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Abstract This study examined the mediating effects of job satisfaction and life satisfaction on
the relationship between work–family conflict and depression in professional women. A total
of 443 professional women completed questionnaires that measured work–family conflict, job
satisfaction, life satisfaction, and depression. Structural equation modeling (SEM) was adopted
to test the mediating effect. Bootstrap methods were used to assess the magnitude of the direct
and indirect effects. SEM showed that job and life satisfaction partially mediated the relation-
ship between work–family conflict and depression. The results of the bootstrap estimation
procedure and subsequent analyses indicated that the indirect effects of job and life satisfaction
on the relationship between work–family conflict and depression were also significant. The
final model shows a significant relationship between work–family conflict and depression
through job and life satisfaction.

Keywords Depression . Job satisfaction . Life satisfaction . Professionalwomen .Work–family
conflict

The traditional family pattern in East Asian countries is that husbands work outside the home,
whereas their wives take care of their children and perform household chores (Qian et al.
2002). However, fundamental changes in this situation have occurred in China (Schneider
2013). A study showed that nearly 350 million urban and rural women are employed in China,
accounting for 44.8% of all the employees (Sznajder et al. 2014). Several surveys indicated
that professional women have different degrees of psychological problems, such as anxiety,
depression, and interpersonal sensitivity (Gierc et al. 2014; Melchior et al. 2007; Plaisier et al.
2007; Watson and Weinstein 1993). On the one hand, society expects women to be
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actively involved in social work and contribute to society; on the other hand, society
does not forget the expectation of family roles they should play in Chinese culture
(Gierc et al. 2014). Women juggle multiple roles, and work–family conflict ensues
when the demands of functioning in these roles are incompatible in some respect.
Research shows that 43% of professional women experience work–family conflict at
least some of the time. Numerous studies identify work–family conflict as an impor-
tant reason for the various psychological problems of professional women (Koyuncu
et al. 2012; Stoner et al. 2011). This study extends this line of studies by examining
whether the link between work-family conflict and depression is mediated by life and
job satisfaction in Chinese professional women. And the purpose of the current study
was to test whether satisfactions can protect for professional women with work-family
conflict from depression.

Theoretical Background of this Study

Work–family conflict refers to a role interaction conflict, which is caused when the
stress from both work and family produces irreconcilable contradictions (Ádám et al.
2008; Amstad et al. 2011; Peng et al. 2016). In other words, individuals have
difficulty taking responsibility for their families due to work tasks or work demands,
or work tasks are not completed because of heavy family burden. Greenhaus and
Beutell further distinguished work–family conflict; that is, conflict caused by job
demands pertains to work-to-family conflict, whereas conflict caused by family de-
mands connotes family-to-work conflict (Greenhaus and Beutell 1985). Studies indi-
cated an overlap between work-to-family conflict and family-to-work conflict (Frone
et al. 1997b). People often experience higher work-to-family conflict than family-to-
work conflict (Mesmer-Magnus and Viswesvaran 2005).

Investigations have demonstrated that outcomes associated with work–family conflict
include job dissatisfaction, low commitment, job burnout, life dissatisfaction, marital
dissatisfaction, and depression. Work–family conflict is a potential source of stress that
has negative effects on well-being and behavior (Xiao et al. 2014). Warr’s argument
postulates the direct effects of stress on related well-being and indirect effects on more
general indicators of strain; conflict between family and work is causing problems in
well-being and further effects on health or mental health problem. Warr’s hypothesis is
supported by empirical evidence. For example, Bedeian and his colleagues found by
studying police officer samples that high-level work–family conflict was related to job
burnout, alienation, and low job satisfaction (Schieman and Glavin 2011). Similarly,
Frone revealed that work–family conflict was significantly related to burnout and low job
satisfaction (Frone 2000). Kalliath and Kalliath recently reported that work–family
conflict was negatively correlated with job satisfaction and positively correlated with
depression and physical discomfort in a group of social workers (Kalliath and Kalliath
2013). Moreover, work–family conflict could influence life-related variables. For exam-
ple, Higgins and his colleagues found that work–family conflict was related to low
family life quality, and low family life quality was also related to low life satisfaction
(Higgins et al. 1992). Another study showed that work–family conflict was negatively
correlated with job satisfaction, organizational commitment, and life satisfaction (Rupert
et al. 2012).
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Mediating Role of Job and Life Satisfaction

