***  -.10 -.05 

Step 3       
Core Self-

 
  -.20***   -.26*** 

R2  .03** .17*** .20*** .01 .10*** .15*** 
Adjusted R2 .03** .14*** .18*** .01 .07*** .13*** 

Total F  4.20** 7.13*** 8.07*** 1.82 3.77*** 5.75*** 

R2 Change .03** .13*** .03*** .02 .08*** .06*** 

F Change 4.20** 8.14*** 14.65*** 1.82 4.56*** 23.31*** 

dfs 3,363 7,356 1,355 3,363 7,356 1,355 
Note. N = 367; * p<.05; ** p <.01; *** p<.001 
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conflict.H6 was fully supported: core-self evaluations had a significant negative relationship 
with both WFC (β = -.20, p<.001) and FWC (β = -.26, p<.001). 
 

Usefulness Analysis.The dispositional variables 
under examination accounted for significantly 
more variance beyond the situational variables 
in FWC (R2 Change = .06, p<.001). Conversely, 
the situational variables accounted for 
significantly more variance beyond the 
dispositional variables in WFC (R2 Change = 
.10, p<.001). 
 

Discussion 

The relationship between parental demand (presence of young children) and FWC is 
consistent with earlier study findings[1].It means parents of young children are more likely to 
spillover the demands and resulting stress and strain from home domain to work domain,thus, 
increasing the level of FWC.Consistent with previous research[10]high levels of WFC were 
reported by employees working more number of hours. Working long hours definitely 
contributes significantly to WFC, by increasing time pressures and generating stress.  

The results of this study reinforce the established link [1,28] between spouse support and 
FWC, demonstrating a strong negative relationship between the two. Plausibly, spouses of all 
working men and women do realize the importance of their partners’ work commitments and 
hence, try to provide maximum support without making family responsibilities impede their 
work performance. It means support is crucial for married working employees to minimize 
family interference with work (FWC). Interestingly no support was found for the important role 
of other family members in reducing FWC. A post hoc analysis helped us to find that many of 
our respondents (71%) reside in nuclear families where they may not get much instrumental 
support from other family members, which might help in reducing the level of FWC.  

The negative association between supervisor support and WFC is consistent with 
literature[1,29]. The negative association between supervisor support with both WFC and FWC 
suggests that supervisor support expands individual’s psychological resource base in terms of 
confidence to effectively deal with work and family obligations irrespective of the domain from 
which the conflict arises. Supportive supervisors being more compassionate towards their 
subordinates’ family related needs probably help them to fulfill those needs without raising any 
guilt feeling and without hindering their career progression. Despite prior evidences [29], co-
worker support was not found to be significantly related to WFC in this study. This finding is 
certainly surprising given the collectivist and high power distance society like India. Perhaps, 
employees in India feel more secured and confident in the shadow of supervisor’s support which 
helps them in carrying out family obligations smoothly as a result, decreased level of WFC 
which may not be attained when they get similar support from their colleagues because of the 
rules and regulations of their employing organizations. However, the social support scale used in 
this study did not differentiate between emotional, informational and instrumental support from 
any sources, which could have explained the significance of each kind of support on WFC.  

The negative relation between perceived organizational support for work-life balance and 
WFCcorresponds to earlier findings[34]. It indirectly highlights the importance of family-

Table 3. Result of usefulness analysis   
 

Outcome 
Measure 

Dispositional 
variable, given 
situational 
variables, R2 

Change 

Situational 
variable, given 
Dispositional 
variables, R2 

Change 
Work-to-Family 

 

.03** .10*** 
Family-to-Work 

 

.06*** .04* 
Note. N = 367; * p<.05; ** p <.01; *** p<.001  
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friendly policiesin the Indian context. Probably presence or absence of several formal initiatives 
such as flexible working hours, telecommuting, and informal organizational culture such as 
managerial support, lower time demands will enhance the perception of support of organization 
for work-life balance which in turn may reduce the conflict between work and family (WFC). 

The significant negative effects of core self-evaluations on employee perceptions of 
work-family conflict supportssome of the theoretical conceptualizations (e.g.,[21,36] and few 
other empirical results (e.g., [6,18,]. It establishes that personality characteristics play a crucial 
role in determining to what degree individual experiences interference between work and family.  

