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ABSTRACT

Usingdatafrom the 2008National Study of ChanginyVork Force(N = 3,447)we
examinehow employedadults’work-to-family conflict (WFC) andfamily-to-work conflict
(FWC) vary acrossprofessional women, professiomaén,non-professional womeandnon-
professionamen,with aspecificfocusonvariationsin demandsndresourcesn work and
family domainsby occupationastatusandgenderasexplanatoryfactors.Resultsshowthat
professionalvomenandmenreportmoreWFC thantheir non-professional counterpalésgely
becaus®f morejob demanddn bothoccupationattatusesmenwork more hours but
experiencdewerperceivedob demandshanwomen.Thesefactorsoffseteachotherandresult
in little gendedifferencein WFC within eachoccupationastatus Women regardles®f
occupationattatusreportmoreFWC. Non-professionamenreportlowestFWC becausef
fewercaregivingresponsibilitiegshanthe othethreegroups. Professionalassshowslightly

moregendersimilarity thannon-professionatlassdueto moredual-earnerpartnerships.



Work-family conflict—i.e., individuals’pereptionthatwork andfamily responsibilies
interferewith eachother—s a common source stresspr stressorthathasnegativenealth
consequencemmongU.S.working age adultéSchiemanMilkie, & Glavin, 2009. Work-family
conflict involvestwo directionswork-to-family conflict (WFC) andfamily-to-work conflict
(FWC) (Greenhaug# Beutell,1985. Muchresearcthasinvestigatedactorsthatinfluenceeach
directionof work-family conflict, althoughmoreresearchasfocusedon WFC than FWC
(Bellavia & Frone,2005;Bianchi& Milkie, 2010).0f the variousapproacheto WFC andFWC,
amajorperspectives thedemandresource modgBakker& Demorouti,2007;Voydanoff,
2005b),which positsthatindividualsfeel greateWWFC or FWC whentheyexperiencen
imbalancéebetweendemandsndresoucesin work andfamily domains.

Sociologicalresearcthasemphasizedhatthelevelsof stressorpeoplefacein daily life,
includingWFC andFWC, areshapedy their locationswithin socialstatusessuchas
occupationastatusandgenderjn partbecausehelevelsof demands thegarryandthelevelsof
resourceshatareavailableto themdiffer by suchsociallocations Pearlin,1989;Schieman,
Milkie, & Glavin, 2009. Recentqualitativestudies havemphasizedhattherearemarked
disparitiesn demandsndresourcesn work andfamily domaingby theintersectionof
occupationastatusandgendercomparingacrossrofessionamen, professional women, non-
professionamen,andnon-professionavomen(Damaske2011;Gerstel& Clawson, 2014,
Williams, 2010). Surprisinglyhowever little researcthasexaminedhowlevelsof WFC and
FWC vary acrosghesegroups.Thisis acritical gapin theliteraturebecauseasWilliams (2010)
noted, understandirgjfferencedn levelsandsourcef WFC andFWC by occupationastatus
andgendeiis crucialto betterinform policy makersthateffectivewaysto supportfamiliesin

balancingwork andfamily life coulddiffer by socialclassandgender.



Usingdatafrom the 2008National Study of ChangingVorkforce(NSCW),this paper
examinesow levelsof WFC andFWC vary acrossour groupshy occupationastatusand
gender—professionalvomen,professionaimen,non-professional womeandnon-professional
men.In doing sowe expectthatdifferentiallevelsof demandsndresourcesn thefamily
domain,suchascaregivingresponsibilitiesandperceivedsupportandthosein thework domain,
suchaspaidwork hours,perceiveddemandsandjob autonomymayexplainanydifferencesn
thelevelsof WFC andFWC acrosghe four groupsThefindingsof this studymakeimportant
contributiongto theliteratureby showing howdisparitiesn demands ancesourceshape
variationsin challengedor balancingwork andfamily responsibilities.

PRIORRESEARCH

How dolevelsof WFC andFWC vary acrossprofessional women, professiomaén,
non-professional womeandnon-professionahen?Although ittle researcthasexamined
variationin WFC andFWC by theintersectiorof occupationastatusandgendey manystudies
haveinvestigate variationby occupationastatusor gendeiin WFC, and,to alesserextent,
FWC. As detailedbelow,eachline of researctsuggestshatvariationin WFC andFWC by
occupationastatusandgendelis complex.

Disparitiesin WFC by occupationastatushavebeendebatedSomeresearcherfocus on
therole of jobresourcesn influencingWFC. Job autonomy, schedulirfigxibility, andearnings
havebeenfoundto berelatedto lessWFC (Voydanoff, 2005a Becauserofessional jobare
morelikely thannon-professional job® providetheseresourcesthey arguahat professional
jobsarenegativelyrelatedto WFC (AndersonCoffey & Byerly, 2002; Bakker &Geutts,2004;
Thomas &Ganster1995; ThompsorBeauvais& Lyness,1999;Williams 2010).In contrast,

otherresearchersaveemphasized thele of demandsn shapingWFC, especiallylongwork



hours, jobauhority, peceivedjob demandsTheseresearcherarguethatbecauséiigherstatus
jobs havemorejob demands, thegrerelatedto moreWFC, calling WFC “stressof higher
status”(SchiemanWhitestone, &/an Gundy, 2006. Little researchasexaminedifferencesan
FWC by occupationastatus.