Studies within the paradigms of job demands–resources model and role theory have
confirmed the hypothesis that work–family conflict is negatively related to the indi-
cators of subjective well-being, such as job and life satisfaction. On the contrary,
researchers have proved that an imbalance between efforts spent and rewards induces
effort–reward imbalance. This situation produces work–family conflict-related stress
and accumulates over time as a function of the sum of current and past exposures
creates strain. Stress reaction models have indicated that the results of conflict-related
stress are associated with depression and depression symptoms. Under the role–stress
perspective, pathways from work–family conflict stress to the development of depres-
sion or depression symptom are highly relevant. Studies have established a strong
association between stress-related well-being and work–family conflict. Well-being is
also the most popular indicator studied. Moreover, well-being is related to several
indicators of mental health, such as depression. These findings reveal a trend that life
satisfaction and job satisfaction play a mediating role between work–family conflict
and depression. Life and work are two important aspects of the lives of professional
women, and work–family conflict has an important influence on both aspects. Life
satisfaction and job satisfaction are the best indicators that people experience life and
work environment (Diener et al. 2013; Zhang et al. 2014b). However, no study has
specifically investigated life and job satisfaction as mediating variables of work–
family conflict and depression. The current study aimed to discuss the effect of
work–family conflict on the depression of professional women and explore the
mediating effects of life satisfaction and job satisfaction between work-family conflict
and depression.

Hypotheses of this Study

A large number of studies have shown that work–family conflict can influence people’s mental
health, particularly professional women’s depression (Allen et al. 2000; Grzywacz and Bass
2003; Schieman and Glavin 2011). However, the psychological mechanism underlying the
effect of work–family conflict on depression is seldom discussed. The present study aimed to
fill this void. Based on the opinion of source attribution model, an individual will be
dissatisfied with the role that is perceived to be the source of the conflict. This study
hypothesized that work–family conflict as a stressor will reduce professional women’s well-
being, such as life and job satisfaction. Furthermore, those who are dissatisfied with their lives
are more likely to withdraw from others, consequently inducing depression. Given the close
relationship between job or life satisfaction and depression, these professional women are
expected to be more likely to suffer from depression. Another hypothesis is that that individ-
uals with high work–family conflict may suffer from depression because of low job and life
satisfaction.

In summary, the study hypothesized that life and job satisfaction mediated the effect of
work–family conflict on depression. This study seeks to enhance the understanding of the
relationships among work–family conflict, life and job satisfaction, and depression among
Chinese professional women. It also aims to supplement previous research by addressing the
concurrent effects of the preceding variables on depression. This study may help in the
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development of prevention and treatment programs that focus on well-being as an effective
response to stress induced by work–family conflict.

Methods

Participants and Procedure

A total of 443 female staff members from three large-scale enterprises in China were selected
as participants. The ages of the participants ranged from 30 to 39, with a mean of 33.12 (SD =
2.14) and had at least one child dependent on them. These are all full-time employees in China
without exception of freelancers, self-employees and civil servants. All of the participants are
married, with average 9.3 years (SD = 2.38) of work experience. 255(57.56%) of the partic-
ipants had obtained a diploma or higher level educational qualification; 137(30.93%) had
completed high school while 51(11.51%) had not completed high school. The participants
were told that they were engaging in a psychological investigation, in which the items accepted
no correct or incorrect answers, and their names can be omitted from the questionnaires.
Participants completed the questionnaires in a classroom environment with a face-to-face,
pencil and paper format, and they received ¥20 as compensation for their participation. All
participants obtained informed consent before completing the measures. The 443 scales were
distributed and collected, and all of them were valid. Thus, 443 valid responses were used for
data analysis.

