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Scienti® c evidence linking employers’ eVorts to help workers to manage the work } non-work
interface to actual outcomes at work remains scarce. In this study of 200 women employed in a
Canadian school district, a research model was devised to explain how two strategies for managing
the interface may aVect stress symptoms, absenteeism and turnover intention. Several features
distinguish this model from earlier models of the work } non-work interface. That is, two directions
of work } non-work con¯ ict, a mediator between the strategies and work outcomes, are speci® ed,
each strategy is set to relate directly to only one direction of con¯ ict, and each direction is set to relate
directly to stress symptoms and either absenteeism or turnover intention. LISRELanalysis supported
the superiority of the research model to a general model incorporating more common con-
ceptualizations of the work } non-work interface.

1. Introduction

Con¯ ict between work and non-work roles has received considerable attention from social

scientists during the 1980sand 1990s.This attention can be attributed to the increased labour

force participation of women and the heightened role demands on men and women who

are part of dual-earner families. Interest in employer eVorts to help workers to manage the

work } non-work interface has been great among personnel and family specialists. Recent

surveys, however, indicate that most workers still experience few of the popularized

practices such as on-site child care, alternative work arrangements, and workshops on

work } family coping (Kirchmeyer 1995, Osterman 1995). Moreover, concern is heard

from scholars about the dearth of scienti® c evidence linking support practices to actual

outcomes at work (GoV et al. 1990,Kossek and Nichol 1992,Osterman 1995,Thomas and

Ganster 1995). Without ® rm evidence that employer support for non-work aVects

behaviour such as job performance and absenteeism, many employers may remain reluctant

to implement relevant practices. Osterman (1995) reported that employers’ attention was

shifting to AIDS and disability concerns.

The failure of researchers to link employer support for non-work to outcomes at work

may be explained partially by inadequate research models. In particular, the targets of

employer eVorts to help workers manage the work } non-work interface are de® ned rather

broadly. Yet, work } non-work con¯ ict, a recognized mediator between inter-role

management and its consequences (Thomas and Ganster 1995, Parasuraman et al. 1996),
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appears to require precise speci® cation. Frone et al. (1992), for example, argued that most

research on work } non-work con¯ ict had failed to make distinctions between interference

from work and that from non-work. The former occurs when work demands deplete a

person’s resources of time, commitment, and energy and thereby reduce his or her ability

to enact non-work roles, whereas the latter occurs when non-work demands deplete these

resources and thereby reduce his or her ability to enact work roles. In instances where the

directions of con¯ ict were distinguished, role-speci® c demands were found to aVect them

diVerently, and combining them into one measure would have diluted the eVects (Frone et

al. 1992,1997,Cohen and Kirchmeyer 1995, Parasuraman et al. 1996). Frone et al. (1992)

also speculated that diVerent strategies for managing the work } non-work interface may

aVect the two directions of con¯ ict in unique ways, but no research has tested for that

possibility.

The ® ndings of Frone and his colleagues (1992) further revealed that models of the

work } non-work interface could be improved by setting a reciprocal relationship between

the two directions of con¯ ict. This feature deserves re-testing with other samples of

workers and may be important for explaining the eVects of inter-role management if such

eVects ¯ ow indirectly through one form of con¯ ict to another. In addition, some evidence

indicates that work } non-work con¯ ict in¯ uences a narrower range of attitudinal and

physiological outcomes than previously thought (Thomas and Ganster 1995) and that the

two directions of con¯ ict may have unique outcomes (Frone et al. 1992,Parasuraman et al.

1996). Such unique outcomes along with inter-role management strategies aVecting the

directions of con¯ ict diVerently may establish unique pathways to work outcomes.

In this study of Canadian women who are teachers and other school-district employees,

the authors examined two strategies for managing the work } non-work interface. The

authors aimed to determine if the ability of the strategies to predict absenteeism and

turnover intention could be improved by specifying both a unique pathway for each, and

a reciprocal relationship between the two directions of work } non-work con¯ ict. One

strategy involves the employer directly supporting workers’ non-work activities and

appears to be as dependent on the actions of immediate supervisors as on organization-wide

programmes (GoV et al. 1990, Warren and Johnson 1995). Individuals’ experiences with

such support can vary also owing to personal usage or demand (Kossek and Nichol 1992).