Genderdifferencestoo, havebeendebatedMany researcherbavehypothesizedhat
womenexperiencanore WFC andFWC, becausevomenhave more demands home
(Voydanoff, 2004) At the sametime, womenaremorelikely thanmento work fewer hoursand
morelikely to usefamily-friendly benefits which mayoffsetgenderdifferencesn WFC
(Nomaguchi, 2009Empirical findingsaremixed. Some studies fourithatwomenreportel
higherWFC (Duxbury & Higgins, 1991Hill, 2005;Voydanoff,2004)andFWC (Dilworth,
2004, Duxburyetel., 1994; Mennineetal., 2005;Grzywaczetal., 2002;Hill 2005;Keeneand
Reynolds, 2005y oydanoff,2005a)hanmen,but other studies found no gemdifferencein
WEFC (Milkie & Peltola,1999;SchiemanMilkie, & Glavin, 2009;SchiemanWhitestone, &
Van Gundy, 2006y oydanoff,1988)andFWC (Grzywacz& Marks,2000; GutekSearle &
Klepa,1991; Winslow, 2005).

Onthebasisof aqualitativestudy of four occupationa thehealthcareindustry,Gerstel
andClawson(2014)arguethatmenandwomenin professional jobaremorelikely thanthose
with non-professional job® maintainthegenderedlivision ofwork andfamily responsibilities.
Thisis largelybecauserofessional jobs provide schedulithgxibility andwomenaremuch
morelikely thanmento useit. Womenin a professional job+egisterechurses—enjoy control
overschedulereducework hours typically havehusbandsvith a professional job, and do most
of thefamily responsibilitiesMenin a professional job-physicians—haveto putin longwork

hours, be orcall a lot oftime, earnasalarythatis high enoughto havetheir wivesreducework



hoursto devotemoretime at home,andthushavefewerfamily responsibilitiesin contrasthon-
professionatlassmenand women, despitaoretraditionalattitudesowardgenderpracticea
moreequalshareof work andfamily responsibilitiesMenin a non-professional jobEMTs—
mustsharedaily child carewith ther wives, because thegeedtheir wives’ full financial
contributionto family incomeandyettheir wives’ jobs,which tendto be non-professional jobs,
tendnotto provide schedulinfexibility. Nonprofessionamencreateflexibility in theirwork
scheduldy coveringup one another’shift amongco-workers,while theywork longer hours
thanwomen.eitherprofessional or non-profession@therresearchersavemadeasimilar
argumenbf greatergenderequalityin the division of laboamongnon-professioal classthan
professionaklass(Usdansky, 2011)n all, accordingo this perspectivewhichfocuseson job
resourcesuchasschedulinglexibility andearningsprofessionalvomenmayexperiencehe
lowestlevel of WFC andthe highestevel of FWC, professionainenmayexperiencehe highest
level of WFC andthelowestlevel of FWC, andnon-professionavomenandmenmayfall in
between.

Yet, asmentioneckarlier,otherscholareemphasizéhatdemands play a strongeaie in
shaping?FC andFWC thanresourceqSchiemanWhitestone, &/an Gundy,2006).
Professionalvomenaremorelikely thantheir non-professional counterparts shouldemore
job demandssuchasworkinglongerhoursandhaving moreesponsibilitiegJacob& Gerson
2004;Williams, 2010).In fact, differencesn thelevelsof job demands araregivingdemands
arein partcloselyrelatedto thelevelsof resourcesvailablein the workplaceswell asin the
family. Thelack of job resourcesendsto push nonprofessonalwomenout of the laboforce
whentheyhavecaregivingresponsibilitieBudig & Hodges 2010).As Damaske(2011) noted,

lack of family-friendly benefits,suchaspaidleave flexible work schedulesaswell aslack of



psychologicarewards suchasrespecfrom othersandsenseof accomplishmentnakenon-
professionalvomenfeel asif it is notworthyto devotetheirtime in marketwork attheexpense
of violating theideal motherhood or other caregivingsponsibilitiesWomen'’s dropping out of
the laborforceresultsin amoregenderedlivision of laboramongthe non-professionalass
thanthe professionatlass Thus, non-professionaienaremorelikely to havestayathome
spouseshanprofessionamen.In contrast professionamenaremorelikely thantheir non-
professional counterparts sharechild careandhouseworkn partbecauseheyaremorelikely
in a dualearnercouple(Raley,Bianchi,& Wang,2012).In all, thedemandperspectivesuggests
thatnon-professionabkomenmayexperiencehe lowegd level of WFC, whereason-professional
menmayexperiencdowestlevelsof FWC. Professionamenandwomenmayfall in between
with moresimilar levelsof WFC andFWC to eachothercomparedo their non-professional
counterparts.
THE CURRENTSTUDY