Instruments

Work–Family Conflict

The work–family conflict scale, which was developed by Carlson, Kacmar, and Williams, was
employed to measure work–family conflict and family–work conflict (Carlson et al. 2000).
This scale consists of two subscales, namely, work-to-family conflict scale and family-to-work
conflict scale. Each subscale consists of nine items. An example item is BWhen I get home
from work, I am often too frazzled to participate in family activities/responsibilities.^ Re-
sponses were made on a five-point Likert-type scale. The work-to-family conflict scale
measures the work-to-family direction of conflict. An example item is BWhen I get home
from work, I am often too frazzled to participate in family activities/responsibilities.^ The
family-to-work conflict scale measures the family-to-work direction of conflict. An example
item is BTension and anxiety from my family life often weaken my ability to do my job.^
Chinese scholars translated the scale into Chinese and tested the reliability and validity (Wang
et al. 2012). In the current study, the Cronbach alpha coefficients for the two subscales were
0.79 and 0.75 respectively.

Life Satisfaction

Life satisfaction was measured with five items (e.g., BI am satisfied with my life^ and BSo far, I
have obtained the important things I want in life^) using a seven-point Likert-type scale
ranging from 1 (Bdefinitely false^) to 7 (Bdefinitely true^). The items were translated from the
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Satisfaction with Life Scale (Diener et al. 1985). In the present study, the Cronbach alpha
coefficient of the life satisfaction scale was 0.81.

Job Satisfaction

The Minnesota satisfaction questionnaire (short form, MSQ) is a 20-item self-report
measure of job satisfaction, which includes two dimensions, namely, intrinsic and
extrinsic satisfaction (Gillet and Schwab 1975). Items are rated from 1 (Bstrong
dissatisfaction^) to 5 (Bstrong satisfaction^). The total scores range from 20 (low
level of job satisfaction) to 100 (high level of job satisfaction). An example of the
items includes Bthe chance to try out some of my own ideas.^ This scale has been
widely used in China and shows good validity and reliability (Ouyang et al. 2015). In
the present study, the Cronbach alpha coefficients of the two dimensions of MSQ
were 0.84 and 0.86 respectively.

Depression

Center for Epidemiological Studies Depression Scale (CES-D) is a 20-item self-report
measure designed to assess depressive symptoms in the general population (Radloff
1977). For each item, participants are asked to indicate how often they experienced
the particular symptom over the last week. Each response ranges from 1 (Brarely or
none of the time^) to 4 (Bmost or all of the time^). This scale has been translated in
Chinese and shows good validity and reliability (He et al. 2014; Kong et al. 2014).
The scores on the CES-D range from 20 to 80. High scores indicate high levels of
depressive symptoms. In the present study, the Cronbach alpha coefficient of CES-D
was 0.86.

Statistical Analyses

The mediating effects for life satisfaction and job satisfaction were tested using the
two-step structural equation analysis procedure recommended by Anderson and
Gerbing (Anderson and Gerbing 1988). First, the measurement model was tested to
assess the extent to which each latent variable was represented by its indicators.
Structural equation modeling (SEM) with the maximum likelihood estimation in the
AMOS 17.0 program was used if the measurement model was accepted. The
goodness-of-fit of the model was evaluated using the following indices: chi-square
statistics; root-mean-square error of approximation (RMSEA), which is best if below
0.06; standardized root-mean-square residual (SRMR), which is best if below 0.08;
and comparative fit index (CFI), which is best if above 0.95 (Anderson and Gerbing
1988; Hu and Bentler 1999; Peng et al. 2013). Finally, the bootstrap method was
adopted to assess the magnitude of the direct and indirect effects. MacKinnon et al.
(2004) have suggested that the bootstrap method yields the most accurate confidence
intervals (CIs) for indirect effects. They have recommended the use of the percentile
bootstrap, which provides a CI, reasonable control of Type 1 errors, and good
statistical power.
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Results

Descriptive Statistics

Table 1 presents the means, standard deviations, and inter-correlations of all of the study
variables. The results indicated that work–family conflict, life satisfaction, job satisfaction, and
depression were significantly correlated with each other.

Measurement Model

The evaluation of the adequate suitability of the measurement model to the sample data
required performing a confirmatory factor analysis. Five latent constructs (i.e., work-to-
family conflict, family-to-work conflict, life satisfaction, job satisfaction, and depression)
and 63 observed variables (all of the items for the latent variables) were included in the
measurement model. All of the indices of the measurement model were suitable to the data
(χ2/df = 1.83, RMSEA= 0.058, SRMR= 0.043, and CFI = 0.96). All of the factor loadings for
the indicators on the latent variables were significant (p < 0.001), which indicated a high
representation of the latent constructs by their indicators. Moreover, all of the latent constructs
were significantly correlated in a conceptually expected manner (p < 0.001).