The subjects of this study were drawn from 18 worksites located in a single school district,

hence the authors focused on support practices that varied across sites such as ¯ exibility in

work scheduling and accommodating requests for time oV, rather than on organization-

wide bene® ts, such as employee assistance programmes. The strategy was called worksite

support, and the authors relied upon women’s self-reports to gauge its availability. Thomas

and Ganster (1995) found workers’ perceptions of non-work support to re¯ ect accurately

the practices available to them.

The second strategy involves workers using their own personal resources to cope

independently with multiple roles. Although the strategy is self-directed by individuals,

employers can play a role by providing workshops and other educational forums that

encourage self-awareness and stress management (Osterman 1995). Warren and Johnson

(1995) concluded that most employer-sponsored work } non-work programmes typically

envelop both worksite support and personal coping through a variety of practices, but the

possibility that the strategies have distinct consequenceshas not been addressed.

To test the proposition that inter-role management strategies have unique pathways to

work outcomes, the authors compared three models of the work } non-work interface using

LISREL analysis. The models and procedure are described below. In brief, one model

presents the two strategies as having the same consequences,whereas another presents them
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as each aVecting only one direction of work } non-work con¯ ict that in turn aVects stress

symptoms and either absenteeism or turnover intention directly. A ® nal model incorporates

the idea of reciprocity between the two directions of con¯ ict.

2. Research models

2.1. General model

The generally-applied model or general model encompasses variable relationships that are

found commonly in conceptualizations of the work } non-work interface and is illustrated

in ® gure 1. It follows the accepted practice among researchers of setting work } non-work

con¯ ict as a mediator between both role demands and inter-role management and work

outcomes (Kossek and Nichol 1992,Thomas and Ganster 1995, Parasuraman et al. 1996).

Underlying this model is the assumption that better management of the work } non-work

interface will reduce con¯ ict between the domains. Research evidence of a relationship

between such management and con¯ ict in general has ranged from supportive (Warren and

Johnson 1995) to non-supportive (GoV et al. 1990) as well as providing mixed results

(Beutell and Greenhaus 1983).The model does recognize the two directions of con¯ ict to

be correlated, a relationship reported consistently (Gutek et al. 1991,Cohenand Kirchmeyer

1995, Parasuraman et al. 1996), although no direct relationship has been assumed.

The general model also incorporates research evidence that role-speci® c demands are

associated with only one direction of con¯ ict. Two measures of role demands, number of

children and personal income, were included here. Note that such demographic variables

are not prone to common method variance in self-reporting (Crampton and Wagner 1994).

Parenting, for example, represents the most demanding non-work role in terms of time and

involvement (Gutek et al. 1991, Kirchmeyer 1993). The demands of parenting tend to

increase with number of children, and family size has been shown to predict family-role

strain (Katz and Piotrkowski 1983)and work } non-work con¯ ict (Keith and Schafer 1980).

Figure 1. General model.
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In several studies that explicitly distinguished interference from non-work and that from

work, only the former was associated with number of children, hours spent in family work,

and family involvement (Gutek et al. 1991, Frone et al. 1992, Matsui et al. 1995). That

disruptions ¯ ow mostly from the high-demand roles makes sense intuitively, and thus

family size was set here to aVect only interference from non-work.

Incomewas used as an indicator of work demands and set to aVect only interference from

work. Greater income, particularly within a single organization, suggests a higher-level job

requiring more involvement and time commitment (Hughesand Galinsky 1994).Although

salary scales for teachers are based on years of experience, teachers can increase their

positions on the scales through further development, and thereby take on more demanding

teaching, such as `special education ’, or by assuming administrative duties. In a broad

sample of workers, Staines and O’Connor (1980)found those in jobs at the upper level of

their range to report the greatest work } family con¯ ict. In studies where the direction of

con¯ ict was speci® ed, job demands correlated signi® cantly with interference from work

and not with the other direction (Wiley 1987, Gutek et al. 1991, O’Driscoll et al. 1992,

Kirchmeyer 1995,Parasuraman et al. 1996).Once again, that disruptions ¯ ow mostly from

the high-demand domain is understandable.

