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Abstract Work-to-family conflict has been consistently found to be one of the factors
impacting workers’ life satisfaction. Prior research has also highlighted how type of
employment (self-employed versus employee) impacts life satisfaction. No prior re-
search, however, has examined how type of employment moderates the association
between work-to-family conflict and life satisfaction. This study adds to the existing
literature by examining whether the relationship between work-to-family conflict and
life satisfaction is moderated by type of employment. Using data from the 2008
National Study of the Changing Workforce (N = 3204), the study finds that work-to-
family conflict is negatively correlated with life satisfaction, and that this negative
correlation is stronger for those who are self-employed. Overall, this study contributes
to the literature by highlighting the moderating effect of type of employment, and
therefore deepens the understanding of the relationship between work-to-family con-
flict and life satisfaction.
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Introduction

One of the main challenges among contemporary US workers is the struggle to balance
time and resources between paid work and family responsibilities. Accordingly, much
work-family literature has examined work-family conflict (Byron 2005; Michel and
Hargis 2008). As noted in some prior studies (Minnotte et al. 2013, 2015; Nelson et al.
2012), work-family conflict implies a reciprocal relationship between work and family,
with work affecting family negatively (i.e., work-to-family conflict) and family
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affecting work negatively (i.e., family-to-work conflict) (Frone et al. 1992; Hill 2005;
Voydanoff 2007). Since the present study focuses mainly on work stressors, it only
considers work-to-family conflict. The literature examining the consequences of work-
to-family conflict is well-established. Prior research has found that higher work-to-
family conflict is associated with several negative mental and physical health outcomes
(Allen et al. 2000; Bellavia and Frone 2005; Frone 2000). Moreover, higher work-to-
family conflict is associated with some negative work-related outcomes (such as lower
job satisfaction and decrease in work performance) (Bruck et al. 2002; Netemeyer et al.
1996; van Steenbergen and Ellemers 2009) and some negative non-work outcomes
(such as decreased satisfaction with one’s family and lower marital satisfaction) (Aryee
et al. 1999; Rupert et al. 2012; Amstad et al. 2011; Wu et al. 2010).

The main goal of this study is to examine the moderating effect of type of
employment on the relationship between work-to-family conflict and life satisfaction.
Overall, prior studies have concluded that higher work-to-family conflict is associated
with lower life satisfaction (Kinnunen and Mauno 1998; Netemeyer et al. 1996; Rupert
et al. 2012; Wayne et al. 2004). Although this relationship is well-established, only few
studies have tested how other variables may strengthen or weaken the negative effects
of work-to-family conflict (Huynh et al. 2013; Ngo and Lui 1999; Ugwu and Agbo
2010). Motivated by a comparative lack of scholarly attention to testing such moder-
ating effects, this study specifically explores whether the relationship between work-to-
family conflict and life satisfaction varies between self-employed workers and tradi-
tional employees.

One major limitation in work-family literature, as noted in some prior studies, is that
it has focused almost exclusively on individuals who are employed in large businesses
and other organizations (Parasuraman and Simmers 2001). Far less attention has been
given to understanding work-family balance among self-employed workers and those
who operate their own businesses (Loscocco 1997). Despite the recent attention to
these workers in some studies (Nordenmark et al. 2012; Annink et al. 2016; Lofstrom
2013), the literature on type of employment is still scant. Moreover, literature on the
effect of type of employment on work-to-family conflict and life satisfaction has not
been consistent, and has thus produced mixed findings. Some research suggests that
self-employed workers might have less work-to-family conflict than traditional em-
ployees (Georgellis and Wall 2000; Loscocco 1997; Stephens and Feldman 1997),
whereas some other research suggests the opposite trend: higher work-to-family con-
flict among self-employed workers (Greenhaus and Callanan 1994). In terms of the
relationship between type of employment and life satisfaction, prior research is also not
consistent (Blanchower and Oswald 1998; Alesina et al. 2004; Markussen et al. 2014).

Using the job demand-control model (Karasek 1979), this study argues that the
association between work-to-family conflict and life satisfaction varies between self-
employed workers versus employees. This study asks the following two research
questions: 1) Does work-to-family conflict have an association with life satisfaction
for all types of workers? 2) Does type of employment (i.e., self-employed versus
employee) moderate the association between work-to-family conflict and life satisfac-
tion? To test these research questions, this study uses data from the 2008 National
Study of the Changing Workforce (N = 3204). The findings underscore the importance
of type of employment in understanding the relationship between work-to-family
conflict and life satisfaction among US workers.
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Work-To-Family Conflict and Life Satisfaction

Prior research has defined work-family conflict as “a form of interrole conflict in which
the role pressures from the work and family domains are mutually incompatible in
some respect. That is, participation in the work [or family] role is made more difficult
by virtue of the participation in the family [or work] role” (Greenhaus and Beutell
1985, p.77). Work-family research has been founded in role stress theory, which mainly
focuses on inter-role conflicts (Barnett and Gareis 2006). The main assumption of role
stress theory is that multiple work and family demands are incompatible, which leads to
stress. Using this theory, this study conceptualizes work-to-family conflict as the
incompatibility between work and family demands arising when one’s responsibilities
and roles at work negatively interfere with one’s family roles and responsibilities. In
line with the theory, this study expects that higher work-family conflict will be
associated with lower life satisfaction.

