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I. Introduction 

Work and family are innermost mechanism in people’s lives and therefore demand a great deal of time and 

energy spent managing several responsibilities. Research in the area of work and family originates from a 

diversity of disciplines (i.e., sociology, psychology, occupational health, business management, and gender and 

family studies (Geurts & Demerouti, 2003). Traditionally work and family domains were considered separate 

and thus analyzed individually, but research has established that these two domains are actually highly 

interrelated. Balancing plentiful roles can enhance the interpersonal and intrapersonal conflict experienced by 

women and men who parallel maintain professional and personal responsibilities. 

The beginning of research on the work-home interface can be traced back to the work of Renshaw (1976) who 

stated that both work and home lives claim time and energy. Work is an important basis of financial security and 

status, whereas the home and family function as a source of support and intimacy. As work and home/family are 

not independent constructs (Kanter, 1977), balancing work and home lives can be difficult and may lead to 

conflict between the two domains. Since the essential research by Pleck (1977) it has been accepted that the 

work and home domains influence each other both positively and negatively: time, energy, stress, and behaviors 

spill over between the two domains (Greenhaus & Beutell, 1985). 

Given the considerable quantity of time individuals spend working and the holding of dual-career families, 

research on the effects of increased workload on various indicators of employee well-being, including work-

family balance, has become increasingly important .According to Greenhaus & Beutell (1985), work-family 

conflict occurs when the pressures from the work and family domains are mutually inequitable.  

According to Netemeyer et al. (1996) there are two different forms of work-family conflict: work-to-family and 

family-to-work conflict. Work-to-family conflict is “interrole conflict in which the general demands of time 

devoted to, and strain created by the job, interfere with performing family-related responsibilities”. Family-to-

work conflict refers to the reverse. Time demands and psychological strain created by employees’ efforts 

devoted to family activities interfere with performing work responsibilities. 

Work-family conflict and family-work conflict are defined as “forms of friction in which role pressures from 

work and family domains are mutually incompatible in some respects” (Cinamon & Rich, 2002). Work-family 

conflict is described as conflict that occurs due to work responsibilities interfering with family responsibilities; 
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family-work conflict is defined as conflict that occurs due to family responsibilities interfering with work 

responsibilities. Besides, work and family roles can have a meaningful impact on psychological wellbeing and 

satisfaction (Kossek & Ozeki, 1998; Schwartzberg & Dytell, 1996). A great deal of the research on work-family 

conflict was determined by the increase in dual career and single working parents in today’s workforce (Ford et 

al., 2007). This indicates that childcare is one of the largest causes of conflict between work and family roles 

(Voydanoff, 1988). 

The present study investigates the work-family conflict issues among private institutes’ teachers. The study 

concentrates on how work factors, family factors, and personal factors influence work-family conflict, job 

satisfaction, and life satisfaction of teachers.  

II. Review of Literature 

Work-family conflict means a conflict of work and family interrelated roles. There are variety of factors which 

affect work to family conflict and family to work conflict. Demographic factor like age is an antecedent of work 

family conflict. According to Grzywacz and Marks (2000) younger men are more prone to work-to family 

conflict and family-to-work conflict than older men. Further Batt, Rosemary and Valcour, P. Monique (2001) 

observed that there is a significant correlation between age and work-to-family conflict. But according to Frone 

et al. (1997a) there is not any significant associations between age and work-to family conflict or family-to work 

conflict. So, there are mix findings between age and work family conflict. 

Pleck (1977) reported  that men may hold on to the socially defined role of a “provider” and therefore may be 

more likely to experience work-to-family conflict. Conversely, women may be more likely to manage the 

primary responsibilities of home and family responsibilities along with work responsibilities. Therefore women 

may be more likely to experience family-to work conflict. Though, Pleck’s assertions have not been confirmed 

with the research literature (Eagle et al.,1997 and  Frone et al., 1992b). 

Many studies have been conducted between familial support and work family conflict. Like Carlson and 

Perrewe (1999) found that family support was negatively associated with work-family conflict. On the other 

hand, Leiter and Durup (1996) found conflict with family members to be a predictor of work-to-family conflict 

over time. Also time spent on family activities has been found to be positively related to family-to-work conflict 

(Gutek et al., 1991). Particularly, hours used for family and chores is positively related to family-to-work 

conflict and hours spent at one’s place of employment is positively related to work-to-family conflict (Frone et 

al., 1997; Grzywacz & Marks, 2000; Gutekey al., 1991and  Netemeyer et al., 1996). 