As for the relationship between work } non-work con¯ ict and work withdrawal,

voluntary absenteeism is considered to be not only a reaction to the discomfort of this

con¯ ict (Thomas and Ganster 1995)but also a means to relieve it by restructuring the work

week as well (Youngblood 1984).Absenteeism has been shown to correlate positively with

work } non-work con¯ ict in some studies (GoV et al. 1990,Kossek 1990).The same reactive

and proactive aspects could be applied to alternative forms of work withdrawal such as

turnover. That is, changing jobs may be both an escape from the discomfort of work } non-

work con¯ ict and an attempt to restructure one’s life.

The authors also included in the model an outcome that has been associated with

work } non-work con¯ ict consistently, that is, stress symptoms including tiredness,

nervousness, feeling `blue ’, and lack of enthusiasm for life (Keith and Schafer 1980,Tiedje

et al. 1990, Ray and Miller 1994, Thomas and Ganster 1995). In these studies, the two

directions of con¯ ict were not measured separately, and disruptions from both work and

non-work were assumed to act as stressors. Given the body of evidence suggesting that role

con¯ ict in general leads to health problems (for review see Ganster and Schaubroeck 1991),

in the present model both directions of con¯ ict were set to aVect stress symptoms. When

the two directions have been distinguished, both have been associated with stress symptoms

in some studies (Klitzman et al. 1990, Parasuraman et al. 1996), whereas in others, only

interference from non-work (Frone et al. 1992)or that from work (O’Driscoll et al. 1992)

revealed relationships.

2.2. Unique determinants and unique outcomes model

As shown in ® gure 2, the second model represents a subset of the general model. The main

research hypothesis was that this model with its fewer paths would account for variance

more eYciently. The management strategies as well as the role demands were set to each

aVect only one direction of con¯ ict. A recent study of female nurses (Cohen and

Kirchmeyer 1995) supports the idea of the strategies serving as unique determinants. That

is, the extent that personal coping was used by the nurses correlated signi® cantly with

interference from non-work and not with that from work. At the same time, the extent to

which they experienced their employers as directly supporting non-work correlated

signi® cantly with only interference from work. These ® ndings are consistent with

arguments about workers having greater personal control over non-work as compared to
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Figure 2. Unique determinants and unique outcomes model.

work and being ultimately responsible for managing non-work demands themselves

(Schonfeld 1990, Gutek et al. 1991, Frone et al. 1992). Hence, personal coping, and not

worksite support, was set to aVect interference from non-work.

In contrast, worksite support and not personal coping was set to aVect interference from

work ; a prediction also consistent with Cohen and Kirchmeyer’ s (1995) ® nding with

nurses.Frone et al . (1992)proposed that workers shouldhold their organizations responsible

for such interference and accept less responsibility for it themselves. Hence, it seems

reasonable that strategies associated directly with employers’ eVorts would best address

interference from work.

In addition, the second model incorporates the idea of the two directions of work } non-

work con¯ ict leading to diVerent outcomes. Turnover and absenteeism are thought to be

alternative forms of work withdrawal to each other (Dalton and Todor 1993)and a portion

of their variance to result from diVerent underlying processes (Lee and Mitchell 1994).This

line of thinking supports the possibility of the two directions of con¯ ict aVecting turnover

and absenteeism in unique ways.

Studies of absenteeism that compare the eVects of work variables with those of non-work

variables reported that the non-work ones more strongly predict absence duration and

frequency (Morgan and Herman 1976, Rousseau1978, Youngblood 1984). Morgan and

Herman (1976) found that frequent absenteeism often was motivated by a need for free

time to meet non-work demands, thus demonstrating the proactive side of absenteeism. For

absenteeism to serve as an eVective means of relieving work } non-work con¯ ict, the

disruptions would be more likely to stem from non-work than from work. Taking

absences from work as a way in which to address the disruptive demands of work could

create even more time pressures at work and possibly greater con¯ ict with non-work.

