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ABSTRACT

The present study examines the individual, additive and interactive
effects of employee gender and two organisational climate vari-

ables on employee ratings of role conflict, work-family conflict,
family-work conflict and time-energy imbalance. Data gathered
fi-om eighty-one faculty participants indicated that women report
greater role conflict and work-family conflict than men while
spousal employment showed no effect on individual perceptions of
conflict. However, perceived organisational climate predicts these
outcomes beyond gender. Results also showed that perceived
increase in work demands have perceived negative effects on
employee well-being. The results highlight the important role that
organisational climate variables play in our understanding of the
work-family interface. Implications and areas of future research are
discussed.
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INTRODUCTION
Recent research indicates that employee perception of organisational
culture is a critical factor for understanding work-family conflict, as
well as the reasons for the low take-up rates of work-family
programmes (Thompson, Beauvais & Lyness, 1999). Work-family
culture has been found to have a stronger relationship with employee
attitudes and turnover intentions than the actual availability of
benefits (Allen, 2001; Lyness, Judiesch, Thompson & Beauvais,
2001; Thompson et al., 1999). Yet we know little about whether the
relationship between organisational climate and work-family
outcomes differs or is moderated by employee gender. Further, the
construct of work-family conflict has evolved from a general
construct to two facets that reflect the direction of conflict, namely
work-to-family conflict (WFC) and family-to-work conflict (FWC;
Frone, 2003). We know less about the person or organisational
correlates of these emerging constructs. Finally, organisational
research approaches to work and family often ignore the considera-
tion of spousal and/or children variables in understanding employee
perceptions of conflict (Cleveland, 2005; Major & Cleveland,
2005).

In the present study we examined both person and context
variables in understanding work and family conflict. Specifically,
we assessed the individual, additive and interactive effects of
employee gender and two organisational climate variables: per-
ceived organisational performance expectations (e.g. low or high
work expectations) and perceived organisational time demands on
employee ratings of role confiict, WFC, FWC and perceived
time-energy imbalance. Further, often employees are embedded in
dyadic or couple marital relationships that vary and may influence
their perceptions of conflict. Therefore, we examined the additive
and interactive effects of spousal employment status and the two
organisational climate variables on the same outcomes.

Women, Men and Work-Family Interactions
There is inconclusive evidence of consistent gender differences in
perceptions of role conflict, WFC and FWC. In fact, a number of
studies show few differences between men and women in perceptions
of WFC or FWC (e.g. Eagle, Miles & Icenogle, 1997; Frone, 2003;
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Frone, Russell & Cooper, 1992). The presence of more women in the
workplace in recent years and the increased responsibilities placed
upon men at home may be refiected in this finding.

On the other hand, some researchers suggest that women and
men do differ in their experiences of WFC and FWC. For example,
it has been found that women experience greater role overload and
WFC than do men (Hammer et al., 1997). Further, Gutek, Searle
and Klepa (1991) found that when men and women spent equal
hours in paid work, women reported greater WFC than men, and
men reported greater FWC than women. Gender role theory can
provide one explanation for these gender variations. The theory sug-'
gests that women continue to perform more of the domestic duties
(Hochschild, 1997) and thus view paid work as an interference with
these tasks. Men, on the other hand, do not expect to share equally
in housework duties and more often than women find that family
responsibilities and household tasks interfere with their career
demands and aspirations (Gutek et al., 1991). Further, employed
men are more likely to have a stay-at-home or part-time employed
spouse than employed women (Brett, Stroh & Riley, 1992).
Therefore, we hypothesised that:

Hypothesis la: Women will report greater general role conflict,
work-to-family conflict (WFC) and time-energy imbalance than
men, while

Hypothesis Ib: Men will report greater family-work conflict (FWC)
than women.

Perceived Organisational Climate and Work-Famiiy
Interactions
Organisational climate refers to perceptions of organisational policies,
practices and procedures that are shared by individuals within
organisations (Reichers & Schneider, 1999). James and James
(1989) identified a number of dimensions of organisational climate
that may be associated with conflict between work and non-work,
including role stress and lack of harmony, job challenge and autonomy,
leadership facilitation and support, and work group co-operation,
fiiendliness and warmth. There is evidence that climates perceived by
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employees to be beneficial to personal well-being are associated
with higher levels of job satisfaction and organisational commitment
(e.g. Mathieu, Hoffinan & Farr, 1993).

