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Abstract 
This research study investigates the negative relationship between work family conflict and 
career satisfaction and how the individual differences (like gender and age) may moderate it. 
Work-family conflict is the inter-role conflict in which responsibilities from the work and 
family domains are not compatible. Work-family conflict occurs when participation in the 
family role is made more difficult by participation in the work role. Some time ago, the 
consequences of work family conflict was not considerable on career outcomes but changing 
roles of families and more demanding professional lives change this scenario. So it is 
impossible to make any conclusion about career outcomes without considering work family 
conflict in this module. Data has collected through questionnaires and then regression and 
correlation tests are applied to get results which indicate the negative relationship between 
work family conflict and career satisfaction. Moreover the research shows that the negative 
relationship is significant for women compared to men and different individuals experience 
different level of work family conflict at different life stages. The research study suggests that 
individual differences should be considered while making work family conflict programs. 
More independent variables should be involved for broader study of the topic in future 
studies. 
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1. Introduction   
The interface of work and family has become increasingly concern of scholars and 
organizations over the past 20 years (Mugunthan, 2013). Over these years, career satisfaction 
has been investigated in many relations with different organizational as well as employees 
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magnitudes such as  organizational and job tenure, health status, perceived efforts, perceived 
organizational support, perceived training opportunities, hierarchical and job content 
plateauing (Armstrong-Stassen & Cameron, 2005), flexible work home arrangements, 
ambition (Dikkers, Engen, & Vinkenburg, 2010), Emotional well-being, emotional exhaustion, 
psychosomatic symptoms, life Satisfaction, work experiences, challenging work acceptance,  
support and encouragement, training and development, conflict and overload. Career 
satisfaction has also been associated to numerous vital organizational upshots, such as 
organizational commitment (Carson, Carson, Roe, Birkenmeier, & Phillips, 1999; Igbaria, 
Greenhaus, Jeffrey, & Parasuraman, 1991; Martins, Eddleston, & Veiga, 2002), career 
commitment (Ballout, 2009; Poon, 2004), intentions to leave, or "turnover intentions" 
(Eddleston, 2009; Igbaria et al., 1991), support for organizational change (Gaertner, 1989; 
Martins et al., 2002) and organizational support for career development (Barnett & Bradley, 
2007).  
In recent times, researchers have investigated an important determinant of career 
satisfaction which is work family conflict (Martins et al., 2002; Powell & Mainiero, 1992). 
Work-family conflict is defined as inter-role conflict in which responsibilities from the work 
and family domains are not compatible (J. H. Greenhaus & Beutell, 1985; Martins et al., 2002). 
Work-family conflict occurs when participation in the family role is made more difficult by 
participation in the work role. Recent studies report that the two directions of work family 
conflict, WIF (work interference in work), FIW (family interference in work), have unique 
experiences. FIW coming from family realm and WIF coming from work realm (Adams, King, 
& King, 1996; Martins et al., 2002; Thomas & Ganster, 1995). 
At one time, the consequence of work-family conflict on an individual's career satisfaction 
was not a considerable matter, because it was consider that the employee was such a family 
man whose household problems were managed by his wife (Martins et al., 2002). But in 
recent time the scenario has changed and many researchers have argued that in such type of 
workforce that is increasingly composed of persons in "post traditional families," work-family 
conflict may have an important crash on  job satisfaction (Beutell, 2010; Cohen & Liani, 2009; 
Janasz & Behson, 2007), turn over intentions (Knudsen, 2009; Yavas, Babakus, & Karatepe, 
2008) and organizational commitment (Janasz & Behson, 2007; Wilson, Polzer-Debruyne, 
Chen, & Fernandes, 2007). Anafarta (2011) studied 226 health service staff to form a 
structural equation modeling and concluded that family-work conflict does not affect job 
satisfaction whereas work-family conflict does. This paper focuses on Work-Family Conflict 
and Career Satisfaction. 
Above all, many researchers have recommended that the current scenario of the competitive 
work environment is a significant challenge which is faced by the employees in balancing their 
work and family lives that’s why work family conflict should be considered in models of career 
satisfaction (Martins et al., 2002; Powell & Mainiero, 1992; Schneer & Reitman, 1993). There 
are a lot of studies which have found negative relationship of work family conflict with  several 
variables that are linked to career satisfaction such as career progression (Martins et al., 2002; 
Stroh, 1995), career involvement (Martins et al., 2002; Tenbrunsel, Brett, Maoz, Stroh, & 
Reilly, 1995), work schedule control and satisfaction, marital satisfaction, family satisfaction, 
life satisfaction, job satisfaction (Beutell, 2010; Cohen & Liani, 2009; Colbert, Mount, Harter, 
Witt, & Barrick, 2004; Hassan, Dollard, & Winefield, 2010; Janasz & Behson, 2007), 
organizational commitment (Janasz & Behson, 2007; Karatepe & Tekinkus, 2006; Streich, 
Casper, & Salvaggio, 2008), and turnover intentions (Lilly, Duffy, & Virick, 2006; Ryan & Sagas, 
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2009). So, this study is expected to find that the negative relationship of work family conflict 
and career satisfaction (Martins et al., 2002). 
Many research studies have been suggested that several variables moderate the relationship 
between work family conflict and career satisfaction. In this study, it is expected that 
individual differences including gender and age (Decoster & Hall, 1998; Martins et al., 2002; 
Powell & Mainiero, 1992; Singh, Greenhaus, Parasuraman, & Collins, 1998) would influence 
the individuals career satisfaction based on their work family conflict. Thus, this study had an 
objective to empirically test the negative relationship between work family conflict and career 
satisfaction and examining the factors of individual differences that may moderate it. 
 