On the other hand, job turnover may be the more likely form of work withdrawal to

result from interference from work. Changing to a less demanding job should reduce the
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disruptions from work but not necessarily those from non-work because the latter do not

stem from the work role itself. For example, changing jobs does not directly alter the

demands of parenting and their potential to disrupt work. Therefore, in the second model,

only interference from non-work was set to lead directly to absenteeism, and only

interference from work to lead directly to turnover intention, a strong predictor of eventual

turnover (Hom et al. 1992).

The ® nal feature of this model involves the indirect eVects of work } non-work con¯ ict

on both forms of work withdrawal through stress symptoms. Absence from work may

represent not only an attempt to deal with non-work disruptions, but also a reaction to

psychological and physical strain caused by con¯ ict in general. This indirect route is a way

in which interference from work could lead to absenteeism. Similarly, turnover may be a

response to interference from non-work when that interference leads to strain. For

example, changing jobs may represent an attempt to restructure one’s life when the

disruptions from non-work progress to a stressful level. In previous studies, stress symptoms

have been found to be associated with absenteeism and turnover (Ivancevich 1986,Ganster

and Schaubroeck 1991), and when structural equation modelling was undertaken

(Bacharach et al. 1991),work } non-work con¯ ict was found to aVect job attitudes indirectly

through stress symptoms.

2.3. Unique determinants and unique outcomes model with reciprocal relationship

In the last model, the relationship between the two directions of con¯ ict was set to be

reciprocal in nature. Its only variation from the model depicted in ® gure 2 lies in the

addition of two paths between the two directions, one ¯ owing from work’s interference

and the other from non-work’s interference. With this model, the authors re-tested the

® nding of Frone et al. (1992) that models of the work } non-work interface could be

improved by recognizing such reciprocity. Frone et al. (1992) explained that when the

demands of a domain interfere with one’s ability to ful® l obligations in a second domain,

these unful® lled obligations may begin to interfere with one’s day-to-day functioning in

the ® rst domain. Likewise, when a management strategy relieves the interference from one

domain, the demands of a second domain may be better met and prove to be less disruptive

to the ® rst domain.

3. Method

3.1. Sample and procedure

The subjects of this study were 200 female teachers, school administrators, and support staV
including clerical and maintenance workers employed by a single schooldistrict in Canada.

Their mean age was 40.8 years and mean tenure in the school district was 9.2 years. A total

of 78% were parents. The women represented a subsample from a larger survey of this

school district where self-administered questionnaires had been distributed to men and

women at all levels. An acceptable response rate of 42% had been achieved. Data from 96

men who had responded also were not included in the analysis becausemen and women can

respond diVerently to employer support (Kossek and Nichol 1992), and, for the purposes

of gender comparisons, the size of the male subsample was below that required for

meaningful causal modelling (Bearden et al. 1982).

The schooldistrict welcomed the request to conduct this study because it was considering

the implementation of an employee assistance programme. The only `work } non-work

bene® ts ’ that were available at the time to all workers encompassed those mandated by

provincial law or the collective agreement, such as maternity leave and long-term leave.
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3.2. Measures

3.2.1. Children : Number of children was used as an indicator of family size.

3.2.2. Income : This variable was measured in dollars earned per year.

3.2.3. Personal coping : This strategy for managing the work } non-work interface was

measured with eight items developed by Kirchmeyer (1993).Her factor analysis found the

respective practices that involve time management and reframing demands to have a

common underlying dimension. Example items include `overlap diVerent roles whenever

possible (such as participating in a sport that my kids enjoy and doing community service

that really uses my professional skills) ’ and `develop attitudes which put role demands in a

positive light ’ . A 5-point scale ranging from `not typical of me ’ to `very typical ’ was

applied. The resultant Cronbach’s a was .73.

3.2.4. Worksite support : Kirchmeyer’ s (1995)corresponding 4-item, unidimensional scale

of employer respect for workers’ non-work activities was used to measure this strategy.

Example items regarding the respondent’s worksite include `is ¯ exible about employees’

work schedules (such as providing Flexitime and not rigid about keeping certain hours)’

and `accommodates employees’ special non-work need (such as arranging time-oV for an

employee to participate in a community event important to the employee) ’. Kirchmeyer’s

factor analysis found these practices to represent a separate dimension from more formalized

practices such as on-site day care and personal assistance programmes. The scale was

anchored with ® ve points ranging from `not typical ’ to `very typical ’ . The resultant

Cronbach’s a was .74.