In terms of the relationship between work-to-family conflict and life satisfaction,
previous research, including the results from two systematic reviews, shows that these
variables are negatively related to each other, with higher levels of work-to-family
conflict associated with lower levels of life satisfaction (e.g., Adams et al. 1996; Allen
et al. 2000; Hill 2005; Kossek and Ozeki 1998; Netemeyer et al. 1996). Using three
samples of elementary and high school teachers and administrators, small business
owners, and real estate salespeople, Netemeyer et al. (1996) confirmed significant
negative correlations between work-to-family conflict and life satisfaction among all
three samples. This negative correlation was further supported in two meta-analyses
(Kossek and Ozeki 1998; Allen et al. 2000). Some other studies have tested various
mediating factors to understand the relationship between work-to-family conflict and
life satisfaction better (Netemeyer et al. 1996; Perrewe et al. 1999). For instance, an
increase in work-to-family conflict leads to lower job satisfaction, which in turn lowers
the quality of life (Netemeyer et al. 1996; Rice et al. 1992). Perrewe et al. (1999)
examined the mediating role of value attainment, defined as “the extent to which a job
helps a worker to attain life values” (George and Jones 1996, p. 319), in the relationship
between work-to-family conflict and life satisfaction. The results showed that higher
work-to-family conflict prevents the attainment of values, which then lowers life
satisfaction. Overall, the results showed that value attainment partially mediated the
negative effect of work-to-family conflict on life satisfaction.

Some other studies have tested the moderating effects of variables such as self-
efficacy, and social support on the relationship between work-to-family conflict and
well-being. Self-efficacy, which is defined as “the quality of performance in a specific
domain and the level of persistence when one meets adverse or negative experience”
(Bandura 1994, p.74), was shown to moderate the effect of work-to-family conflict on
occupational stress (Matsui et al. 1995). Greenhaus and Beutell (1985) demonstrated
that the negative effect of work-to-family conflict is intensified when work or family
roles are very important for one’s self-concept. Huynh et al. (2013) found that family
and friend support moderated the relationship between work-family conflict and
exhaustion, as well as the relationship between work-to-family conflict and cynicism,
measured as the extent to which “one doubts the significance of their work” (p. 11). The
same study also found a significant relationship between work-to-family conflict and
organizational connectedness, defined as “the strong sense of belonging with other
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workers and the recipients of one’s service” (Huynh et al. 2013, p. 9). Overall, prior
research consistently suggests a negative relationship between work-to-family conflict
and life satisfaction. Thus, this leads to the following hypothesis:

Hypothesis 1: Work-to-family conflict will be negatively related to life satisfaction.

The Moderating Effect of Type of Employment

To my knowledge, no empirical study has tested whether type of employment moder-
ates the association between work-to-family conflict and life satisfaction. In light of this
gap in the literature, and informed by the job demand-control model (Karasek 1979),
this study explores the combined impacts of work-to-conflict and type of employment
on life satisfaction. Karasek’s (1979) theory suggests that high levels of job control and
job demand interact and negatively impact the work environment, which is then
expected to impact family life negatively as a spillover effect.1 This cycle leads to high
conflict between work and family, conflict expected to affect work-life balance nega-
tively. Prior research has consistently shown that high demand at work increases the
risk of experiencing work-family conflict (Chung 2011; Fagan and Walthery 2011;
Gronlund 2007), whereas the research on the influence of high levels of job control
shows mixed results.2 Some research has argued that high levels of job control at work
improve the interaction of work and family life, but other studies concluded that high
levels of job control have a negative impact on work-life balance (Fagan and Walthery
2011; Nordenmark et al. 2012). The latter effect can be due to the fact that a high level
of job control at work requires the individual to be available at all times, which might
negatively impact work-family balance (Nordenmark et al. 2012). Applying the job
demand-control model to self-employed workers, prior research has consistently shown
that self-employed have higher levels of job control and demand compared to em-
ployees (Hundley 2001; Stephan and Roesler 2010). However, due to the contradictory
arguments regarding the effects of job control on work-life balance, there is no
consistent finding as to whether self-employed workers are better or worse in terms
of well-being and work-life balance.