Voydanoff (1988) found that job stressors and work demands are the strongest predictors of work-to-family 

conflict. Role demands take part a vital role in infuriating work family conflict. Work role characteristics 

connected with work demands refer primarily to pressures arising from excessive workload and time pressures. 

A considerable amount of research showed that work demands such as number of hours worked, workload and 

shift work were positively and strongly associated with WFC (Higgins et al., 2000; Higgins and Duxbury, 1992; 

Voydanoff, 1988).  

Another important factor which has a great significance in work family conflict is job security. Job security is 

negatively associated with both work-family conflict. According to Batt et al. (2001) high job security tend to 

report lower levels of conflict.  

Schedule flexibility is a boundary-spanning resource that helps workers achieve both their work and family 

responsibilities (Hill et al., 2008a; Voydanoff, 2004). Schedule flexibility is a work arrangement whereby 

employees are allowed to decide the time of day they start and stop their job-related work, usually around a 

band of core hours where each employee must be present (Baltes et al., 1999).Schedule flexibility therefore 

creates the chance to reduce work-family conflict, encourage work-family enrichment and improve functioning 

and performance at work and home. Flexible work arrangements fundamentally refer to purposeful workplace 

alternatives, formal or informal, that provide workers with discretion over when, where, and how long they 

work (Hill et al., 2008a; Lewis, 2003).  

III. Objectives 

1. To study the differences in all independent variables of work family conflict ( work load stress, job 

security, life satisfaction, schedule flexibility, familial support and work family balance) on the basis of 

age, sex, education and marital status. 

2. To study the differences in work family conflict (dependent variable) on the basis of age, sex, 

education and marital status. 

3. To examine the predictive value of work load stress, job security, life satisfaction, schedule flexibility, 

familial support and work family balance for work family conflict. 

 

IV. Method 

A. Sampling Plan 

A sample of 120 respondents was drawn from employees of private educational institution working at different 

levels in their respective organizations situated in Haryana (India). The participation of the employees was 

voluntary. The sample was drawn using convenient sampling procedure. The age of the respondents ranged 

http://www.emeraldinsight.com/journals.htm?articleid=1858146#idb47
http://www.emeraldinsight.com/journals.htm?articleid=1858146#idb85
http://www.emeraldinsight.com/journals.htm?articleid=1858146#idb8
http://www.emeraldinsight.com/journals.htm?articleid=1858146#idb47
http://www.emeraldinsight.com/journals.htm?articleid=1858146#idb61
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between 23-45 years. Minimum educational qualification of the respondents was graduate. The data was 

collected with the help of questionnaire based survey.  

B. Measures 

Scores for all variables (apart from demographic variables) range from 1 to 5, with high scores reflecting higher 

levels of each variable. 

 

1) Demographics:  Demographic information collected from participants include age, gender, education and 

marital status.  

2) Work load stress: Here the aspect to be studied was to measure stress related with over work load. With the 

help of review of literature 4 items were extracted. All the items were found positive and scored on five point 

scale. High score indicates high work load stress.  

3) Job security: Perception of the employees towards job security was measured by 4 items collected from 

literature. The responses for scaled items were rated on a five point scale (1 to 5). All items were found positive.  

4) Life satisfaction: It was measured using the Satisfaction with Life Scale (SWLS; Diener, Emmons, Larsen & 

Griffin, 1985). The scale was developed to assess an individual’s overall satisfaction with life. Respondents 

were asked to indicate their responses on a 5-point scale ranging from (1) “strongly disagree” to (5) “strongly 

agree.” Higher scores indicate greater life satisfaction. 

5) Schedule flexibility: It was assessed using 3 items adopted from Smith, Tiffany N. (2010). Responses were 

measured on likert scale indicating 1 (Strongly Disagree) to 5 (Strongly Agree). A higher score represents high 

schedule flexibility. One item was found negative so in this reverse scoring was adopted.  

6) Family support: It was assessed using 5 items from the 44-items Family Support Inventory (King, 

Mattimore, King, & Adams, 1995). The responses for each of the 5 items are rated on a Likert-type 5- point 

scale, ranging from 1 (strongly disagree) to 5 (strongly agree). Two items were found negative so accordingly 

were coded reversely.  