3.2.5. Interference from non-work : Kirchmeyer’s (1993) 8-item measure of negative non-

work-to-work spillover was used. Items began with the phrase `being involved in non-

work activities ’ and examples include `demands time from me that could be spent on my

job ’, `makes me so irritable that I take it out on the people at work ’, and `makes it hard to

adjust back to the way I must act at work ’. The instructions provided a list of non-work

roles for respondents to consider including those related to family and friends, hobbies and

recreation, and community and political associations. A Cronbach’s a of .81 was achieved.

3.2.6. Interference from work : Shamir’s (1983)6-item con¯ ict measure was used. Items refer

to the disruption of non-work by work and include `one of the diYculties of my job is that

I am not home enough’ and `work often prevents me from participating in leisure activities

that take place at the same time ’ . A Cronbach’s a of .81 was achieved.

3.2.7. Stress symptoms : Body signals such as headaches, tiredness, and mood changes

represent the most commonly reported symptoms of stress among workers including

teaching faculty (Brown et al. 1986).Three such symptomsÐ that is, feelings of depression,

tiredness, and nervousnessÐ were included in this study. Respondents were asked to

indicate the frequency of each symptom according to a 5-point scale. Reliability analysis

revealed acceptable consistency across the three symptoms with a Cronbach’s a of .78.
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Research ® ndings indicate that such self-reports of health do not yield in¯ ated estimates of

strain despite earlier contentions that they may do so (James et al. 1994).

3.2.8. Absenteeism : The school district workers were asked to report how many days they

were absent from work during the previous 12 months. In Johns’ (1994a)study of teachers

in another Canadian school district, self-report and records-based absenteeism had a high

correlation coeYcient of .92. As with the district of Johns’ study, the district studied by the

present authors maintains records of absenteeism that are communicated to employees. In

accordance with Johns’ (1994b) advice, a free-response format was utilized and the

absenteeism question was separated from questions concerning its hypothesized deter-

minants.

3.2.9. Turnover intention : Three items that encompass either thinking about leaving one’s

job or searching for another job were used to measure turnover intention. An example is

`I think a lot about leaving my job ’ . Measures of this intention with as few as two items

have demonstrated high validity (Jaros et al. 1993).A Cronbach’s a of .90 was achieved.

3.3. Data analysis

LISREL (version 7.20, Joreskog and Sorbom 1993) was used to compare the research

models. As recommended by experts on structural equation modelling (Medsker et al.

1994), a two-step approach of evaluating the measurement model prior to evaluating the

structural portions of the models was followed. The discriminant validity of the six multi-

item constructs was assessed by comparing the ® t of the hypothesized measurement model

to a more parsimonious measurement model ; a procedure applied earlier in the study of

inter-role con¯ ict by Judge et al. (1994).Without adequate discriminant validity, the ® t of

the alternative model would not be signi® cantly worse than that of the hypothesized multi-

factor model.

Next, the structural models were evaluated using a 9x9 covariance matrix as input. A

single-indicator approach was taken, hence corrections for random measurement error

were made in the analysis (Netemeyer et al. 1990).That is, random error variance for each

construct was calculated `by taking one minus its reliability times its observed variance ’

(Joreskog and Sorbom 1993,p. 165).Netemeyer et al. (1990)reported this approach to yield

virtually identical parameter estimates to latent variable analysis. The demographic

variables, children and income, were assigned an error rate of 5%, a rate consistent with

Hayduk’s (1987)values for such variables. Absenteeism was assigned a rate of 10% based

on John’s (1994a)high correlation between self-report and records-based absenteeism in a

similar sample of teachers.