Drawing from the rational goal approach of the competing values
model of organisational effectiveness (Quinn & Rohrbaugh, 1983),
Neal, West and Patterson (2000) suggest that it may be possible to
enhance organisational outcomes by creating a climate that focuses
on the achievement of organisational goals. One aspect of a climate
for performance is high demand for work hours while another
would be high organisational work expectations, including an
emphasis on production, customer service and employee effort.
However, a performance climate may be harmful to employee well-
being. Heavy time demands and extensive work hours are shown to
be directly related to work-family conflict (Parasuraman, Purohit,
Godshalk & Beutell, 1996). Work pressure is one aspect of the work
environment that is believed to contribute to perceptions of conflict.
Work pressure can be defined as the extent to which a job is char-
acterised by time demands, deadlines and a fast pace (Crouter et al.,
1999). For example, employees who report high work hours are
more likely to experience work-family confiict (Kofodimos, 1995).
Further, employees in climates that encourage high time demands
are more likely to experience work-to-family conflict (Thompson
etal., 1999).

A climate for performance should enhance performance by
motivating employees to work harder in task performance in order to
achieve organisational objectives. On the other hand, a climate for
well-being should enhance morale and job satisfaction because it is
characterised by such attributes as supportive leadership, concern for
employee welfare, participation in decision-making and autonomy
(;james et al., 1990). According to Thompson et al. (1999), a support-
ive work culture allows employees to more effectively balance work
and family responsibilities and as a result experience less work and
family confiict. Employees in organisations with low expectations of
time demands reported higher affective commitment and less WFC
(Thompson et al., 1999). Further, Neubauer (1992) found that nurses
who reported less ilhiess and greater job satisfaction also reported
lower work pressure and less stress while Bamett (1996) found that
increased time pressures and conflicting demands over time were
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positively associated with great psychological distress. In the present
study, we posited that:

Hypothesis 2: Perceptions of organisational climate (e.g. organisa-
tional work expectations and organisational time demands) will be
positively correlated with role conflict, WFC, FWC and perceptions
of time-energy imbalance.

Spousal Employment Level and Employee Perceptions
of Role Conflict, WFC and FWC
Research suggests that work and family confiict may not only vary by
personal and organisational characteristics, but also by the employ-
ment status of one's marital partner (Crouter & Helms-Erikson, 1997;
Garies, Bamett & Brennan, 2003). The constmct of work pressure or
perceived organisational work expectations/demands has not been
examined in relation to the employment status of one's spouse.
Further, according to Bolger, DeLongis, Kessler and Wethington
(1989), as both partners in a relationship increasingly have jobs out-
side the home and share parenting responsibilities, the potential for
multiple role stress increases significantly. Contagion between the
two roles is one explanation for increased stress among dual-eamer
parents. There are two forms of contagion. The first type refiects
stress spillover where stress from one role (e.g. work) results in stress
being experienced in another role (e.g. family) for the same individual.
The second type refers to stress crossover which refers to the work
stress experienced by an individual leading to the individual's spouse
experiencing the stress at home (Crouter, 1984; MacDermid &
Crouter, 1986; Piotrkowski, 1979; Repetti, 1987).

In the present study we collected information on employee role
conflict, WFC, FWC and time-energy imbalance. Although we
were unable to directly test either for spillover or contagion, we did
obtain spousal employment information. Consistent with Bolger et al.
(1989), we believe that the more hours that an employee's spouse
works, the greater the employee perceptions of role conflict, WFC,
FWC and time-energy imbalance.