Structural Model

The structural model was tested in subsequent analyses using the maximum likelihood
estimation in the sample of professional women. The direct path coefficient from the predictor
(i.e., work-to-family conflict and family-to-work conflict) to the criterion (i.e., depression) in
the absence of mediators was significant (β = 0.48, β = 0.32, p < 0.001). A completely medi-
ated model with two mediators (i.e., job satisfaction and life satisfaction) revealed a good fit to
the data (χ2/df = 1.19, RMSEA= 0.021, SRMR= 0.023, and CFI = 0.99). Finally, the partially
mediated model, which included the mediator (i.e., life and job satisfaction) and direct paths,
was tested. The results also indicated that the model exhibited a good fit for the data (χ2/df =
1.09, RMSEA = 0.018, SRMR = 0.019, and CFI = 0.99). However, the direct path from
family-to-work conflict to depression (β = 0.08) was not significant. Thus, the path should
be deleted in the current model. The final model without the direct path from family-to-work
conflict to depression was tested subsequently, which revealed a good fit to the data (χ2/df =
1.14, RMSEA= 0.019, SRMR= 0.020, and CFI = 0.99). All of the factor loadings for the
indicators on the latent variables were significant (p < 0.01). The chi-square difference test
showed no significance between the partially mediated model and the fully mediated model

Table 1 Intercorrelations between the variables of interest

Mean SD Min Max 1 2 3 4 5

1 Work-to-family conflict 2.75 0.75 1.33 5.00 1 0.68 −0.62 −0.54 0.52
2 Family-to-work conflict 1.88 0.58 1.00 4.00 1 −0.53 −0.47 0.42
3 Life satisfaction 3.88 1.15 1.20 7.00 1 0.53 −0.54
4 Job satisfaction 3.40 0.52 1.95 4.80 1 −0.56
5 Depression 3.33 0.38 2.35 3.80 1

N = 443, all correlation coefficients are significant at p < 0.01
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[χ2 (1, N = 443) = 1.32, (p = n.s.)] (see Table 2). Therefore, the final partially mediated model
was selected as the best representation of the data. All of the structural paths for the final model
are presented in Fig. 1.

Mediating Effect Testing

The bootstrap estimation procedure in AMOS 17.0 was used to test the significance of the
mediating effects of life satisfaction and job satisfaction. The basic principle for the
bootstrapping approach is that the standard error estimates and CIs, which are calculated
based on the assumption of a normal distribution, will usually be imprecise because the
indirect effect estimates generally do not follow a normal distribution (MacKinnon et al.
2004). A bootstrap sample of 1500 tested the mediating effect. The 95% CIs of the direct and
indirect effects are shown in Table 3; all the intervals did not overlap with zero. Thus, life
satisfaction and job satisfaction partially mediated the effect of work–family conflict and
depression.

Discussion

This study aimed to explore a model including life satisfaction and job satisfaction as
mediators in the relationship between work–family conflict and depression in Chinese profes-
sional women. SEM analysis was conducted to determine the direct and indirect effect of
work-to-family conflict on depression. The results indicated a good fit to the data. The study
showed that, as expected, a positive relationship existed between work-to-family conflict and
depression for professional women. In other words, professional women with higher levels of
work-to family conflict were more likely to have higher levels of depression.

As China stepped into a rapid development period, Chinese women have to work outside
the home, the issue of mental health for professional women becomes highly intense. The
increased pressure of social life and the escalating demands of work and family on Chinese
professional women have prompted the need to develop themselves and excel in the same
manner as their male counterparts in the workplace. Moreover, professional women have to
play the roles of a good wife and devoted mother in their families. Social achievement and
family responsibility have doubled the professional women’s load and role conflict between
family and career. Studies conducted in the western culture have pointed out that work–family
conflict is an important stressor that affects professional women’s mental health (Aryee 1992;
Barnett and Hyde 2001; Lee Siew Kim and Seow Ling 2001; Parasuraman and Simmers
2001). However, most of studies on the relationship between work-family conflict and
individual consequences were conducted in western culture, the link work-family conflict to