7) Work family balance scale: It was examined using a 7-item scale. The items were extracted from literature.6 

items were positive and 1 item was found negative. Responses were measured on likert scale indicating 1 

(Strongly Disagree) to 5 (Strongly Agree). A higher score represents high schedule flexibility. One item was 

found negative so in this reverse scoring was adopted.  

8) Work-family conflict: It was measured using an 8-item negative spillover scale developed by Grzywacz and 

Marks (2000). Responses were measured on a 5-point scale ranging from 1 (strongly disagree) to 5 strongly 

agree). 

V. Results 

To study the differences in work family conflict & its dimensions on the basis of age. Sex, education and marital 

status the Analysis of Variance (ANOVA) was applied. 

1) Impact of age on Work Related Factors (work load stress, job security and schedule flexibility), 

Personal Factors (life satisfaction, familial support and work family balance) and Work Family Conflict. 

Table-1 
Variables Age Mean S.D. F Sig. 

 Work load stress Below 25 11.10 3.41  
2.48 

 

 
.064 

25-35 13.04 3.08 

35-45 12.10 4.63 

Above 45 12.00 1.41 

 Job security Below 25 2.97 1.05  

7.60 

 

.000 
25-35 3.60 1.01 

35-45 2.30 .94 

Above 45 2.00 1.41 

Schedule flexibility Below 25 9.14 2.11  

1.88 

 

.137 
25-35 9.15 1.90 

35-45 9.70 3.09 

Above 45 12.50 2.12 

Life Satisfaction Below 25 15.45 3.23  
2.04 

 
.111 

25-35 16.73 3.54 

35-45 18.20 4.18 

Above 45 19.00 4.24 

Familial Support Below 25 19.86 2.77  

.119 

 

.949 25-35 20.14 3.25 
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35-45 20.40 1.83 

Above 45 19.50 4.95 

Work Family 

Balance 

Below 25 25.55 2.62  

3.95 

 

.010 

25-35 26.55 3.95 

35-45 29.90 3.95 

Above 45 30.00 7.07 

Work Family 

Conflict 

Below 25 20.48 3.86  

2.52 

 

.061 
25-35 20.99 5.86 

35-45 16.30 5.75 

Above 45 16.50 7.77 

The result of ANOVA highlight that on the basis of age, job security (p=.000) and work family balance (p=.010) 

were found significant. Further to determine which category of age was more significant Tukey post-hoc was 

used which (table-2) revealed that perception of job security was lower for the teachers who were in the age 

group of 25-35 (3.60±1.01, p=.025) as compared to < 25 (2.97±1.05) because the measure of Job security was 

scored by using scoring procedure i.e. higher the score, lower is the job security. Significant difference was also 

found between the age group of 25-35 and 35-45. In this case job security was lower for the age group of 25-35 

(3.60±1.01, p=.001) in comparison to the age group of 35-45 (2.30±.94). 

 Further results states that for work family balance was statistically significant difference was found between the 

age group of < 25 and 35-45 age group. Work family balance was higher for the age group of 35-35 

(29.90±3.95, p=0.10) as compared to < 25 (25.55±2.62). Significant difference was also found between the age 

group of 25-35 and 35-45. In this case work family balance was higher for the age group of 35-45 (29.90±3.95, 

p=.041) in comparison to the age group of 25-35 (26.55±3.95). 

Further on the basis of age overall work family conflict was found non significant (p=.061).  

Table-2: Multiple Comparisons on the basis of age 
Tukey HSD 

Dependent Variable (I) Age (J) Age Mean 

Difference 

(I-J) Std. Error Sig. 