Family systems literature suggests families strive to maintain an
equilibrium and continuity. Each family member can affect the
equilibrium and therefore affect the psychological state of other
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family members. Within this open-system approach, employment
situations of both spouses affect the family as a whole as well as the
psychological health of each member, including the employee.
When a psychological strain such as distress, depression, burnout or
work-family confiict is experienced by one person, it can affect the
level of strain of another person in the same social environment
(Bolger et al., 1989; Westman, Vinokur, Hamilton & Roziner, 2004;
Hammer, Bauer & Grandey, 2003; Westman, 2001). Therefore
employees whose spouses are also employed, especially full-time,
may be more likely to experience multiple role stress as both
partners may increasingly need to share parenting and home
responsibilities.

Hypothesis 3: Employees with spouses employed full-time will
experience the greatest role conflict, WFC, FWC and time-energy
imbalance.

Person and Context Considerations in Work-Famiiy
Perceptions
Increasingly, the challenge of creating a family-fiiendly workplace
is to develop a culture or climate that shares vales and norms that
advance rather than thwart the development and effectiveness of
work-family programmes (Starrels, 1992; Murphy & Zagorski,
2005). Thompson et al. (1999) found that supportive climates were
related to higher affective commitment, reduced turnover and lower
self-reported levels of work-family conflict. A number of other
studies identified organisational climates as critical in enhancing the
employee's ability to balance work and family responsibilities (e.g.
Allen, 2001; Bailyn, 1997; Bond, Galinsky & Swanberg, 1998). An
'overtime culture' (Fried, 1998) and work devotion (Blair-Loy &
Wharton, 2002) reflect the often unspoken norms within work-
focused, family-unsupportive organisations. Within these organisa-
tions the road to career advancement is by working long hours and
using impression management strategies which involve little
employee disclosure of family issues at work.

Although there is evidence of the main effects for person (gender,
spousal employment status) and organisational climate on work/
non-work outcomes, we know little about whether the perceived
work climate has more or less of an effect on men or women or in
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families where the spouse works fuU-fime, part-fime or not outside
the home. Therefore our final two hypothesised relationships are
exploratory in nature. Drawing fi-om the gender role and work-family
literatures, we hypothesised that:

Hypothesis 4a: Gender will interact with perceived organisational
climate (e.g. organisational performance expectations and
perceived organisational time demands) such that there will be a
greater difference in ratings of role conflict, WFC, FWC and
time-energy imbalance among women between climates that reflect
high and low performance expectations than for men.

Hypothesis 4b: Perceived organisational climate (e.g. organisa-
tional performance expectation and perceived organisational time
demands) will show additive effects beyond gender in predicting
role conflict, WFC, FWC and time-energy imbalance.

The contagion literature suggests that couples who work more hours
outside the home may experience greater multiple role confiicts than
when the spouse is at home full-time (Bolger et al., 1989).

Hypothesis 5a: Spousal employment will interact with perceived
organisational climate (e.g. organisational performance expecta-
tions and organisational time demands) such that there will be
greater differences in ratings of role conflict, WFC, FWC and time-
energy imbalance among employees whose spouses work full-time
or part-time rather than not at all outside the home between climates
that reflect high rather than low performance expectations.

Hypothesis 5b: Perceived organisational climate (e.g. organisa-
tional performance expectations and organisational time demands)
will have additive effects beyond spousal employment to predict rat-
ings of role conflict, WFC, FWC and time-energy imbalance.

METHOD

Participants
The survey was completed by eighty-one participants (fifly-six
male and twenty-four female), for a response rate of 16 per cent.
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The average age of participants was forty-seven years. A total of
sixty-seven participants were married or living with a partner and
thirty-nine had one or more children under the age of eighteen.

Procedure and Measures
A random sample of 500 employees was generated from a list of all
faculties at an eastern university in the USA. The survey was then
e-mailed to the sample. The survey included questions about a vari-
ety of factors associated with work and family experiences in which
the individual is employed. Participants anonymously completed
and submitted the survey on-line.