Giventhecurrentgapin literatureexaminingtheintersectiorof socialclass(i.e.,
occupationastatuslandgenderandhowis it associateavith bothWFC andFWC, thepresent
studyhadtwo majorgoals.Our first goalwasto examinehow WFC andFWC variedacrass
professional womerprofessionamen,non-professional womeandnon-professionahen
amongemployedU.S. adults.Our secondgoalwasto examinewhetherdifferentiallevels of
demandsndresourcesn work andfamily would explainthedifferencesn the levelsof WFC
andFWC acrosghe four groupsTwo perspectivegeadusto the followingtwo contrasting
hypothesesOn thebasisof job resourceerspectivewe expectedhat professionalvomenmay
experiencaghelowestlevel of WFC andthe highestevel of FWC, professionaimenmay

experiencehe highestevel of WFC andthelowestlevel of FWC, andnonprofessionavomen



andmenmayfall in betweenAlternatively, onthe basisof thedemandperspectivewe expected
thatnon-professionabkomenmayexperiencehe lowestlevel of WFC, whereason-professional
menmayexperiencdowestlevelsof FWC. Professionamenandwomenmayfall in between
with moresimilar levelsof WFC andFWC to eachothercomparedo their non-professional
counterpartsAll analysesontrolledfor severalcharacteristicshatarerelatedto occupational
status genderandWFC andFWC. Theseincludeage raceethnicity,andeducation(Schieman,
Milkie, & Glavin, 2009).
METHODS
Sample
Datawere drawnfrom the 2008NCSW, a crosssectionalnationallyrepresentative
sampleof employedadultsagedl18 or olderandfocuseson theexperiencesf work andfamily
for Americans(FamiliesandWork Institute 2011).lt wasconductedyy Harris Interactiveusing
a questionnaire developég the Family andWork Institute. The responseatewas54.6%.The
total samplesizewas 3,502.For the presentnalysiswe excludeds55 respondentsho hadno
informationabout occupationthefinal analyticsampleconsistedf 826 professional women,
682 professionahen,989 non-professional womeand950 non-professionahen(N = 3,447).
To adjustfor employedadultsin thegenerall.S. populationwe usedweighteddata.The
multiple imputationmethod outlinedby Allison (2001)wasusedto dealwith missingvalues.
Dependent Measures
Work-to-family conflict (WFC), measuredby averagindive questionsaskedrespondents
how frequentlytheyexperiencedhe following: (1) How oftenhaveyou NOT hadenoughime
for yourfamily or other important peopla your life becausef your job?(2) How oftenhave

you NOT hadtheenergyto do thingswith yourfamily or other important peopl@ your life



becausef your job?(3) How oftenhaswork keptyou from doingasgood a jokat homeasyou
could?(4) How oftenhaveyou NOT beenin asgood a mooésyou would like to beathome
becaus®f your job?(5) How oftenhasyour job keptyou from concentrating on important
thingsin your family or personalife? Thescalerangedirom 1to 5 (1 = Never, 2 =Rarely, 3 =
Sometimes, 4 =Often, 5 =Very often) with ameanof 2.503(a = .86).

Family-to-work conflict (FWC) measuredby averagingive questionsaskedrespondents
how frequentlytheyexperiencedhe following:(1) How oftenhaveyou NOT beenin asgood a
moodasyou would like to beatwork becausef your personal oraimily life?; (2) How often
hasyour family or personalife keptyou from doingasgood a jokatwork asyou could?;(3) In
the pastthreemonths, hovwoftenhasyour family or personalife drainedyou of theenergyyou
neededo do your job?{4) How often hasyourfamily or personalife keptyoufrom
concentratingon your job?; (5) “How oftenhaveyou nothadenoughtime for your jobbecause
of your family or personalife? Thescalerangedirom 1to 5 (1 = Never, 2 =Rarely, 3 =
Sometimes, 4 =Often, 5 =Very often) with ameanof 2.124(a = .82).
Focal independent variables

Theintersection of occupation and gender wasmeasuredvith four dummyvariables
including professionavomen(17.69%), professionahen(16.98%), non-professionalomen
(29.24%)andnon-professionahen(36.09%).Thesewerecreatedy using theollowing two
variables Occupationaktatuswasmeasuredoy a dichotomousariablewhereprofessional-
manageriaJobswereassignedl.sandnon-professionatranageriajobswereassigneds.Using
the 1990 CensuSccupationallassificationSystemwe definedprofessionaimanageriajobsas
“Managerialandprofessionaspecialtyoccupations, includintgexecutive,administrativeand

manageriabccupations”;managementelatedoccupations’and“professionalkpecialty
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occupations.’Gendemwasa dichotomousariablewherewomen(46.93%)wereassignedL.sand
men(53.07%)wereassigneds.
Independent Measures

Job demandaMeekly hours of paid work wasmeasure@srespondentsself-reportof
hours theyusuallyworkedeachweekfor all paidjobs.Thevariablerangedirom 1-115with a
meanof 41.302 hourdMultiple job holding wasa dichotomousariablewherethosewho
reportedthattheyhadearnedmoneyfrom morethanone job line of work, or busineswere
assignedLs (18.21%pndotherswere0s (81.79%)Perceived job demands wasascalecreated
by averagng the followingthreequestions(1) How often haveyou felt overwhelmedy how
muchyou hadto doatwork in thelastthreemonths?(2) During atypical workweek, howoften
do you haveto work on toomanytasksat thesametime?;(3) During atypical workweek, how
oftenareyou interrupted during thevork day, makingit difficult to getyourwork done?The
variablerangedrom 1-5(1 = never to 5 =very often) with ameanof 3.25(a = .79).