95% Confidence Interval 

Lower Bound Upper Bound 

 Job Security 

dimension2 

Below 

25  

        25-35 -.637* .222 .025 -1.22 -.06 

        35-45 .666 .374 .289 -.31 1.64 

     Above 45 .966 .746 .568 -.98 2.91 

25-35      Below 25 .637* .222 .025 .06 1.22 

       35-45 1.303* .343 .001 .41 2.20 

     Above 45 1.603 .731 .131 -.30 3.51 

35-45      Below 25 -.666 .374 .289 -1.64 .31 

      35-35 -1.303* .343 .001 -2.20 -.41 

    Above 45 .300 .790 .981 -1.76 2.36 

Above 
45 

    Below 25 -.966 .746 .568 -2.91 .98 

    25-35 -1.603 .731 .131 -3.51 .30 

    35-45 -.300 .790 .981 -2.36 1.76 

 Work family 

balance 

dimension2 

Below 
25  

        25-35 -1.000 .808 .605 -3.11 1.11 

        35-45 -4.348* 1.362 .010 -7.90 -.80 

    Above 45 -4.448 2.716 .362 -11.53 2.63 

25-35    Below 25 1.000 .808 .605 -1.11 3.11 

35-45 -3.349* 1.248 .041 -6.60 -.10 

Above 45 -3.449 2.661 .567 -10.38 3.49 

35-45 Below 25 4.348* 1.362 .010 .80 7.90 

35-35 3.349* 1.248 .041 .10 6.60 

Above 45 -.100 2.878 1.000 -7.60 7.40 

Above 
45 

    Below 25 4.448 2.716 .362 -2.63 11.53 

    25-35 3.449 2.661 .567 -3.49 10.38 

    35-45 .100 2.878 1.000 -7.40 7.60 

*. The mean difference is significant at the 0.05 level 

 

2) Impact of Gender on Work Related Factors, Personal Factors and Work Family Conflict 

Table-3 
Variables Sex Mean S.D. F Sig. 

Work load stress Male 12.34 3.17  

.103 
 

 

.749 
Female 12.55 3.48 
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Job security Male 3.30 1.00  

.014 

 

.907 
Female 3.32 1.16 

Schedule flexibility Male 9.75 1.93  
4.04 

 

.047 
Female 8.96 2.14 

Life Satisfaction Male 16.73 4.36  

.117 

 

.733 
Female 16.49 3.06 

Familial Support Male 19.89 2.96  
.294 

 
.589 Female 20.20 3.08 

Work Family 

Balance 

Male 26.66 3.93  

.001 

 

.979 

Female 26.64 3.83 

Female 26.64 5.86 

Work Family 

Conflict 

Male 19.80 6.39  

.810 

 

            .370 

Female 20.75 5.02 

 

On the basis of gender only schedule flexibility was found significant (p=.04). Schedule flexibility was higher 

for male teachers (9.75±1.93) as compared to female teachers (8.96±2.14) indicating thereby that women have 

more flexibility in work. Further on the basis of gender overall work family conflict was found non significant 

(p=.37).  

 

3)  Impact of Education on Work Related Factors, Personal Factors and Work Family Conflict 

Table-4 
Variables Education Mean S.D. F Sig. 

Work load stress Graduation 12.50 2.73  

.029 

 

 

.972 
Post Graduation 12.35 3.02 

Professional 12.52 3.65 

Job security Graduation 2.93 .730  

2.17 

 

.071 
Post Graduation 3.65 1.04 

Professional 3.23 1.16 

Schedule flexibility Graduation 10.64 1.94  

3.69 

 

.028 
Post Graduation 9.15 1.50 

Professional 9.03 2.28 

Life Satisfaction Graduation 19.29 4.46  

7.68 

 

.001 
Post Graduation 15.12 3.44 

Professional 16.75 3.13 

Familial Support Graduation 20.79 2.80  

1.16 

 

.316 Post Graduation 19.47 3.58 

Professional 20.24 2.77 

Work Family Balance Graduation 28.57 3.63  

3.46 

 

.035 

Post Graduation 25.50 4.29 

Professional 26.82 3.53 

Work Family Conflict Graduation 15.36 6.09  

7.19 

 

.001 
Post Graduation 21.12 4.58 

Professional 21.04 5.43 

*. The mean difference is significant at the 0.05 level 

 

The results revealed that from all the dimensions schedule flexibility (p=.028), life satisfaction (p=.001) and 
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work family balance (p=.035) were found significant. For schedule flexibility post Hoc results further states that 

statistically significant difference (p=.022) was found between graduate and professional employees. Schedule 

flexibility was higher for  graduate employees (10.64±1.94,p=.022) as compared to professional employees 

(9.03±2.28). 

For life satisfaction results  revealed (table-5) that it was higher for employees who are graduate (19.29±4.46)  

and professional (16.75±3.13, p=.032) as compared to post graduate employees(15.12±3.44, p=.001).   