The ® t of each model to the data was assessed with ® ve indices. Experts advise that

multiple ® t criteria be examined. First, the chi-square goodness-of-® t statistic ( v # ) is used

routinely and compares the predicted and observed covariance matrices, with a non-

signi® cant value indicating good ® t. Second, the chi-square } degrees-of-freedom ratio

( v # } df) is a common ad hoc measure less susceptible to sample size eVects. Although there

is no consensus regarding what ratio constitutes an acceptable ® t, a value below 2 falls

within the most conservative estimates (Bollen 1989). LISREL’s adjusted goodness-of-® t

index (AGFI) measures the relative amount of variances and covariances jointly accounted

for by the model. This index ranges from 0 to 1, with values " .90 indicating acceptable

® t. The comparative ® t index (CFI) was recommended by Medsker et al. (1994) in their

review as the best approximation of the population value for a single model. It also is
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normed to the range of 0 to 1, with values " .90 being acceptable. Last, the root mean

square error of approximation (RMSEA)proposed by Browne and Cudeck (1989)tests the

null hypothesis of close ® t, a more meaningful approximation than the null hypothesis of

perfect ® t. RMSEA ! .05 indicates very good ® t ; a value from .05 to .08 indicates fair to

mediocre ® t ; a value from .08 to .10 indicates poor ® t, and a value " .10 indicates a very

bad ® t.

In addition, a v # diVerence test was used to compare the structural models (Bollen 1989).

The statistic for this test is calculated as the diVerence in v # estimators between restricted and

unrestricted models, with degrees of freedom equal to the diVerence in the separate model

values. The question answered by this test is whether or not the restrictions incorporated

into the research model adversely aVect the ® t as compared to that of a saturated model

containing all conceptual paths. A non-signi® cant v # diVerence indicates that the constraints

imposed by the restricted model while increasing degrees of freedom do not reduce ® t to

the data.

4. Results

Descriptive statistics and bivariate correlations are presented in table 1. Among the

exogenous variables, there were several signi® cant correlations. Income correlated

signi® cantly with personal coping (r 5 .14 at p ! .05) and worksite support (r 5 2 .31 at

p ! .001) and with both directions of con¯ ict (r 5 .13 at p ! .05, r 5 .27 at p ! .001).

Number of children correlated signi® cantly with none of these variables. Relationships

among the school employees’ strategies and directions of con¯ ict were consistent with

Cohen and Kirchmeyer’ s (1995) ® ndings with nurses. That is, the signi® cant correlations

were between personal coping and interference from non-work (r 5 2 .33 at p ! .001)and

between worksite support and interference from work (r 5 2 .28 at p ! .001). Also

consistent with others’ ® ndings was the positive correlation between the two directions of

con¯ ict (r 5 .43 at p ! .001). Among the directions of con¯ ict and outcomes, interference

from non-work correlated with absenteeism (r 5 .30 at p ! .001), and both directions

correlated with stress symptoms (r 5 .37 at p ! .001, r 5 .40 at p ! .001) and turnover

intention (r 5 .15 at p ! .05, r 5 .23 at p ! .001).

The LISRELtest for discriminant validity among the hypothesized constructs indicated

that they were empirically distinct. The comparison of the hypothesized measurement

model (where the six multi-item scales were constrained to load on their respective factors)

with that obtained from an alternative single factor model showed that the hypothesized

structure was a better ® t to the data at the .001 level of signi® cance ( v # (449,N 5 200) 5
830.67 versus v # (464, N 5 200) 5 1891.71).

Table 2 presents goodness-of-® t indices for the three models. The unique determinants

and unique outcomes model ® t the data best and setting two paths between the forms of

con¯ ict did not improve it. Its indices revealed a small, non-signi® cant v # ; ratio of v # to

degrees of freedom well below 2; AGFI of .93; CFI of .96; and RMSEA lower than .05,

indicating very good ® t. For the other models, v # values were signi® cant, indicating less

than good ® t, and RMSEA indices fell between .05 and .08, indicating only mediocre ® t.

AGFI and CFI indices revealed acceptable ® t for all models, although those for the unique

determinants and unique outcomes model were highest.

Resultsof the v # diVerence test also supported the superiority of the unique determinants

and unique outcomes model. The diVerence between it and the saturated model was 11.75

(df 5 6, p 5 ns). Non-signi® cance indicates that the restrictions incorporated into the

research model did not compromise ® t. In contrast, the diVerence with the general model,

the other nested model, was signi® cant. That is, 17.25 (df 5 4, p ! .01).
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Table 2. Fit indices for the research models.