Demographic Information
Demographic information was collected from participants. They were
asked to indicate gender, department in the university, hours worked
per week, marital status, number of children, spousal employment
and tenure grade. Gender was coded as a dummy variable (male = 1
and female = 2). Hours worked per week were reported as the num-
ber of hours spent at work (primary job and any additional jobs),
spent on work-related matters at home and spent commuting to and
from work. Marital status was measured with a 5-item scale
(single = 1, married/partner at home = 2, divorced/single = 3,
divorced/remarried = 4, and separated = 5). Spousal employment
status was measured with a 4-item scale (my spouse/partner is not
employed = 1, my spouse/partner is employed part-time = 2, my
spouse/partner is employed full-time = 3, not applicable = 4).

Role Confiict
Role confiict was measured with seven items developed by Bohen and
Viveros-Long (1981) and previously used by Clark (2001). These items
measured the extent to which work roles confiict with other life roles.
An example item is 'I feel I have to rush to get everything done each
day'. Items were measured on a 7-point scale ranging firom 1 (strongly
disagree) to 7 (strongly agree). Coefficient alpha was reliable at .88.

Work-Family Confiict
Work-family conflict was measured with a 5-item scale developed
by Netemeyer et al. (1996). Items measure the extent to which work
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interferes with family life. An example item is 'the demands of my
work interfere with my home and family life'. Items were measured
on a 7-point scale ranging from 1 (strongly disagree) to 7 (strongly
agree). Coefficient alpha was reliable at .92.

Family-Work Conflict
Family-work conflict was measured with a 5-item scale developed
by Netemeyer et al. (1996). Items measure the extent to which
family interferes with work life. An example item is 'I have to put
off things at work because of the demands on my time at home'.
Items were measured on a 7-point scale ranging firom 1 (strongly
disagree) to 7 (strongly agree). Coefficient alpha was reliable at .89.

Time-Energy Imbalance
Time-energy imbalance was assessed using a 24-item scale based
on a scale developed by Kofodimos to measure the extent to which
the amount of time and energy spent on work and non-work roles is
equal or imbalanced. Three items from the original scale were omit-
ted since they were not appropriate for the present sample. Items
were measured on a 7-point scale ranging from 1 (strongly dis-
agree) to 7 (strongly agree). Example items include, 'I bring work
home on the weekends' and 'I don't have enough time to stay on a
consistent exercise program'. Coefficient alpha was reliable at .80.

Organisational Work Expectations
Organisational work expectations were measured with fourteen
items developed by Kofodimos (1995). These items measure the
demands or expectations placed on individuals by the organisation.
Example items include, 'my department values and rewards working
at home on a regular basis' and 'my department values and rewards
taking my full vacation allotment' (reverse scored). Agreement with
the items was measiired on a 7-point scale ranging fi-om 1 (strongly
disagree) to 7 (strongly agree). Coefficient alpha was .84.

Organisational Time Demands
Organisational time demands were measured with a 4-item
scale developed by Thompson et al. (1999) in order to measure
work-family culture. This scale measures the extent to which the
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organisation expects individuals to devote time and energy to the
workplace above family. An example item is 'to be viewed favorably
by administration, employees in this department must constantly
put their jobs ahead of their families or personal lives'. Agreement
with the items was measured with a 7-point scale ranging from 1
(strongly disagree) to 7 (strongly agree). Coefficient alpha for this
scale was .85.

RESULTS
Table 10.1 shows study means, standard deviations and bivariate
correlations. Hypothesis la predicted that women would report
higher levels of role conflict than men. A one sample ^test revealed
that women did, in fact, report higher levels of role conflict

= 5-74 VS. M^^,^ = 4.90, /(75) = 2.69,/7 < .01). In addition

Table 10.1: Means and Intercorrelations among Variables in the Study

Variable

1. Gender

2. Spousal
Employment

3. Org.
Expectations

4. Org. Time
Demands

5. Role
Conflict

6. Work-Family
Conflict

7. Family-Work
Conflict

8. Time-Energy
Imbalance

Mean/
s.d.

—

—

4.20
(.89)

19.14
(5.72)

5.15
(1.31)

4.78
(1.42)

3.13
(1.35)

4.14
(.75)

1.

—

.06

.20

.26*

.30**

.27*

-.13

-.04

2.

—

-.06

-.03

-.01

.08

.03

.07

3.

—

.65**

.38**

.45**

-.01

.32*

4.