Work family balance was statistically different for graduate and post graduate employees (p=.031). It was higher 

for graduate employees (28.57±3.63, p=.031) as compared to post graduate employees (25.50±4.29). 

Further on the basis of education overall work family conflict was found significant (p=.001). Tukey post-hoc 

results revealed that employees who are post graduate (21.12±4.58, p=.002) and professional (21.04±5.43, 

p=.001) have more work family conflict with lives as compared to graduate employees (15.36±6.09).   

 

Table-5 

4)  Impact of Marital status on Work Related Factors, Personal Factors and Work Family Conflict 

Table-6 
Variables Sex Mean S.D. F Sig. 

Work load stress Married 12.63 3.19  

.220 
 

 

.640 
Unmarried 12.34 3.51 

Job security Married 3.35 1.16  

.135 

 

.714 
Unmarried 3.28 1.05 

Schedule flexibility Married 9.44 2.09  

.831 

 

.364 
Unmarried 9.09 2.09 

Life Satisfaction Married 16.93 3.46   

Multiple Comparisons 
Tukey HSD 

Dependent Variable (I) Education (J) Education Mean 

Difference (I-

J) Std. Error Sig. 

95% Confidence Interval 

Lower Bound Upper Bound 

Life Satisfaction 

 

Graduation 
 
 P.G 4.168* 1.078 .001 1.61 6.73 

 Professional 2.539* .993 .032 .18 4.90 

P.G              2 
        
   Graduation -4.168* 1.078 .001 -6.73 -1.61 

   Professional -1.629 .708 .060 -3.31 .05 

Professional 
3 

 Graduation -2.539* .993 .032 -4.90 -.18 

   P.G. 1.629 .708 .060 -.05 3.31 

Schedule flexibility 

 

Graduation 
n3 

                     P.G. 1.496 .651 .060 -.05 3.04 

           Professional 1.615* .599 .022 .19 3.04 

P.G. 
d 
            Graduation -1.496 .651 .060 -3.04 .05 

          Professional .119 .428 .958 -.90 1.13 

Professional 
 d 

             Graduation -1.615* .599 .022 -3.04 -.19 

                 P.G. -.119 .428 .958 -1.13 .90 

 Work family 

balance 

 

Graduation 

 

                  P.G. 3.071* 1.199 .031 .23 5.92 

            

Professional 

1.755 1.104 .254 -.87 4.37 

P.G. 

 

            Graduation -3.071* 1.199 .031 -5.92 -.23 

            
Professional 

-1.317 .787 .220 -3.19 .55 

Professional 
D  

           Graduation -1.755 1.104 .254 -4.37 .87 

                   P.G. 1.317 .787 .220 -.55 3.19 

      

Work family conflict                                  Graduat ion                                                             

P.G.                                                                 Professional 

 

   -5.761* 

  -5.685* 

  1.680 

  1.547 
  .002 

  .001 

  -9.75  

  -9.36 

  -1.77 

  -2.01 

                                                                    P.G.                                      

Graduation 

                                                                                                                 
Professional 

  5.761* 

  .075 

  1.680 

  1.104 
  .002 

  .997 

  1.77 

  -2.54 

  9.75 

  2.70 

      

                                                                Professi                                  
Graduation 

                                                                     Onal                                        

P.G. 

  5.685* 
  -.075 

  1.547  
  1.104 

  .001 

  .997 
  2.01 
  -2.70 

  9.36 
  2.54 

*. The mean difference is significant at the 0.05 level. 
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Unmarried 16.29 3.67 .922 .339 

Familial Support Married 20.39 2.41  

.997 

 

.320 Unmarried 19.83 3.46 

Work Family 
Balance 

Married 27.41 3.59  
3.947 

 

.049 

Unmarried 26.02 3.97 

Work Family 
Conflict 

Married 20.09 5.21  
.290 

 
.591 

Unmarried 20.65 5.86 

*. The mean difference is significant at the 0.05 level 

 

On the basis of marital status from all the dimensions only work-family balance was found significant (p=.04). 

Further results reveal that married teachers have more capacity to balance their work as well as family as compared 

to unmarried teachers. Further with context of maritastatus overall work family conflict was found non significant 

(p= 0.59). 