JobresourcesJob autonomy wasascalecreatedoy averaginghe followingfive
guestions(1) | have thdreedomto decidewhat! do onmy job; (2) It is basicallymy own
responsibilityto decidehow my job getsdone;(3) | havea lot ofsayaboutwhathappens omy
job; (4) My jobrequiresthat| becreative;(5) My job letsme usemy skills andabilities. The
variablerangedrom 1-4 (1 = stronglydisagredo 4 = stronglyagree)with ameanof 3.19(a =
.77).Personal earnings waspreviousyear'sannualearningameasuredn thousandsvith amean
of 53.60(approximately$54,000) Scheduling flexibility wasmeasuredising the questionil
have thescheduldlexibility | needatwork to managemy personabndfamily responsibilities”

Thevariablefrom rangedl-4 (1 = strongly disagree to 4 =strongly agree) with ameanof 3.28.
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Sf-employment wasa dichotomousariablewherethosewho reportedhemselvessself
employedor a businesswnerwereassignedLs (16.82%andotherswereassigneds (83.18%).

Family demandsindresourcesPresence of minor children wasa dichotomousariable
wherethosewho wereliving with atleastonechild wereassignedLs (44.14%pandotherswere
assigneds (55.86%)Providing elderly care wasa dichotomousariablewherethosewho
reportedthatcurrentlyproviding“specialattentionor carefor arelativeor in-law 65 yearsold or
older—nhelpingwith thingsthatweredifficult orimpossiblefor themto dothemselvesivere
assignedLs (17.42%pndotherswereassigneds(82.58%). Time spent on housework per day
wasmeasuredn minutesbasedon the questiorfOn averagepndayswhenyou'reworking,
about howmuchtime doyou spend on homehores—thingslike cooking,cleaning repairs,
shoppingyardwork, andkeepingtrack of moneyandbills?” Thevariablerangedfrom 0-360
with ameanof 142.61 Partnership type wasmeasuredby threedummyvariablesincluding
dualearnemartnershig53.59%), onesarner(breadwinnerpartnershig13.62%),andsingle
(32.78%)(reference)Perceived family stress wasmeasuredby the question;Not thinking about
work, howstressfuhasyour personal anthmily life beenin recentmonths? Thevariable
rangedfrom 1-5(1 = not stressful at all to 5 =extremely stressful) with ameanof 2.505.
Perceived social support wasmeasuredby the question;How muchdo you agreewith the
following statement:l havethe support heedfrom my family andfriendswhen| havea
personal problem?Thevariablerangedirom 1-4 (1 = strongly disagree to 4 =strongly agree)
with ameanof 3.627.

Control Measures
Age wasmeasuredh years(18-66) with ameanof 41.438 Race/ethnicity wasmeasured

asfour dummyvariablesincludingWhite (69.58%)(reference)Black (10.69%), Hispanic



12

(13.97%),andotherrace(5.77%).Level of education wasmeasureésanorderedvariable
indicatingthe highesyearof schooling-angingfrom 1 =lessthanhigh schoolto 8 =master’s,
doctoral, or professionalegreewith ameanof 4.065.
Analytic Srategy

We usedordinaryleastsquaregOLS) regressiormodelsto assesslifferencesn WFC
andFWC acrosghe four group®y theintersectionof occupationastatusandgender For each
dependenvariable,we conductectightmodels.In Model 1,we included the dummyariables
for theintersectionof occupatiorandgende, using professionalomenasthereferencegroup.
In supplementahnalyseshatwerenot shown, weotatedthereferencecategoryin orderto
examinedifferencean WFC or FWC acrossall groups. Mvdel 2 addedthe controlvariables—
age,raceethnicity,and educatioto Model 1. Models &nd4 addedobjective(the presencef
minor childrenglderlycare time spentin houseworkandpartnershigype)andsubjective
(perceivedamily stressandsocialsupport)ymeasuresf family demands ancesourceso Model
2 respectivelyin orderto assessvhetherdifferentiallevelsof demandsndresourcesn the
family domainexplaindifferencesn WFC or FWC by theintersectiornof occupationastatusand
genderModels 5, 6and7 addedjob resourcesnddemandso Model 2respectivelyto examine
how thesemayexplaindifferencesn WFC or FWC by theintersectim of occupatiorand
gender.Thefinal model includedll thecovariatesn theanalysis Acrossmodelsin both
analyseswe focused on changesn coefficientsfor the dummyvariablesby occupatiorand

gendemwhendemand®r resourcesn the job orfamily domainswvereincludedin the models.
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RESULTS
Bivariate Analysis

In Tablel, we presentedlescriptivestatisticsfor thefull sampleandmeandor all
variablesby theintersectiornof occupatiorandgenderDifferencesn meansacrossall four
groupsweretestedusingt-tests.Severalresultsareimportantto highlight. Whencomparing
professionalvomenandmento non-professionanenandwomen, professionaleporthigher
levelsof WFC with professionalvomenaveragingslightly higherthanprofessionamen.in
addition,thereareno genderdifferencedbetweemonprofesionalmenandwomenin levelsof
WFC.WhenconsideringcFWC, women,regardles®f occupationastatus havea highetdevel of
FWC thantheir malecounterpartsandnon-professionahenhave thdowestlevel of FWC.
Levelsof jobandfamily demandsndresourcevary markedlyacrosshe four groups-or
example onaveragenon-professionahenhadthelowestlevelsof family demandamongthe
four groups Specifically,non-professionahenwerelesslikely thanprofessionalvomenand
non-professionavomento live with childrenor providecarefor elderlyandmorelikely to have
astayathomepartner Finally, perceivedob demandsverelower amongthe non-professional
classespeciallynon-professionahenthanthe professionatlass.