—

.47**

.54**

-.05

.34**

C
JI

—

.67**

.14

.58**

6.

—

.28*

.72**

7.

—

.37**

8.

—r

Note: r is significant *p < .05, **p < .01
Gender: 1 = male, 2 = female
Spousal Employment: 1 = full-time, 2 = part-time, 3 = not employed
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to role conflict, women were also predicted to report higher levels
of work-family conflict (Hypothesis la). This prediction was sup-
ported. Women (M = 5.39) reported significantly higher levels of
work-family conflict than men (M = 4.55), f(73) = 2.37, p < .05.
Contrary to our prediction, women did not report significantly
higher levels of time-energy imbalance than men (4.15 vs. 4.08,
t(60) = .33, p = ns). Thus Hypothesis la was partially supported.
Finally, we suggested that men would report significantly higher
levels of family-work conflict than women (Hypothesis Ib). While
means were in the predicted direction [M^̂ ,̂ ^ = 3.24 vs.
^Females ~ 2-85], & test of mean differences revealed no significant
difference /(72) = \.l3,p = ns.

Consistent with Hypothesis 2, Table 10.1 reveals that positive,
significant correlations were observed between individuals' per-
ceived organisational work demands (conceptualised as organisa-
tional expectations as well as organisational time demands) and
their perceived levels of role confiict, work-family confiict and
time-energy imbalance. There was no significant correlation
between family-to-work conflict and the perceived organisational
work demands. Thus, Hypothesis 2 was partially supported.

Contrary to Hypothesis 3, employees whose spouses were
employed full-time did not experience significantly higher levels of
either role or work-family conflict. For role conflict, a one-way
analysis of variance showed no significant differences in the level of
role conflict reported by employees whose spouses were employed
full-time (M= 5.13) as compared to those whose spouses were
employed part-time (M = 5.37) or not employed at all (M = 4.79),
F(2,68) = .87, p = ns. Similarly, there were no significant differ-
ences in the work-family conflict levels of those employees whose
spouses were employed full-time (M = 4.63), part-time (M = 4.94)
or not at all (M = 4.82), F(2,67) = .29, p = ns. In fact, it is inter-
esting to note that employees with spouses employed full-time
actually experienced the lowest levels of work-family conflict.

We also predicted that employees with spouses employed
full-time would experience higher levels of family-to-work conflict
and time-energy imbalance. No support was found for these
predictions. With regard to family-to-work conflict, there were no
significant differences between employees whose spouses worked
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full-time (M = 2.97), part-time (M = 3.33) or not at all
(M = 3.33), F(3,734) = .59, p = ns. Employees whose spouses
were employed full-time (M = 4.06) versus part-time (M = 4.23)
or not at all (M = 4.13) did not report higher time-energy imbalance,
F(3,62) = .25,p = ns.

Hypothesis 4a predicted that both perceived organisational
expectations and perceived organisational time demands would
interact with employee gender to influence respondents' levels of
role conflict, work-family conflict, family-work conflict and time-
energy imbalance. Contrary to expectations, neither perceived organ-
isational expectations nor perceived organisational time demands
interacted with employee gender to predict role, work-family or
family-work conflict (see Tables 10.2 and 10.3). As shown in Table
10.2, a significant interaction was noted between gender and
organisational expectations on time-energy imbalance, however
between employee gender and organisational time expectations did
not significantly predict ratings of time-energy imbalance.

In addition, perceived organisational performance expectations
and perceived organisational time demands showed additive effects
in predicting role confiict, work-family conflict, and time-energy
imbalance, but not family-work conflict (see Tables 10.2 and 10.3)
beyond the effects attributed to employee gender . Thus, we found
partial support for Hypothesis 4b.