 

5) Impact of work related factors (work load stress, job security and schedule flexibility) and 

Personal factors (life satisfaction, familial support and work family balance) on work family conflict 

In light of the other objective researchers have attempted to explain the impact of six independent variables on 

work family conflict through the statistical technique of Regression analysis. Multiple regression with backward 

method is used for demonstrating the impact of all six predictors  on WFC. In Backward Regression Method, 

first of all six predictors are entered at once and then those variables with significance levels below the default 

criterion of 0.1 are removed. Model here refers to steps of regression equations. Table-7 reports the values of the 

regression coefficients (both standardised and unstandardised) and measures the probability that whether a linear 

relationship exists between each predictor variable and the Dependent Variable (DV). In the regression tables 

‘B’ is the slope of the line. ‘S.E.(B)’ is the standard error of B. ‘Beta’ is the standardized regression coefficient. 

‘Sig. (p)’ is the significance level for the test of the null hypothesis that the value of the coefficient is zero in the 

population. The same is discussed in the following texts.  

Regression line of WFC on the six predictors as perceived by teachers is: 

Y= b0 + b1x1 + b2x2 + b3x3 + b4x4 + b5x5+ b6x6 

Y(work family conflict)= b0 + b1(work load stress) + b2(job security) + b3(schedule flexibility) + b4(life satisfaction) + b5(familial support) + b6(work family 

balance) 

 

Table-7 

Results of Regression Analysis for Perceived Organisational Performance 

 Model 1 Model 2 Model 3 Model 4 

Variable B SE β Sig.(p) B SE β Sig.(p) B SE β Sig.(p) B SE β Sig.(p) 

Constant 23.088 4.366  .000 23.645 4.057  .000 24.653 3.989  .000 24.013 3.989  .000 

WLS .191 .148 .116 .199 .187 .147 .113 .206         

JS 1.674 .465 .332 .000 1.703 .456 .338 .000 1.931 .420 .383 .000 1.902 .422 .377 .000 

SF .546 .235 .206 .022 .546 .234 .206 .021 .561 .234 .211 .018 -507 .233 .191 .031 

LS -.261 .149 -.168 .082 -.269 .146 -.176 .069 -.211 .139 -.136 .133     

FS .059 .167 .032 .724             

WFB -.470 .157 -.326 .003 -.443 .136 -.307 .001 -.463 .136 -.321 .001 -.548 .124 -.380 .000 

R2 .320 .319 .309 .295 

Adj. R2 .283 .289 .285 .277 

F 8.765 10.575 12.746 16.051 

∆ R2     

∆F     

N 120 120 120 120 

* 
p<.05,

 **
p<.01, 

***
p<.001 

a
These Statistics reflect the variance accounted for when regression is performed with the remaining variables 

respectively in each step after the exclusion of the non-significant variable in the next step. 
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Results interpreted that r2 is .32 when all the six predictors are included in Step 1.This means that 32 percent of 

the variance in WFC is associated with changes in the variables of demographic factors (age, gender, marital 

status & education), work related factors (work load stress, job security &schedule flexibility) and personal 

factors (life satisfaction, familial support & work family balance) for this sample. The estimated coefficient of 

determination for the population (i.e. adjusted r
2
) is 28 percent. In Model 1, familial support was found non 

significant (p=.72), so it was extracted in the next step of Regression Analysis. In step 2 when the variable 

familial support is removed, then there is a slight variation in both these figures. Here R
2 

is .319 and estimated 

coefficient of determination (i.e. adjusted R
2
) is 28.9 percent. Similarly in the next step, it is found that 

significance value of work load stress is observed to be .206 which is greater than .05; hence this is also 

extracted in the next step of Multiple Regression. In step 3 again, when the variable work load stress is removed, 

then there is variability in both these figures comparing with the step 2, here r
2 

is .309 and estimated coefficient 

of determination (i.e. adjusted r
2
) is 28.5 percent. Finally in the next step, it is found that significant value of life 

satisfaction is observed to be .133 which is greater than .05; hence this is also extracted in the next step of 

Multiple Regression. In step 4 again, when the variable life satisfaction is removed, then there is variability in 

both these figures comparing with the step 3, here r
2 

is .295and estimated coefficient of determination (i.e. 

adjusted r
2
) is 27.7 percent. These results indicate that the joint prediction of significant variables i.e. Job 

security, schedule flexibility & work family balance for total variance in work family conflict is 29%. Out of 

these three predictors, job security and work family balance was found negative predictor indicates thereby that 

with high job security employees have less work family conflict thus if employees are secure about their 

respective jobs then there will be less chances of conflict between their work to family. And if employees 

manage their work and family both then there will be less work family conflict. On the other side schedule 

flexibility was found positive predictor for work family conflict. It indicates that although employees have 

flexibility in their work assignments even then they have more work family conflict. The reason behind this is 

that they are being called by concerned authority at any time which disturbs their family lives leading to more 

work family conflict. 