Model df v # v # } df AGFI CFI RMSEA

1. General model 17 33.22* 1.95 .90 .93 .069
2. Unique determinants and unique outcomes 19 27.72 1.45 .93 .96 .048

model
3. Unique determinants and unique outcomes 18 32.23* 1.79 .91 .94 .063

model with reciprocal relationship
4. Saturated model 13 15.97 1.22 .94 .99 .034

* p ! .05.
AGFI: adjusted goodness-of-® t index ; CFI : comparative ® t index ; RMSEA: root mean square error
of approximation.

Figure 3. Standardized parameter estimates for the unique determinants and unique outcomes
model, (* signi® cant paths, p ! .05).

Parameter estimates for the superior model are presented in ® gure 3. Of the 10 proposed

paths, six were signi® cant. Personal coping, and not number of children, was a signi® cant

predictor of interference from non-work. Likewise, worksite support, and not income,

predicted interference from work. Both greater personal coping and greater worksite

support meant lower interference. Note that in the general model the paths from personal

coping to interference from work and from worksite support to interference from non-

work proved to be non-signi® cant. As for relationships between con¯ ict and work

withdrawal, both direct and indirect routes through stress symptoms were supported by the

parameter estimates of the superior model. The direct path from interference from non-

work to absenteeism was signi® cant, whereas the direct path from interference from work

to turnover intention was not. Paths from both directions of con¯ ict to stress were

signi® cant and that from stress symptoms to turnover intention was signi® cant as well. The

path from stress symptoms to absenteeism was not signi® cant.
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5. Discussion

This study of female teachers, school administrators, and teaching support staV provides

evidence that strategies for managing the work } non-work interface may in¯ uence work

outcomes favourably, and contributes to an understanding of how that in¯ uencing could

occur. The ® ndings overall are encouraging for employers who are considering the

implementation of support practices for non-work or have already done so. Other research

(GoV et al. 1990, Kossek 1990, Kossek and Nichol 1992) has failed to link popularized

practices, such as child day care, to self-reported or records-based absenteeism. In the

present study, setting the diVerent management strategies as each predicting only one

direction of work } non-work con¯ ict that in turn predicts either absenteeism or turnover

intention directly produced a research model superior to the generally-applied one.

The argument of Frone et al. (1992)that the two directions of work } non-work con¯ ict

should be distinguished and speculation that distinct forms of inter-role management may

be required to address them received support. Thepresent analysis revealed personal coping

to be associated only with interference from non-work, and worksite support to be

associated only with interference from work. These relationships are consistent with those

reported for nurses (Cohen and Kirchmeyer 1995). Workers having more control over

non-work activities than over work ones, and feeling responsible for non-work demands

themselves (Schonfeld 1990, Gutek et al. 1991, Frone et al. 1992), can explain the

eVectiveness of a strategy that relies on workers’ own personal resources for reducing

interference from non-work. In comparison, workers having less control over work

activities, and holding their employers largely responsible for work demands, explains the

eVectiveness of a strategy that relies on worksite ¯ exibility and accommodation for

reducing interference from work. The extent of personal control and perceptions of role

responsibility may represent key considerations when identifying the means to address

other kinds of inter-role con¯ ict as well.

The present analysis also revealed diVerences in the relationships between the two

directions of con¯ ict and the two forms of work withdrawal. Both the direct path from

interference from non-work to absenteeism, and the indirect one from that interference to

turnover intention through stress symptoms, proved to be signi® cant. Counter to

expectations, there was no evidence of interference from work aVecting either turnover

intention directly or absenteeism indirectly. Only the indirect route from interference from

work to turnover intention through stress symptoms was supported. Bacharach et al. (1991)

reported the same indirect route by which work } family con¯ ict may aVect job satisfaction.