We also hypothesised that spousal employment would interact
with both perceived organisational performance expectations and
perceived organisational time demands to predict role conflict,
work-family conflict, family-work conflict and time-energy imbal-
ance (Hypothesis 5a). In partial support of Hypothesis 5a, hierarchi-
cal regression analyses revealed that spousal employment interacted
with perceived organisational expectations to predict work-family
conflict, family-work conflict and time-energy imbalance (see
Table 10.4). Spousal employment also interacted with perceived
organisational time demands to predict time-energy imbalance (see
Table 10.5). Finally, we found partial support for Hypothesis 5b.
More specifically, perceived organisational performance expectations
and perceived organisational time demands showed additive effects
beyond spousal employment in predicting role conflict, work-
family conflict and time-energy imbalance but not family-work
confiict (see Tables 10.4 and 10.5).
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DISCUSSION
The present study extended previous research on gender and
work-family conflict. In addition, the study provided unique contri-
butions in two ways by developing our understanding of: (1) the role
of organisational climate in perceptions of role conflict, work-
family conflict, family work conflict and time-energy imbalance
(well-being) and (2) the role that spousal employment has jointly
with organisational climate in predicting role conflict, work-to-family
conflict, family-to-work conflict and time-energy imbalance.

Using faculty participants, we found that women perceived signif-
icantly greater role conflict and work-to-family conflict than men.
Similar to Gutek et al. (1991), men reported greater family-to-work
conflict than women. In light of these findings, we urge researchers
to continue examining the relationships among men and women and
work and non-work interfaces. Although we found gender main
effects, we believe that often these relationships are not simple or
straightforward; they may vary based on occupation, marital status,
spousal employment, number and ages of children and so forth.

We predicted that employees whose spouses worked full-time
would report greater role conflict, work-family conflict and
time-energy imbalance than employees whose spouses worked part-
time or not at all. This was not supported. One reason could be that
self-selection may be operating among couples such that dual-eamer
couples have developed greater self-efficacy and work-family cop-
ing skills than couples where the spouse is not employed (Bamett,
2005). Also it may be that more traditional couples and dual-eamer
couples vary in terms of career and family identity. Specifically,
dual-eamer couples may be better able to share multiple roles and
the career and family identities of each spouse may be more similar
in such couples. Further, our sample was composed largely of male
employees; few female employees reported having spouses who
worked either part-time or not at all. We encourage more research
that examines a greater number of female employees whose spouses
are not employed (by choice or forced), part-time or full-time.

The results of the current study underscore the importance of
perceptions of organisational climate in understanding work-family
interfaces. Allen (2001) has shown that organisational climate rather
than the objective presence of work-family fnendly programmes
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predicts the uptake or utilisation of such programmes. Consistent
with this research, both indicators of organisational climate were
significantly related to role conflict, work-to-family conflict and
time-energy imbalance. When organisational time demands or per-
formance expectations for employees were high, employees
reported greater role conflict, work-family conflict and time-
energy imbalance than when such organisational climate perceptions
were low.

The importance of organisational climate was assessed further by
examining both additive and interactive contributions to ratings or
organisational climate beyond gender and spousal employment. The
effect of organisational performance expectations on time-energy
imbalance was greater among men than women. Although there was
one interactive effect, regression analyses revealed that organisa-
tional climate had strong additive effects beyond gender in ratings
of role conflict, work-family conflict and time-energy imbalance.
For each of these findings, organisational climate contributed
greater unique variance in ratings than did gender.

The additive and interactive effects of organisational climate •
were stronger and more consistent with spousal employment. There
were significant interactive effects for work-to-family conflict,
family-to-work conflict and time-energy imbalance. When organi-
sational performance expectations were low, there was a greater
difference in ratings of work-to-family conflict and family-to-work
conflict among full-time, part-time and not employed spouses. In
addition, among employees whose spouses were employed full-
time, there were the greatest differences in rating of work-to-family
and family-to-work conflict. For work-to-family conflict, in organ-
isations with low performance expectations, employees with spouses
employed full-time reported significantly lower work-to-family
conflict than employees with spouses employed part-time or not at
all. A different interaction pattern emerged using ratings of
time-energy imbalance. There were larger differences in ratings
of time-energy imbalance between low and high organisational
performance expectations among employees whose spouses were
employed full-time. Therefore, having a spouse who is employed
full-time amplified the effects of organisational performance expec-
tations on time-energy imbalance. In addition, among employees
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whose spouses were not employed, employees reported less
time-energy imbalance in high performance expectations organisa-
tions than in low performance expectations organisations. Further
there was a significant interactive effect between organisational
time demands and spousal employment and on ratings of time-
energy imbalance. The pattem of this interaction was similar to the
one found using organisational performance expectations. Finally,
there were additive effects of organisational performance expecta-
tions (beyond spousal employment) for ratings of role conflict,
work-family conflict and time-energy imbalance.