Table 2 Fit indices of candidate SEM

Model χ2/df CFI SRMR RMSEA Δχ2 Δdf

Measurement model 1.83 0.96 0.04 0.06 – –
Partially mediated model 1 1.09 0.99 0.02 0.02 – –
Partially mediated model 2(recommended model) 1.14 0.99 0.02 0.02 – –
Direct role model 1.06 0.99 0.02 0.02 50.78 12
Fully model 1.19 0.99 0.02 0.02 1.83 1
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depression of professional women is unclear. Unlike western workers, Chinese professional
women prioritize work for family and a Chinese worker is less likely to attribute the source of
interference to work because work is an important tool which is used to achieve overall benefit
of family (Zhang et al. 2012). However, the finding of this study fits previous reports in the
western culture and found out that work-family conflict had negative consequence, such as
depression on professional women (Frone et al. 1996; Frone et al. 1997a; Thomas and Ganster
1995).

According to role theory (Byron 2005), work-family conflict occurs when role demands
between work and family that are incompatible. Work-to-family conflict of professional
women occurs when efforts to meet the demands of the employee role interfere with the
ability to fulfill the demands of the roles as a wife, mother or care provider (Gutek et al. 1991).
Conversely, family-to-work conflict may be an obstacle to successfully fulfilling work-related
responsibilities and demands, thereby undermining professional women’s ability to construct

Work-family conflict 

Family-work conflict 

Life satisfaction

Job satisfaction

Depression 

0.68**

-0.46**

-0.20**

Fig. 1 The partially-mediated structural model. Note: Factor loadings are standardized (p < 0.05)

Table 3 Direct and indirect effects and 95% confidence intervals for the final model

Model pathways Estimated effect 95% CI

Lower bonds Up bonds

Direct effect
Work-to-family conflict→Depression 0.183 0.094 0.258

Life satisfaction→Depression −0.254 −0.518 −0.287
Job satisfaction→Depression −0.329 −0.515 −0.241

Work-to-family conflict→Life satisfaction −0.458 −0.469 −0.224
Work-to-family conflict→Job satisfaction −0.396 −0.054 −0.237
Family-to-work conflict→Life satisfaction −0.224 −0.419 −0.241
Family-to-work conflict→Job satisfaction −0.206 −0.518 −0.287

Indirect effect
Work-to-family conflict→Life satisfaction→Depression 0.115 0.028 0.088
Work-to-family conflict→Job satisfaction→Depression 0.132 0.036 0.096
Family-to-work conflict→Life satisfaction→Depression 0.055 0.008 0.048
Family-to-work conflict→Job satisfaction→Depression 0.066 0.003 0.063

All empirical 95% confidence interval does not overlap with zero
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and maintain a positive work-related self-image. Studies revealed that this role conflict
was associated with psychological strain. Furthermore, researches points out depres-
sion, hopelessness, and other negative emotions are induced by long-term stress with
invalid coping (Barnett and Hyde 2001; Peng et al. 2014; Searle et al. 2014; Wang
et al. 2014; Zhang et al. 2014a, b). Professional women lack effective means of
alleviating conflicts and releasing stress when work and family fields are in a state of
imbalance in the long term; their spirits are under high-strung conditions for a long
time and are likely to produce various psychological barriers, including depression
(Melchior, et al. 2007; Y. Peng and Mao 2015). Thus, epidemiological studies,
including the current study, found that work–family conflicts are positively associated
with depression (Allen et al. 2000; Hammer et al. 2005; Kinnunen and Mauno 1998).
The importance of the current study is that it provides meaningful evidence for the
external validity of the relationship between work–family conflict and depression in
an eastern cultural setting. Given that the universal work–family conflict of profes-
sional women in the process of assuming a dual role is inevitable, the partially
mediating effects of life and job satisfaction were tested and tried to provide theoret-
ical support to protect their mental health. This study highlighted that life satisfaction
and job satisfaction partially mediated the effect of work–family conflict on depres-
sion, that is, the path from work–family conflict to depression through life and job
satisfaction was significant. Previous studies, including this study, indicated that
work–family conflict was negatively correlated with professional women’s life satis-
faction and job satisfaction (Qu and Zhao 2012; Rupert, et al. 2012; Zhao et al.
2011). Work–family conflict is often viewed as a role conflict; that is, the stresses
from work and family roles are incompatible, and participating in one role would
cause difficulty in getting involved in the other role (Allen et al. 2012). Individuals’
problems and responsibilities in the workplace would interfere with fulfilling family
obligations; on the other hand, individuals’ problems and responsibilities in the family
would interfere with completing work tasks (Kim and Hwang 2012). Role conflict
would both consume individuals’ psychological capital (Floyd and Lane 2000) and
reduce their performance level at home and in the workplace, inducing difficulty in
obtaining affirmation from family and career and causing their exhaustion in life and
at work (Gou et al. 2013; Zhao et al. 2014). Studies have also concluded that the
reduction of job satisfaction and life satisfaction further resulted in depression (Piko
2006). Hence, work–family conflict, life and job satisfaction, and depression are
related to each other. Findings in the present study expanded on previous research
and confirmed that life and job satisfaction partially mediated the effect of work–
family conflict on depression. Simultaneously investigating the trilateral relationship
among the factors may create a more holistic picture of the interconnections between
them. The current study showed that the paths from work–family conflict→life and
job satisfaction→depression were significant and indicated that subjective well-being
(i.e., life and job satisfaction) functioned as a protective factor in depression for
professional women.