2. Methodology 
2.1 Theoretical Framework 
 
 
 
 
 
                                                                                               
 
Adopted by Martins et al., (2002) 
Model: Relationship between work family conflict and career satisfaction and the role of 
individual differences. 
 
Career satisfaction is affected by a lot of factors but this research study focuses on the 
relationship between work family conflict and career satisfaction and examining the 
individual differences that may moderate this relationship. These variables were also 
investigated by Martins et al., (2002). 
 
2.2 Variable Explanation 
2.2.1 Career Satisfaction 
The concept of an individual career can be explained as the lifelong sequence of his or her 
role related experiences (Hall, 2001; Wickramasinghe & Jayaweera, 2010). So, career 
satisfaction is an individual’s subjective feeling towards his or her own success and 
achievements (Poole, Langan-Fox, & Omodei, 1993; Wickramasinghe & Jayaweera, 2010). 
Career satisfaction has been measured in several criteria like organizational commitment 
(Igbaria et al., 1991; Martins et al., 2002), career commitment (Ballout, 2009; Poon, 2004), 
intentions to leave, or "turnover intentions" (Eddleston, 2009; Igbaria et al., 1991), support 
for organizational change (Gaertner, 1989) organizational support for career development 
(Barnett & Bradley, 2007). 
For this study, career satisfaction is chosen to investigate as negatively related to work family 
conflict (Martins et al., 2002). 
 
2.2.2 Work Family Conflict 
Work family conflict is often defined as the conflict between work and family domains 
(Carnicer, Sánchez, Pérez, & Jiménez, 2004). Greenhaus & Beutell (1985) defined work-family 
conflict as “a form of inter-role conflict in which the role pressure from the work and family 
domains are mutually incompatible in some respect”. Consistent with this definition, two 

       Work-

Family Conflict 

  Career       

Satisfaction 

Individual Differences    
Age  

Gender 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 5 , No. 8, 2015, E-ISSN: 2222-6990 © 2015 

104 

dimensions of work family conflict, FIW (family interference in work) and WIF (work 
interference family)  has been identified in literature (Carnicer et al., 2004; Cohen & Liani, 
2009; Colbert et al., 2004; Hassan et al., 2010; Lilly et al., 2006; Rotondo, Carlson, & Kincaid, 
2003; Rotondo & Kincaid, 2008). This study expect to find that WFC is negatively related to 
career satisfaction (Martins et al., 2002).  
 
2.2.3 Individual Differences 
Many research studies have been suggested that several variables may moderate the 
relationship between work family conflict and career satisfaction. This study expects that 
individual differences including gender and age would affect the relationship between work 
family conflict and career satisfaction (Martins et al., 2002).  
 
2.2.4 Gender 
Cohen & Liani (2009) has argued that there is a strong negative relationship between WFC 
and job satisfactions for women professionals. Carnicer et al., (2004) has argued that the 
gender is not a significant variable to explain work family conflict but it is empirically found 
that women are facing higher degree of work family conflict as compare to the men (Knudsen, 
2009; Martins et al., 2002). 
 