Voluntary absenteeism may be motivated mostly by the need to meet disruptive non-work

demands, whereas turnover intention and other negative job attitudes may be reactions to

the strain associated with con¯ ict in general. Although the ® ndings support the contention

of Lee and Mitchell (1994) that a portion of the variance in alternative forms of work

withdrawal results from diVerent underlying processes, they also lend credence to the

progressive argument of the absenteeism-turnover relationship (Mitra et al. 1992).That is,

absenteeism may be an immediate response to interference from non-work, but once

elevated stress accompanies that interference, thoughts of leaving the job completely may

arise.

The analysis failed to support the reciprocal relationship between the two directions of

con¯ ict that Frone et al. (1992) revealed earlier. This inconsistency may be attributed to

model and construct diVerences between the earlier study and the present one. The present

authors used a diVerent set of exogenous variables, and in contrast to Frone et al.’s (1992)

job involvement and family involvement variables, the present authors’ variables were not

attitudes about either work or non-work. Furthermore, unlike the earlier approach, the

present authors’ con¯ ict measures included non-work activities beyond the family. With
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only two studies now having tested speci® cally for reciprocity, no ® rm conclusion can be

drawn at this time. More research on the two directions of con¯ ict and the eVects of other

determinants is required to establish the nature of this relationship.

In addition, family size was not found to be associated with interference from non-work

among the school district employees ; a ® nding seemingly inconsistent with that of Keith

and Schafer (1980). In the earlier study, men and women had been asked simply about

disruptions from the family, whereas in the present study the authors had asked women

about interference from various non-work roles including those related to community

work and recreation. This broader measure may have diluted any association between

family size and interference from non-work. Although it is worth carrying out research on

the work } non-work relationship beyond the family domain, those who wish to examine

con¯ ict with a variety of non-work roles would be advised to aim their questioning at one

non-work domain at a time. This would extend current knowledge beyond family roles

and at the same time allow direct comparisons with other work in the area. Kirchmeyer’s

(1993)study of three non-work domains provides an example of this alternative approach.

The path from income, the indicator of work demands, to interference from work was

not signi® cant also. It seems that for school district employees higher-paying jobs are not

associated with increased work } non-work con¯ ict, at least once worksite support is

controlled. Recall that the high-income earners tended to report the lowest level of

worksite support. Perhaps some women in high-income, and supposedly high-ranking,

jobs are unable to take advantage of the ¯ exibility in work hours and other accommodations

for non-work even when employers provide them, and thereby experience high

interference from work. Whether the high-income earners of this study actually received

less support from their worksites than did others, or simply perceived less, remains an

unansweredquestion. In addition, it is possible that income is not an accurate barometer of

work demands for school district employees.

There may be limits to the generalizabilit y of the ® ndings to men and to other

occupations because this study examined women in a single occupational setting only.

However, the consistency of the ® ndings with those with female nurses (Cohen and

Kirchmeyer 1995) suggests that they do have implications for women beyond a single

occupation. In addition, all subjects in this study were employed by a single school district,

and therefore no variance in organization-wide support existed. As such eVorts are also

important ingredients of employer support for non-work, research that examines their

outcomes is required to provide comprehensive understanding. Hence, it would be worth

carrying out future studies that examine men and women employed by a variety of

organizations.

Another limitation of this study stems from all measures being gathered from the same

source at one point in time, and thus allowing for the possibility of common method

variance. The constructs revealed adequate discriminant validity, two variables were

demographic in nature, and self-reports of absenteeism and turnover intention have

demonstrated predictive validity in the past, thus it is unlikely that this type of bias posed

a serious problem here. Moreover, in a recent investigation, Crampton and Wagner (1994)

concluded that common method variance may not be as widespread in work-related

research as was previously thought to be the case.

The ® ndings of this study have practical implications for human resources management

at least in regard to female workers. Employer support for non-work whether in the form

of respecting and accommodating women’s special non-work needs, or helping women to

develop life management skills, appears to have the potential to aVect work } non-work

con¯ ict directly and in turn withdrawal from work. For employers, the key to developing

successful practices to help workers manage the work } non-work interface, and to
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evaluating them fairly, may rest on carefully targeting the speci® c kind of interference and

the desired behavioural consequences.Expecting one management strategy to relieve both

directions of con¯ ict and to improve a range of work outcomes invites disappointment and

could detract from the real bene® ts of that particular strategy.
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