The results of the usefulness analysis suggest that while the situational variables 
explained more variance in WFC than did the dispositional characteristics, the opposite was true 
for FWC. These findings corroborate the findings of [6]. These results raise the possibility that 
FWC may be more strongly tied to the individual occupying family-related roles than to the roles 
themselves. This may be due to the interpersonal nature of many of the stressors contributing to 
FWC, the perception of which may be more influenced by an individual’s personality 
characteristics. The opposite may be true of WFC; conflict between work and family domain 
may arise predominantly due to the factors associated with the work role, rather than the 
individual herself/himself. Of course, it must be remembered that only a few of all possible 
situational and dispositional variables were considered in this study. Overall, however, the 
findings indicate that models of work-family conflict containing both situation and person-based 
predictors result in a more complete prediction model of work-family conflict. 

Practical Implications 

It is important that organizations should not view the resolution of work-family conflict as 
an individual responsibility only because of the demonstrated influence of both dispositional 
characteristics as well as contextual factors onconflict in this study. Raising managerial 
awareness of the influence of personality traits upon the experience of work-family conflict may 
prove useful. A manager aware of, for example, thedistress caused by the low evaluation of self 
may provide more effective support than one who assumes work-family conflict is attributable 
only to situational factors such as work hours ordemands from home. Encouragement, assurance, 
and sharing of personal experiencemay prove to be useful supplements to the instrumental 
support activitiessuch as arranging flexible working practices for affected employees. Managers 
may need to be more considerate to those employees who appear to interpret self as low on 
certain aspects. Since working hours and presence of young children intensify level of WFC and 
FWC respectively, organizations can help their employees in reducing both by providing flexible 
work hours. Where working long hours becomes mandatory, at least employees can have the 
flexibility in arriving at and leaving from the workplace to manage their work and family 
obligationseffectively. Similarly, employees with pre-school children can probably take care of 
child care responsibility and associated demands effectively when provided with flexible work 
options. Organizations should identify and introduce several initiatives which may enhance the 
levels of organizational support for work-life balance. 

Limitations and Future Research 

Nevertheless, the present study has a number of limitations that should be kept in 
background while interpreting the findings. The use of self-report data raises the concerns for 
method bias. The cross sectional design of the study constrains inferring conclusions regarding 
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causality. Further, only a few variables have been considered to assess the characteristics of the 
context. Future research should include more detailed assessments of home and workplace 
demands and supports in order to more accurately evaluate the power of dispositional over 
situational characteristics in explaining variance in work-family conflict or vice versa.  

References 

1. Aryee, S., Srinivas, E.S. and Tan, H.H., (2005), “Rhythms of Life: Antecedents and 
Outcomes of Work-Family Balance in Employed Parents”, Journal of Applied 
Psychology, Vol. 90, No. 1, pp: 132-146. 

2. Baral, R. (2009),“Examining Antecedents of Work-Family Enrichment and its Effect on 
Individual, Family and Organizational Outcomes”,Unpublished Doctoral Dissertation, 
Indian Institute of Technology, Bombay, India. 

3. Greenhaus, J.H. and Beutell, N.J., (1985), “Sources of conflict between work and family 
roles”, Academy of Management Review, Vol. 10, No. 1, pp: 76-88. 

4. Eby, L.T., Casper, W.J., Lockwood, A., Bordeaux, C. and Brindley, A., (2005), “Work and 
family research in IO/OB: content analysis and review of the literature (1980-2002)”, 
Journal of Vocational Behaviour, Vol. 66, pp:124-197. 

5. Andreassi, J. K. and Thompson. C.A., (2007), “Dispositional and situational sources of 
control: Relative impact on work-family conflict and positive spillover”, Journal of 
Managerial Psychology, Vol. 22, No. 8, pp: 722-740. 

6. Beauregard, T. A. (2006),“Predicting interference between work and home: A comparison 
of dispositional and situational antecedents”, Journal of Managerial Psychology, Vol. 
21(3), pp: 244-264. 