Multivariate Results: WFC

Table2 presentgheresultsfrom OLS regressiommodelsthatexaminedvariationin WFC
acrosghefour groups.n Model 1, both non-professionadenandwomenreportedower levels
of WFC comparedo professional womermherewaslittle differencein WFC between
professionamen andprofessionaivomen. Supplementahalyseshowedhatnon-professional
womenreportedower levelsof WFC thanprofessionamen.Therewereno significant

differencesdbetweemon-professionahenandprofessionaimen.in Model 2, we addedage,
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race/ethnicityandeducatiorinto theanalysis Age wasnegativelyassociateavith WFC, such
thatolder peoplexperiencéessWFC onaverageghanyounger people. igherlevelsof
educatiorwereassociateavith significantlyhigherlevelsof WFC thanlower levelsof
education. Addinghesecontrolvariablesdid notchangethepatternsof differencesn WFC
acrosghefour groupsexceptthatdifferencesetweemon-professional womesndprofessional
menwereno longersignificant.lt appearshatdifferencean thelevelsof educatiorexplained
thedifferencesn WFC betweerthetwo groups.

Model 3,whereobjectivemeasuresf family demandsndresourcesvereincluded,
showsthat presenceof childrenandprovidingelderly carewerebothsignificantandpositively
associateavith WFC. By includingthesemeasures the modelcoefficientsfor non-
professionamenbecamenorsignificant This suggestshat nonprofessionahenreportedess
WEFC thanprofessionalvomenlargelybecaus®f fewercaregivingresponsibilitiesin contrast,
the coefficientsfor non-professionavomenchangedittle or evenbecameslightly largerfrom
Models 2to 3. Thisis not surprisingbecauseherewaslittle differencebetweerthetwo groups
in caregiving responsibilitiesandnon-professionavomenweremorelikely thanprofessional
womento havemoredemandsuchasbeingsinglemotherandspendingnoretime in
houseworkTablel). In Model 4,we addedsubjetive measuresf family demandsand
resourcegi.e., family stressandperceivedsocialsupport)to Model 3.Family stressvas
positivelyassociateavith WFC, whereagerceivedsocial supportwasnegativey associated
with WFC. Addingthesemeasuresthe absolutealuesof coefficientsfor nonprofessonal
womenincreasedrom b = -.103to b = -.120.Recallthatnon-professionavomenweremore

likely thanprofessionalvomento experiencdamily stressandlesslikely to havesocialsupport
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(Tablel). Thus,if thesecharacteristicsvereheld constant, non-professionabmenwould have
reportedevenlessWFC thanprofessonal women.

Turningto job characteristican Model 5we added jolresourcedi.e., job autonomy,
schedulinglexibility, personakarningsandselfemploymentYo Model 2.Both job autonomy
andschedulindlexibility weresignificanty associateavith lessWFC onaverageln addition,
persoml earningsvaspositivelyassociateavith WFC. Controllingfor thesecharacteristicsghe
coefficientsfor theoccupatiorandgender groupshangedittle exceptthatlower WFC for non-
professionamenthanthatfor professionamenbecamesignificant.If professionamendid not
have highetevelsof jobresourcegi.e., job autonomgndschedulinglexibility) thannon-
professionamen,they would havexperiencedhigherlevelsof WFC thannon-professional
men.

In Model 6, we addedobjectivemeasuresf job demandgi.e.,weeklyhours ofwork and
multiple jobs)to Model 2. The coefficientfor professionaienbecamesignificantandits sign
wasnegative suggestinghat professionamenwould havesignificantlylessWFC than
professional womenyhenobjectivemeasure®f job demandsvereheld constantSimilarly, in
supplementahnalysesthe coefficientfor non-professionahencomparedo non-professional
womenwasnegativeandsignificant. Thesefindingssuggesthatwomenin eachoccupational
group would haveeportedmoreWFC thantheir malecounterpartsf they workedasmany
hoursastheir malecounterparts didn addition,differencesbetweemon-professionavomen
andprofessionalvomenwerealsoexplainedby differencesn work hours. Model Added
perceivedob demands$o Model 6. Whena subjective indiator of job demandaswell as
objectivemeasure®f job demandsverecontrolledfor, differencesetweerprofessionamen

andwomenbecamenonsignificantln addition,differenceshetweemon-professionahenand
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professionalvomenbecamenonsignificant gain Theseresultssuggesthatif work hoursas
well asperceivedob demandsvereequal,therewould befewerdifferencesn WFC acioss the
four groupsexceptthatmenwith a non-professional job woutéportmoreWFC thanmenwith
a professional job. In thenal model (Model 8we includedall of thecovariatesThe influence
of family andjob demandsndresourceoffseteachotherandresultin no differencesamongthe
genderandoccupationafroups.

Multivariate Results: FWC

Table 3 presentgheresultsfrom OLS regressiommodelsthatexaminedvariationin FWC
acrosghefour groups.n Model 1, non-professionabtenreportedessFWC thanprofessional
women,whereagrofessionaimenandnon-professionabomenshowedittle differencefrom
professionalvomenin FWC. In supplemental analyses, we found that non-professional men also
reported lower FWC than non-professional women, but differences in FWC between non-
professional men and professional men were not signifitaModel 2,we addedcontrol
variables(age,race/ethnicityandeducation)The patternsof differencesn FWC acrosshe four
groupschangedittle.