2.2.5 Age 
Prior studies have argued that at the early stages of life, individuals give more importance to 
their career progression but on later stages, they place a greater emphasis on balancing their 
work and family life (Gordon & Whelan, 1998; Judge, Cable, Boudreau, & Bretz Jr, 1995; 
Martins et al., 2002). 
 
2.3 Hypothesis 
H1: There is a negative relationship between work family conflict and career satisfaction 
(Martins et al., 2002). 
H2: The negative effect of work family conflict on career satisfaction will be greater for 
women than men (Martins et al., 2002). 
H3: The negative effect of work family conflict on career satisfaction will be greater for older 
individuals (Martins et al., 2002). 
 
2.4 Sampling and Data Collection 
2.4.1 Sample Size 
The size of selected population for this study is 240. So, the sample size is 148 which is 
recommended by Sekaran. 
2.4.2 Sampling Technique 
This study used a cluster sampling technique because this sampling design is most useful 
when a heterogeneous group is to be studied at one time. For this purpose, sample was drawn 
from banking, health and education sectors by selecting the population of one hospital, all 
branches of one bank and one university from a single geographic area, which is essential to 
control for cost of living differences (Martins et al., 2002). 
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2.5 Data Collection 
Data were collected for this study through questionnaires from 148 respondents consisting 
80 male (54%) and 68 female (46%) from banking (M = 37, F = 24, T = 61), education (M = 16, 
F = 20, T = 36) and health (M = 28, F = 24, T = 52) sectors. Details are shown in the table. 
 

Gender N Sectors Year of Birth 

Banking Education / 
Teachers 

 Health/   
Doctors 

Before 
1955 

1956 
- 65 

1966 
– 75 

1976 
- 85 

1986 
- 95 

Male 80 37 16 28 0 4 19 37 21 

Female 68 24 20 24 4 1 10 46 7 

Total 148 61 36 52 4 5 29 83 28 

 
3. Data Analysis and Interpretation 
Data were analyzed using SPSS. Reliability test, descriptive statistics, correlation and linear 
regression were applied on the data for the purpose of data analysis and interpretation. 
3.1 Measures of Variables 
Control: The questionnaire has included several control variables which are significant 
predictors of career satisfaction like salary, increase in salary and promotions (Judge et al., 
1995; Martins et al., 2002; Schneer & Reitman, 1993) which were measured by asking the 
respondents to indicate that if he or she get increase in salary and promotions or not. 
Dependent: Career satisfaction was measured using seventeen items, five-items were 
adopted  from Jeffrey H Greenhaus, Parasuraman, & Wormley (1990)  and also used by many 
researchers (Igbaria et al., 1991; Igbaria & Wormley, 1992; Lee & Allen, 2002).  Responses 
were on a five-point scale ranging from (1) strongly disagree to (5) strongly agree. Remaining 
twelve items were developed for this study. Standardized Cronbach’s alpha=0.714 which is 
shown in table-2. 
Independent: Work family conflict was measured using ten items which was adopted by 
Grandey, Alicia, Cordeiro, Bryanne, & Crouter (2005). Responses were on a five point scale 
ranging from (1) strongly disagree to (5) strongly agree. Cronbach ‘s alpha=0.931 which is 
shown in table-2. 
Moderators: Gender and age were self reported by the respondents. Age was calculated as a 
continuous variable on five categories ranging from (1) above 1955 to (5) 1986-95. Gender 
was dummy coded as women were coded 2 and men, 1. 
 
Table-2  
Descriptive Statistics and Reliability 

Variables Cronbach’s Alpha Range Min Max Mean S.D Var 

Career Satisfaction 0.931 3.12 1.59 5 3.3883 .49627 .246 

Work-Family Conflict 0.717 3.80 1.00 5 2.8984 .97094 .943 

 
Descriptive analysis is a very helpful technique to acquire the feel for the data by checking the 
measures of central tendency and the dispersion. This will give the researcher a good idea 
about the respondent’s reactions. In the above table, range shows that the data lied between; 
(2-5) which reflects that the some respondents were agreed and some were also disagree 
toward different items for both variables. 
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Table-3  
correlation is significant at the 0.01 level (2-tailed); CC stands for Correlation Coefficient 