7. Ghosh, R.N. and Roy, K.C., (1997),“The changing status of women in India: Impact of 
urbanization and development”, International Journal of Social Economics,Vol. 
24(7/8/9), pp: 902-917. 

8. Bharat, S. (2003), “Women, work, and family in urban India: Towards new families?” in 
Berry J.W., Mishra R.C. and Tripathi R.C. (Eds), Psychology in human and social 
development: Lessons from diverse cultures, Sage, New Delhi, India, pp: 155-169. 

9. Frone, M. R., Russell, M. and Cooper, M. L., (1992),“Antecedents and outcomes of work-
family conflict: testing a model of the work-family interface”, The Journal of applied 
psychology, Vol. 77(1), pp:  65-78. 

10. Netemeyer, R.G., Boles, J.S. and McMurrian, R., (1996), "Development and validation of 
work-family conflict and family-work conflict scales", Journal of Applied Psychology, 
Vol. 81, pp:400-409. 

11. Byron, K. (2005), “A meta-analytic review of work–family conflict and its antecedents”, 
Journal of Vocational Behavior, Vol.67 (2), pp: 169-198. 

12. Fu, C.K. and Shaffer, M.A., (2001), “The Tug of Work and Family: Direct and Indirect 
Domain Specific Determinants of Work-Family Conflict”,Personnel Review, Vol. 30, 
No. 5, pp: 502-522. 

13. Allen, T. D., Herst, D. E. L., Bruck, C. S. and Sutton, M., (2000),“Consequences Associated 
With Work-to-Family Conflict : A Review and Agenda for Future Research”,Vol.5(2), 
pp: 278-308. 



 

 10 

14. Ford, M., Heinen, B. andLangkamer, K., (2007), “Work and family satisfaction and conflict:  
A meta-analysis of cross-domain relations”, Journal of Applied Psychology, Vol. 92, pp: 
57-80 

15. Carnicer, M. P. D. L., Sanchez, A. M., Perez, M. P. and Jimenez, M. J. V., (2004), “Work-
family conflict in a southern European country: The influence of job-related and non-
related factors”, Journal of Managerial Psychology, Vol.19(5),pp: 466-489. 

16. Duxbury, L., Higgins, C. and Lee, C., (1994), “Work-family conflict: a comparison by 
gender, family type and perceived control”, Journal of Family Issues, Vol. 15, No.3, pp: 
449-466. 

17. Kinnunen, U. andMauno, S., (1998), “Antecedents and outcomes of work-family conflict 
among employed women and men in Finland”, Human Relations, Vol.51 (2),pp:157-177. 

18. Boyar, S. L. and Mosley, D. C., (2007), “The relationship between core self-evaluations and 
work and family satisfaction: The mediating role of work–family conflict and 
facilitation”, Journal of Vocational Behavior, Vol.71(2), pp: 265-281. 

19. Wayne, J.H., Musica, N. and Fleeson, W., (2004), “Considering the role of personality in 
the work-family experience: relationships of the big five to work-family conflict and 
positive spillover”, Journal of Vocational Behavior, Vol. 64, No.1, pp:108-130. 

20. Voydanoff, P. (2005), “Toward a Conceptualization of Perceived Work-Family Fit 
andBalance: A Demands and Resources Approach”, Journal of Marriage and Family, 
Vol. 67(4), pp: 822-836. 

21. Rothbard, N.P. (2001),“Enriching or depleting? The dynamics of engagement in work and 
family roles”, Administrative Science Quarterly, Vol. 46(4), pp: 655-684. 

22. Hobfoll, S. E., Johnson, R. J., Ennis, N. and Jackson, A. P., (2003), “Resource loss, resource 
gain, and emotional outcomes among inner city women”, Journal of Personality and 
Social Psychology, Vol.84, pp: 632-643. 

23. Fernandez, J. P. (1986), “Child care and corporate productivity”, Lexington, MA: Lexington 
Books. 

24. Baral, R. and Bhargava, S., (2011),“HR interventions for work-life balance: evidences from 
organisations in India”, International Journal of Business, Management and Social 
Sciences, Vol.2(1), pp: 33-42. 