This viewpoint has important applications in adjusting interventions and contemporary
counseling for professional women with work-family conflict. Women inevitably perform a
dual role as housewives and professional women. Thus, researchers have pointed out the
difficulty of identifying the approaches for reducing stress from work–family conflict and
protecting professional women from depression. A strong tendency to study a positive lifestyle
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has been noted since Seligman indicated the intense emphasis of psychology on the negative
aspects of people and the lack of attention to their positive aspects. Seligman argued that a
positive psychology standpoint was necessary as humans have the remarkable ability to
withstand serious setbacks and ultimately achieve adaptively in various conflict (Seligman
et al. 2005). Drawing on research with individuals who have experienced a personally
threatening event (e.g., work-family conflict), Taylor identified themes of the cognitive
readjustment process such as effort to enhance one’s positive self-evaluations (Taylor 1983).
Adaptation theory points to cognitive and emotional adaptation as well as to behavioral
adaption to work-family conflict over time, all of which facilitate a return to psychological
health set points (Brickman et al. 1978). The present study provided direct evidence of life and
job satisfaction, which could help protect professional women’s mental health from problems
such as depression. Thus, following the advocates of positive psychology and the findings
from this study, professional women who suffer from work–family conflict may avert depres-
sion and maintain mental health by positively evaluating their work (and/or life) or work (and/
or life) situation. This study also clarified that strengthening the positive lifestyle of profes-
sional women (i.e., job and life satisfaction) would benefit their mental health. Professional
women may benefit from a positive lifestyle, a process in which individuals are trained to
modify their typical attributions and positively assess their life and job to experience more
positive emotions than negative ones.

Conclusions and Limitations

This study extends the current literature by directly testing the mediating effects of life
satisfaction and job satisfaction on work–family conflict and depression and obtained some
meaningful conclusions. The current study has demonstrated that work-family conflict posi-
tively correlated with depression for professional women. In addition, this study found out that
life and job satisfaction partially mediated the effect of work–family conflict on depression in
professional women. Those findings suggest that life and job satisfaction as underlying
protective factors for depression in professional women with work-family conflict. However,
this study also had some limitations. First, the results might be influenced by the organization
culture. Even if the study sample was from several companies, the range of the study sample
should be expanded in the future to enhance its external validity. Second, work–family conflict
had distinct cultural characteristics. The measurement tools used in this study were from the
western culture. The development of a work–family conflict scale based on the Chinese culture
is necessary. Finally, this study used a cross-sectional design. The causal relationship among
work–family conflict, life and job satisfaction, and depression should be cautious interpreted.
Future longitudinal or experimental studies should be conducted to facilitate more causal
evaluations.

Informed Consent

All procedures followed were in accordance with the ethical standards of the responsible
committee on human experimentation (institutional and national) and with the Helsinki
Declaration of 1975, as revised in 2000 (5). Informed consent was obtained from all partic-
ipants for being included in the study.
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