In Model 3, objectivefamily demands/resourcése., presencef children,elderlycare,
houseworkandpartnershigype)wereaddednto theanalysis Havingchildrenliving in the
homeandprovidingelderlycarewereassociateavith greater=WC andbeingin either a dual-
earneror a oneearnethousehold wsrelatedto lessFWC comparedo being asingle,un-
partnereeearner Whenexaminingthecoefficientsacrosghefour groups, theesultsindicated
thatthelower level of FWC among non-professionalencomparedo professionalvomenand
non-professionavomenwasdueto differencegn family demandsSpecifically,asshownin

Tablel, non-professionahenarelesslikely thanother groupso live with childrenor provide



17

carefor elderlyandmorelikely to have astayathomepartner.all of which arerelatedto less
FWC, andwhenthesecharacteristicsvereheld constantthelower level of FWC for non-
professionamendisappearedn Model4, subjective indicators ddmily demands/resources
(i.e.,family stressandsocialsupport)wereaddednto theanalysis Family stressandsocial
supportwerebothsignificant,wherehigherlevelsof family stressvasrelatedto moreFWC on
averageandhigh levelsof socialsupportwasrelatedto lessFWC onaveragePresencef
childrenremainedsignificantandboth providingelderly careandparnershiptypeslost
significance Adding subjectivemeasure®f family demandsindresourcesnadelittle difference
in differencesn FWC acrosshe four groupgomparedo adding obgctivemeasure®sf family
demandsindresources.

In Model5, jobresourcegi.e., job autonomy, schedulifigxibility, personakarnings,
and selfemploymentwereaddedio Model 2. Schedulindlexibility wasassociateavith less
FWC andnot beingselfemployedwasassociatedavith lessFWC. Thesejob resourceshowever,
did not change the patternsafferencesn FWC acrosghefour groups.n Model 6, objective
job demands (i.eweekly hours ofwork andmultiple) wereaddedio Model 2. Similar to results
foundin the previous model (Modél), thecoefficientsof the occupatiomgendergroups did not
changemuch.In Model 7, the subjectiveneasureof job demands (i.eperceivedob demands)
wasaddedo Model 6. Model 7 suggestisatperceivedob demandgxplainedthedifferences.
Perceivedob demandsverepositivelyrelatedto FWC and,asshownin Table1, perceivedob
demandsverelower among the non-professior@dassespeciallynon-professionahenthan
menin the professionatlass Whenperceivedob demand in additionto work hourswere
equal,therewaslittle differencein FWC levelsbetweemon-professionahenandprofessional

womenandmen.In thefinal model (Model 8xll of thecovariatesvereincluded the influerce
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of family andjob demandsésouresoffseteachotherandresultedn nodifferencesamongthe
genderandoccupationagroups.
DISCUSSION

Ourfirst researclgoalwasto examinehow WFC andFWC variedacrossprofessional
women, professional men, non-professional woraednon-professionahenamongemployed
U.S. adults.Our secondgoalwasto understandf variationsin demandsndresourcesn the
sphereof work andfamily explainedthedifferencesn WFC andFWC acrassgroups. he
presentinalysissuggestafew key important findingsFirst, assuggestetty Gersteland
Clawson(2014),demandsandresources the jobandfamily domainsvary markedlyacrosshe
four groupsandthesedifferencesSeond, unlikeGerstelandClawson(2014), dfferencesn
demandsmorethandifferencesn resourcesarecloselyrelatedto variationsin WFC andFWC
acrosghefour groups.Thesepatterrs of findingsareconsistentvith Schieman’yShieman&
Glavin, 2011)argumenthatdemandsendto influenceWFC. Third, unlikeGersteland
Clawson’sresearci{2014), gendesimilaritiesarefoundslightly moreamongprofessionatlass
thannon-professionatlassin partdueto higherprevalenceof dualearnemartnership.

Specifically,for WFC, overall, professional jobgegardles®f genderarepositively
relatedto work-to-family conflict largelybecausef morework hoursamongwomenandmore
perceivedob demands amongen.In both occupationgnenworked more hours but
experiencedewerperceivedob demandshanwomen.Thesefactorsoffseteachotherand
resultedn nodifferencein WFC by gendelin eachoccupational groupgNon-professionamen
experiencedessWFC thanprofessionalwvomenbecaus®f fewerperceivel job demandand

fewer caregivingresponsibilities.
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With regardto FWC, womenregardles®f occupationastatus reportmorefamily-to-
work conflict. Non-professionamenrepored thelowestfamily-to-work conflict, becausef the
presencef stayathome spasesandfewer caregivingresponsibilitiesSome studies have
emphasizedherise of non-professionahen’sinvolvementin daily childcareresponsibilities
dueto necessityGerstel& Clawson, 2014tJsdansky2011).Thesestudies focus oresident
fathers.Romanticpartnerships-marriageandcohabitatior—aremorelikely to breakupamong
non-professionalthanprofessionalsandthus asizableminority of non-professiondhthersdo
notlive with their children(Cherlin, 2010.