25. Rajadhyaksha, U. (2012),"Work-life balance in South East Asia: the Indian experience", 
South Asian Journal of Global Business Research, Vol.1 (1), pp: 108 – 127. 

26. Carlson, D.S. and Perrewe, P.L., (1999), “The role of social support in the stressor-strain 
relationship: an examination of work-family conflict”, Journal of Management, Vol. 25, 
No. 4, pp. 513-540. 

27. VanDaalen, G., Willemsen, T. M. and Sanders, K., (2006), “Reducing work–family conflict 
through different sources of social support”, Journal of Vocational Behavior, Vol. 69(3), 
pp: 462-476. 

28. Adams, G.A., King, L.A. and King, D.W., (1996), “Relationships of job and family 
involvement, family social support, and work-family conflict with job and life 
satisfaction”, Journal of Applied Psychology, Vol. 81, No. 4, pp: 411-420. 



 

 11 

29. Wadsworth, L.L. and Owens, B.P., (2007), “The effects of social support on work-family 
enhancement and work-family conflict in the public sector”, Public Administration 
Review, Vol. 67, No.1, pp:75-87. 

30. Kossek, E.E., Pichler, S., Bodner, T. and Hammer. L., (2011), “Workplace social support 
and work-family conflict: A meta-analysis clarifying the influence of general and work-
family specific supervisor and organizational support”, Personnel Psychology, Vol.64 
(2), pp: 289-313. 

31. Behson, S.J. (2005), “The relative contribution of formal and informal organizational work-
family support”, Journal of Vocational Behaviour,Vol. 66, pp: 487-500. 

32. Kossek, E. E. and Ozeki, C., (1998), “Work-family conflict, policies, and job-life 
satisfaction relationship: A review and directions of organizational behavior human 
resources research”, Journal of Applied Psychology, Vol.83, pp: 139-149. 

33. Thompson, C. and Prottas, D., (2005), “Relationships among organizational family support, 
job autonomy, perceived control, and employee well-being”, Journal of Occupational 
Health Psychology, Vol. 10, No. 4, pp: 100-118. 

34. Allen, T.D. (2001), “Family-supportive work environments: the role of organizational 
perceptions”, Journal of Vocational Behaviour, Vol. 58, No.3, pp: 414-435. 

35. Judge, T.A., Erez, A., Bono, J.E. and Thoresen, C.J., (2003), “The core self-evaluations 
scale: Development of a measure”, Personnel Psychology, Vol.56, pp: 303-331. 

36. Frieda, A.J. and Ryan, A.M., (2005), “The importance of the individual: How self-
evaluations influence the work-family interface. In: Kossek EE and Lambert S (eds) 
Work and Life Integration: Organizational, Cultural and Individual Perspectives”, New 
Jersey: LEA Press, pp: 193–210. 

37. Blanch, A. andAluja, A., (2009), “Work, family and personality: A study of work–family 
conflict”, Personality and Individual Differences, Vol.46 (4), pp: 520-524. 

38. Caplan, R.D., Cobb, S., French, J.R.P. Jr., Van Harrison, R. and Pinneau, S.R. Jr., (1975), 
“Job demands and worker health: Main effects and occupational differences”,(HEW 
Publication No.NIOSH) Washington, DC. 

39. Forsyth, S.and Polzer-Debruyne, A., (2007), "The organizational pay-offs for perceived 
work-life balance support”, Asia Pacific Journal of Human Resources, Vol. 45(1), pp: 
113-123. 

40. Darlington, R, B. (1968), “Multiple Regressions in Psychological Research and Practice”, 
Psychological Bulletin, Vol.69, pp: 161–182. 

 


	Predicting Work-Family Conflict: Comparison between Situation and Person-Based Predictors
	Predicting Work-Family Conflict: Comparison between Situation and Person-Based Predictors
	Predicting Work-Family Conflict: Comparison between Situation and Person-Based Predictors
	Method
	Data and Sample
	Predicting Work-Family Conflict: Comparison between Situation and Person-Based Predictors
	Predicting Work-Family Conflict: Comparison between Situation and Person-Based Predictors
	Discussion
	Practical Implications
	Limitations and Future Research
	References