Evidence from this study suggests that organisational climate
may be one ofthe most critical factors in shaping the family friend-
liness (or unfriendliness) of an organisation. Many organisations
today operate as if men continue to be the sole breadwinner for the
family with a full-time spouse at home. The belief that work and
family are two separate domains or spheres continues to be deeply
ingrained within our society. With increasing numbers of women in
the workforce and technological advances allowing work to be
performed at home, it is clear that the two spheres are not distinct
(Thompson, Beauvais & Allen, 2005). Yet often organisations
require employees to invest significant time and energy in work. As
Williams (2000) describes, the 'ideal worker' is one who will work
long hours per week, to an inflexible and demanding work sched-
ule, with an unpredictable work routine and within a greedy organ-
isational climate. Within our highly educated professional sample,
women continue to experience greater work-to-family conflict than
their male counterparts. This finding occurs within a setting where,
although working hours may be long, it is believed that employee
flexibility and control over those working hours is high compared to
non-academic or more traditional organisational settings.

By itself spousal employment apparently has little effect on
perceptions of work and non-work conflict. Yet, perceptions of
organisational performance expectations (and time demands) both
singly and jointly with spousal employment are a critical factor in
perceptions of conflict and time-energy imbalance. Employee per-
ceptions of the work context appear to play a greater role shaping
our work/non-work perceptions than individual difference variables
like gender or marital status.
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Few studies are without their limitations. We were unable to
examine more complex relationships or interactions among variables.
It would have been interesting to assess whether or not male and
female faculty in situations where one's spouse is employed fiill-
time, part-time or not at all vary in perceptions of work-to-family
and family-to-work conflict. There were such small numbers of
female faculty whose spouses worked part-time or not at all that we
were unable to assess these relationships. In addition, few single
male or female parents are represented in this population. This leads
us to consider the possibility that academia may be informally, via
organisational expectations and time demands, screening out a
segment of our society.

On the other hand, there is reason to believe that the characteristics
of work within university settings have a number of desirable features
that not only may enhance the quality of one's family life, but also
provide some flexibility and discretion for faculty in navigating
among work and family domains. Due to the length of our survey,
we did not examine the potential for work and family facilitation
or positive spillover. In addition, there is a need to link perceptions
of conflict and climate to work-related attitudes, behaviour and
performance.

What do the results of the present study suggest? Similar to other
areas within industrial and organisational psychology (e.g. honesty
in the work place. Murphy, 1993), researchers who attempt to
understand work and family issues may have very different goals
(Sackett & DeVore, 2001). Various theoretical perspectives on work
and family may focus more on individual differences (e.g. type A,
negative affectivity or gender) as antecedents of work-family conflict
while other perspectives may focus more on situational character-
istics (e.g. long work hours). Perspectives that focus on persons
clearly utilise the individual level of analysis (Sackett & DeVore,
2001). On the other hand, the focus upon situation variables as
antecedents can reflect either individual level or aggregated levels
of analyses (hours, job characteristics vs. organisational policies).
Further, Sackett and DeVore (2001) identify a second dimension
that can influence research questions, designs and objectives which
reflects the time-frame in which data is collected. Although Sackett
and DeVore applied these two dimensions to counterproductive
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work behaviours, they can be discussed in terms of work and family
research as well.

Results from the present study suggest that the situation perspective
is a meaningful avenue for work and family researchers to pursue. It is
important to focus more upon both the proximal and distal context
factors that either enhance or inhibit the occurrence and perceptions of
work-family conflict. Further, researchers and practitioners would
gain significant insights into the developmental nature of work and
family interchanges by examining employees and their families across
the lifespan as their family and work lives are initiated, develop and
grow.
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