ThepresentanalysishaslimitationsthatfutureresearctshouldaddressFirst, we used
crosssectionaldata It is possiblethatthosewho experiencedhigh WFC or FWC might have
dropped out of the labdorce andthus theywerenotin oursample Becausanon-professional
womenaremorelikely thanprofessionalvomenor menregardles®f occupationastatusto drop
out of the laboforce dueto facingmorechallengesn balancingwork andfamily
responsibilitieqBudig & Hodges, 201@Mamaske2011),it is possiblethatour findings
uncerestimatdevelsof WFC andFWC for non-professional women. Second, futtegsearch
should explore howpecificoccupation®peratewith regardto theintersectiorof genderand
occupatiorandwork-family conflict outcomesFor example amonghigherstatis occupations,
futureresearctshouldexaminethedifferencebetweermanageriabccupations (e.g.,
administratorsmnanagersandprofessionaspecialtyoccupationge.g.,lawyers,teacherspased
ongenderWith regardto lower statusoccupationsfuture researclshouldexaminethe
differencebetweerskilled work (e.g.,carpentersplumbersyandunskilledwork (e.g.,sales,
service)basedon gender. Among the highstatusoccupation comparisoassuggestety

Williams (2010), perceptions &FC andFWC may behigherfor thosein managerial
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occupations duto stressnvolvedin managingtheremployeesomparedo professional
specialtyoccupationghataremoreautonomousParticularlyfor lower statusoccupations,
differencesnaybe evidentasaresultof scheduldlexibility. Unskilledworkersmayhaveless
accesgo flexible work hoursandmayexperiencegreatetWFC andFWC comparedo their

skilled labor counterparts.
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Table 1. Descriptive Statistics and Means for All Varialoldse Analysis by Occupation and Gender

25

Profession: Professione Non- Non-
Full Sample Professione Professione
Women Men
Women Men
Percent/Mean SD Range
Dependent Variables
Work to Family Confiict 2503 0.886 1-5 2.594 2555 * 2455 #xxC D A74  wwxfi
Family to Work Confiict 2124 0716 1-5 2.161 2122 * 2.159 @ 2.077  wxx ©
Focal Independent Variables
Professional Women 17.69%
Professional Men 16.98%
Non-professional Women 29.24%
Non-professional Men 36.09%
Family Demands/Resources
Presence of Minor Chidrén 44.14% 0.456 0.452 0.475 @ 0.401
No Minor Chidren 55.86%
Providing Elderly Care 17.42% 0.186 0.177 0.195 @ 0.149  #xx fi
Not Providing Elderly Care 82.58%
Housework 142.613 92.770 0-360  151.553 123.552 ***  167.462 %+ ¢ 130.693 wxx fi
Single Earnér 32.78% 0.285 0.192 ** 0418 %= C 0341 wxfi
Dual-Earner 53.59% 0.631 0.626 0.496 *++C  0.478 x|
One-Earner 13.62% 0.084 0.182 **  0.086 0.180
Family Stress 2505 1.063 1-5 2.576 2390 ¥+ 2,621 *© 2.429  dwx i
Social Support 3.627 0697 1-4 3.718 3.719 3.615 %+ C 3548 wkx i
Job Resources
Job Autonomy 3.193 0678 1-4 3.348 3.436  ** 3,077 *+C 3,007 el
Scheduling Flexibility 3.278 0938 1-4 3.330 3.387 ¥+ 3275 %€ 3.199  xwx i
Personal Earnings 53.601 67.28 0-1000 55.371 90.780 *** 31,916 #+C 52961
Self-Employed 16.82% 0.123 0.218 **  0.155 %+ ¢ 0176 e
Not Self-Employed 83.18%
Job Demands
Perceived Job Demands 3249 1076 1-5 3.541 3.511 3.142 %+ € 3,068 ek
Weekly Hours of Work 41302 13.69 1-115 41.409 46.484 ***  37.085 *xC 43,095 wx fi
Muttiple Jobg 18.21% 0.204 0.204 0.172 #0170 x|
Not Multtiple Jobs 81.79%
Controls

Age 41.438 13.070 18-66  43.333 44385 % 41,018 %xC  39.488 wwx fi
Education 4.065 2174 1-8
White" 69.58% 0.710 0.830 ** 0.630 *+¢ 0680
Black 10.69% 0.090 0.043 **  0.154 %P 0107 i
Hispanic 13.97% 0.154 0.080 **  0.158 °© 0.146
Other 5.77% 0.046 0.046 0.058 *¢ 0.067

! Indicates reference category
Data are weighted.

Differences from professional women are significant@t< .05; ** p <.01; and ***p <. 001 levels.
Differences from professional men are significafiipak .05;bp <.01; andp <. 001 levels.
Differences from professional men are signiﬁcaﬁtmk .05;°p <.01; and p <. 001 levels.