 

VI. Discussions 

In this investigation researchers have analyzed the difference of demographic factors on work load stress, job 

security, schedule flexibility, life satisfaction, familial support, work family balance and work family conflict, of 

employees working in private educational institutions.  Results revealed that on the basis of age, job security 

(p=.000) and work family balance (p=.010) were found significant. Tukey post-hoc test revealed that perception 

of job security was lower for the teachers who were in the age group of 25-35 (3.60±1.01, p=.025) as compared 

to < 25 (2.97±1.05). Further on the basis of age overall work family conflict was found non significant (p=.06). 

These findings contradicts the findings of Grzywacz and Marks (2000) who reported that younger men are more 

prone to work-to family conflict and family-to-work conflict than older men. Further it also contradicts Batt, 

Rosemary and Valcour (2001) findings where there is a significant correlation between age and work-to-family 

conflict. But it supports the findings of Frone et al. (1997a) who found that there is not any significant 

association between age and work-to family conflict or family-to work conflict. Researchers further analyzed 

the difference on the basis of  gender which states that from all the dimensions only schedule flexibility was 

found significant (p=.047). Schedule flexibility was higher for male teachers (9.75±1.93) as compared to female 

teachers (8.96±2.14) indicating thereby that women have more flexibility in work. But on the basis of gender 

overall work family conflict was found non significant (p=.37) which contradicts the findings of Pleck (1977) 

who reported  that men hold the socially defined role of a “provider” and therefore may be more likely to 

experience work-to-family conflict. Conversely, women may be more likely to manage the primary 

responsibilities of family along with work responsibilities. Therefore women may be more likely to experience 

family-to work conflict. But it supports the findings of Eagle et al., (1997); Frone et al.,(1992b) who stated that 

there in non significant relationship between gender & work family conflict. On the basis of marital status from 

all the dimensions of only work-family balance was found significant (p=.04). Further results reveal that married 

teachers have more capacity to balance their work as well as family as compared to unmarried teachers. When 

the education was taken as base work family conflict was found on higher side for post graduate and 

professional employees in comparison to graduate employees. 

Further A perusal of the results in the present investigation makes it amply clear that out of all six independent 

variables only three variables namely: job security, schedule flexibility and work family balance contributes the 

most in explaining work family conflict. Out of these three, job security and work family balance were found to 

be negative predictors indicating  thereby that with increase of these, work family conflict decreases which 

confirms the previous findings of  Batt et al., (2001) who reported that high job security tend to report lower 

levels of conflict. 

But in the present investigation schedule flexibility was found to be positive predictor for work family conflict 

which contradicts the previous research of Greenhaus & Powell (2006) and Voydanoff (2005) who reported that 

schedule flexibility creates the opportunity to minimize work-family conflict, promote work-family enrichment 

http://www.emeraldinsight.com/journals.htm?articleid=1858146#idb36
http://www.emeraldinsight.com/journals.htm?articleid=1858146#idb86
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and improve functioning and performance at work and home. Reason behind this is that although employees 

have flexibility in their work assignments but they are being called by mangers at any time whenever required 

which disturbs their family lives and leads to more work family conflict. 

 

VII. Implications of the Study 

The question of how to strike a balance between work and life is attracting increasing attention at both the 

national and international level. Given the considerable quantity of time individuals spend on working and the 

holding of dual-career families work-family balance, has become increasingly important. There are number of 

factors which are affecting work family conflict. Out of these job security, schedule flexibility and work family 

balance are the most important factors affecting the work family conflict among teachers working in private 

institutions. Therefore it is suggested that concerned authority should keep in mind these factors to motivate the 

employees to get the work done in the best possible way which will certainly increase the organization’s 

productivity. 
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