Variables CC Beta T Significance 

Career Satisfaction 1.000  27.564 .000 

Work family conflict -0.098 -0.098 -1.195 .234 

Gender -0.028 -0.263 -2.426 0.018 

Age -0.041 0.575 1.158 0.005 

 
Pearson correlation was used for data analysis which is shown in the above table. This depicts 
that there is a significant level of negative correlation between work family conflict and career 
satisfaction. So, it indicates that there is a negative relationship between work family conflict 
and career satisfaction. Age and gender are also negatively correlated with career 
satisfaction. The value of t reflects the relationship of dependent and independent variables, 
the value of t for work family conflict is negative and significance level is also greater which 
means that it is inversely related to career satisfaction. The value of beta shows that work 
family conflict bring a change in the career satisfaction but in the opposite direction. As the 
above table shows that the value of t is greater but negative for gender which is significant at 
0.018 levels, it means gender’s negative impact will be more on career satisfaction. Age also 
has a significant impact on career satisfaction which means as age increase, the career 
satisfaction may also increase. In the above table, the values of significance level of the fitness 
of the models with gender and age are 0.018 and 0.005 which is good because the significance 
level is below 0.02. 
 
3.5 Model Summary 
Table-4  
Work family conflict, Career satisfaction, Age, Gender. 

Models R R-
Square 

Adjusted 
R 

Sum of 
square 

Df Mean 
square 

F Sig 

1-Relationship 
between Work-
family conflict and 
career satisfaction 

0.098 0.010 0.003 0.351 
36.098 
36.449 

1 
147 
148 

0.351 
0.246 

1.429 0.234 

2-Gender 
moderates the 
relationship of work 
family conflict and 
career satisfaction 

 
0.263 

.069 .058 1.420 
19.053 
20.473 

1 
147 
148 

1.420 
.241 

5.887 0.018 

3-Age moderates 
the relationship of 
work family conflict 
and career 
satisfaction 

.575 .331 .235 0.912 
1.847 
2.760 

1 
147 
148 

0.912 
0.264 

3.456 0.005 

 
To test the hypothesis, we have used linear regression analysis. Above table shows the results 
in which the values of R depict that the correlation of the relationship between work family 
conflict and career satisfaction becomes more significant when age and gender factors 
moderate it.    
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4. Conclusion  
The purpose of this research study was to find out the negative relationship between work 
family conflict and career satisfaction and the role of gender and age in this relationship. This 
relationship has investigated by collecting data through questionnaires from the respondents 
and then applied regression and correlation tests to find out the relationship of work family 
conflict and career satisfaction on the basis of gender and age. 
The H1 hypothesis that “there is a negative relationship between work family conflict and 
career satisfaction” was supported as the results showed that there is -0.098 correlations 
between work family conflict and career satisfaction. It  suggest that those individuals who 
were facing higher work family conflict, their career satisfaction was low and those individuals 
who were having low work family conflict, their career satisfaction was comparatively high 
than those with greater work family conflict. 
These results are consistent with the previous findings as (Anafarta, 2011; Gao, Shi, Niu, & 
Wang, 2013; Zhao, Qu, & Ghiselli, 2011) has argued that there is a negative relationship 
between work family conflict and career satisfaction so employer must be aware of the 
practices and issues which might lead to such conflict (Mugunthan, 2013). 
This study found that gender has a negative and significant impact on the relationship of work 
family conflict and career satisfaction (table-9). Through cross revolution of gender and work 
family conflict, it is found that a greater number of women are facing high level of work family 
conflict as compare to the men. Then cross revolution of age and work family conflict shows 
that older individuals of both genders were adversely affected by work family conflict. So, 
these findings suggest that men gave more attention to the work roles and career satisfaction 
and paying less attention to their family lives at early life stages but on later stages they want 
to make a balance in their work and family responsibilities which cause to arise work family 
conflicts for them. So H2 and H3 hypothesis are also supported.  
These findings are also consistent with previous findings. Many researchers were investigated 
that there is a difference between the roles of women and men (Lilly et al., 2006; Martins et 
al., 2002). Biggs & Brough (2005) has also investigated that females are facing more work 
family conflict due to their high level of family role salience. It was also found that the career 
satisfaction of females is low although they are more participating in formal and informal 
networking as compare to the males. It has been argued that the gender moderates the 
relationship of work family conflict and job performance and the same situation exists in the 
relationship between family work conflict and intention to leave which is significantly stronger 
for females than males.  
As the model fit for our research model was lower than desired likely because we used small 
sample size and consider just one independent variable impact but there must be a lot of 
other variables which are not considered. But despite of all these and other limitations, this 
study has important implications for research and practice. This research study suggests that 
individual differences should be considered while making work family conflict programs. 
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