Differences from nonprofessional women are significahpak .05;" p <.01; and p <. 001 levels.
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Table 2. OLS Regression of Work-to-Famiy Confiict (WFC

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7 Model 8

b SE b S b S b S b S b S b S b S
Professional Men -.039 .051 -.043 .051 -.045 .051 .001 .048 -.040 .048 -.123 .050 * -.083 .046 -.027 .0
Non-professional Women -.139 .046 **a -.098 .048 * -.103 .048 * -.120 .045 **a -.139 .045 **b -.048 .047 e .050 .043 -.041 .
Non-professional Men -.120 .044 ** -.096 .047 * -.079 .047 -.062 .044 -.170 .044 ***d -.147 .045* .019 .042c¢ -.036 .0
Family Demands/Resources
Presence of Minor Chidren 234 .033 *** 161 .031 *** 158 .027 ***
Providing Elderly Care 125 .040 ** .057 .038 .045 .033
Housework .000 .000 .000 .000 .000 .000
Dual-Earner -.004 .037 .057 .034 .022 .030
One-Earner -.065 .051 .002 .048 .031 .041
Famiy Stress .269 .014 *** .198 .012 ***
Social Support -.136 .021 *** -.089 .019 ***

Job Resources
Job Autonomy -.078 .025 ** -.090 .022 ***
Scheduling Flexibilty -.330 .016 *** -.215 .015 ***
Personal Earnings .001 .000 * .000 .000
Self-Employed .037 .040 .000 .036
Job Demands
Perceived Job Demands .335 .013 *** 248 .012 ***
Weekly Hours of Work .016 .001 *** .010 .001 *** .009 .001 ***
Multiple Jobs .049 .038 .033 .035 .024 .032
Controls

Age -.008 .001 *** -,006 .001 *** -,004 .001 *** -.007 .001 ** -.009 .001 *** -.006 .001 *** -.003 .001 *
Black -.072 .050 -.082 .050 -.058 .047 -.062 .047 -.105 .049 * -.057 .045 -.057 .04
Hispanic -.011 .048 -.038 .048 .001 .046 -.010 .045 -.001 .046 -.043 .043 -.028 .0«
Other -.052 .066 -.014 .066 .003 .061 -.138 .061 * -.012 .064 .039 .059 .001 .0&
Education .025 .008 ** .022 .008 ** .020 .008 ** .017 .008 * .015 .008 .010 .007 .008 .007
Intercept 2.594 .036 *** 2.801 .076 *** 2.665 .083 *** 2,390 .122 *** 4.128 .105 *** 2.223 .083 *** 1.212 .086 *** 2.186 .133 *
R? .004 ** 0.02 **=* 0.04 **=* 0.16 *** 0.15 **=* 0.08 *** 0.22 *** 0.38 ***

*p <.05; * p<.01; ** p<.001

Differences between nonprofessional women and profebsienavere significant at a < .05; b < .01 levels
Differences between nonprofessional men and professienaMere significant at ¢ < .05; d < .01 levels
Differences between nonprofessional women and nonprrfassien were significant at e < .01 level



Table 3. OLS Regression of Famiy-to-Work Conflict (FW(
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Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7 Model 8

b S b SE b SE b SE b S b S b S b SE
Professional Men -.039 .042 -.033 .042 -.024 .041 .025 .038 -.042 .042 -.050 .042 -.028 .040 012 .0
Non-professional Women  -.002 .037 b .004 .039b -.006 .039 -.020 .035 -.014 .040 ¢ .015 .040 ¢ .06 .0821 .035
Non-professional Men -.085 .036 * -.089 .038* -.067 .038 -.040 .034 -.117 .038 ** -.100 .038 ** -.008 .037 .000 .(
Family Demands/Resources
Presence of Minor Children 193 .027 *** 123 .024 *** 120 .024 ***
Providing Elderly Care 114 .032 *»** 047 .029 .035 .028
Housework .000 .000 .000 .000 .000 .000
Dual-Earner -.077 .030 ** -.024 .027 -.035 .026
One-Earner -.103 .041* -.041 .037 -.028 .037
Famiy Stress 278 .011 *** 253 .011 ***
Social Support -.071 .016 *** -.053 .016 ***

Job Resources
Job Autonomy -.029 .021 .006 .019
Scheduling Flexibilty -.088 .014 *** -.032 .013 *
Personal Earnings .000 .000 .000 .000
Sel-Employed .154 .035 *** .109 .031 ***
Job Demands
Perceived Job Demands 186 .012 *** 124 .011 ***
Weekly Hours of Work .004 .001 ** .000 .001 .000 .001
Multtiple Jobs .056 .032 .047 .031 .014 .028
Controls

Age -.006 .001 *** -,005 .001 *** -.003 .001 ** -.007 .001 *** -.007 .001 *** -,005 .001 *** -.003 .001 **
Black -.022 .041 -.051 .041 -.010 .037 -.017 .040 -.030 .041 -.003 .039 .006 .0
Hispanic .042 .037 .013 .037 .064 .033 .044 .036 .044 .037 .021 .035 .048 .0¢
Other -.038 .055 -.021 .055 -.002 .049 -.060 .054 -.030 .055 -.002 .053 .015 .0«
Education .009 .007 .009 .007 .007 .006 .008 .007 .006 .007 .003 .006 .004 .0(
Intercept 2.161 .029 *** 2.387 .062 *** 2,253 .068 *** 1.716 .095 *** 2.768 .090 *** 2.256 .070 *** 1.695 .075 *** 1.359 .117 *
R? .003 * 017 *** .036 *** 216 *** .036 *** .022 *** .092 *** 255 ***

*p <.05;* p <.01; ** p<.00:

Differences between nonprofessional women and nonpariassien were significant at a < .05; b < .01; ¢ <.001 level
Differences between nonprofessional women and profebsienavere significant at d < .05.
There were no differences between professional and nespimfal men at p < .05.