While no prior research has empirically tested the moderating effect of type of
employment on the relationship between work-to-family conflict and life satisfaction,
some studies have suggested that this relationship might differ among self-employed
workers. Overall, as Annink et al. (2016) pointed out, studies that have investigated the
experience of work-to-family conflict among the self-employed are inconclusive. Most
studies showed that the self-employed experience more work-to-family conflict than
employees (Frone 2000; Nordenmark et al. 2012; Parasuraman and Simmers 2001),

1 Spillover refers to “the transfer of mood, energy, and skills from one sphere to the other” (Grosswald 2015,
p.32). Negative work-family spillover occurs “when strains and conflicts in one domain (work or family)
negatively affect one’s mood and behavior in the other domain” (Roehling et al. 2005, p.841).
2 Job control is defined as “having authority over job performance that allows the employee to decide how and
when a job task is completed, as well as having the control over the use of the employee’s initiative and skills
on the job” (Nordenmark et al. 2012, p. 2). Job demands refer to “factors that are related to time pressure,
mental load and coordination responsibilities, such as work-hours, working at a short notice, job insecurity and
being a supervisor” (Nordenmark et al. 2012, p. 2; Annink et al. 2016, p. 574).
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whereas a few other scholars found the opposite result (Craig et al. 2012; Prottas and
Thompson 2006). Specifically, some researchers have suggested that certain character-
istics of self-employment, such as flexibility in work schedule and working from home,
may reduce work-to-family conflict (Georgellis and Wall 2000; Loscocco 1997;
Stephens and Feldman 1997). Conversely, other scholars have found that self-
employed workers might have higher work-to-family conflict compared to employees
(Annink et al. 2016). One reason for this might be because self-employed workers have
a higher burden due to having the main responsibility for their own professional
survival (Greenhaus and Callanan 1994).

The relationship between type of employment and life satisfaction in general is also
understudied, and the results are not consistent. Some studies found that self-
employment was positively associated with both job and life satisfaction
(Blanchower and Oswald 1998; Andersson 2008). On the other hand, a more recent
study (Crum and Chen 2015), using data from the World Values Survey from 80
different countries, found that there is a significant positive relationship between being
self-employed and both happiness and life satisfaction. This relationship, however, only
existed for women in highly developed countries. In lesser developed countries, results
suggested that self-employed men are significantly happier than men working for
someone else. Some other studies have found that self-employment is positively
associated with subjective well-being, but with some exceptions. For instance,
Alesina et al. (2004) found a positive effect between self-employment and happiness,
but only for wealthy individuals. In addition, Markussen et al. (2014) showed that self-
employment is positively correlated with life satisfaction, but only in specific employ-
ment sectors such as the agriculture sector.

Overall, prior research suggests that self-employed workers have different levels of
work-to-family conflict and life satisfaction than employees, which might be due to
different working conditions and broader motivations for self-employment. These
mixed findings cannot tell us about the direction of the moderating effect of type of
employment. However, prior research leads to the following hypothesis:

Hypothesis 2: Type of employment will moderate the relationship between work-to-
family conflict and life satisfaction.

Data and Methods

Sample

This study uses data from the 2008 National Study of the Changing Workforce
(NSCW) to address the proposed hypotheses. The 2008 NSCW survey is based on a
questionnaire developed by the Families and Work Institute. Between November 2007
and April 2008, 3502 interviews with employed American adults were completed.
Each interview took 50 min on average, and interviews were conducted by telephone
using a computer-assisted telephone interviewing (CATI) system. A random-digit
dialing method was used to obtain a nationally representative sample of employed
adults, with interviewers determining if a potential respondent was eligible for partic-
ipation in the study at the time of the telephone call (Families and Work Institute 2008).
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There were several criteria for sample eligibility. The individual had i) “to work at a paid
job or operated and income-producing business, ii) be 18 years or older, iii) to be
employed in the civilian labor force, iv) to reside in the contiguous 48 states, and v) to
live in a non-institutional residence- i.e., a household- with a telephone. If there was
more than one eligible person in the household, one was randomly selected to be
interviewed” (Families and Work Institute 2008, p. 3).

Of the total sample of 3502 interviewed adults (with an overall response rate of
54.6 % for potentially eligible households), “2,769 are wage or salaried workers who
work for someone else, while 733 respondents work for themselves, including 255
business owners who employ others and 478 independent self-employed workers who
do not employ anyone else” (Families and Work Institute 2008, p. 5.). This study
focuses on workers who are between 18 and 64 years old. This restriction reduced the
sample size to 3210 workers. There were six individuals who were missing information
on life satisfaction. Deleting these missing cases reduced the sample size to 3204.

Measures

The first part of the study tests the association between work-to-family conflict and life
satisfaction. The second part of the study tests whether the association between work-
to-family conflict and life satisfaction is moderated by type of employment (self-
employed versus employee).

Dependent Variable: Life Satisfaction

The measure for life satisfaction is adapted from Bjørnskov et al. (2010), and respon-
dents are asked the following question: “All things considered, how do you feel about
your life these days?” The answer categories range from 1 to 4, where 1 indicates “very
satisfied” and 4 indicates “very dissatisfied.” This question is reverse coded so that
higher scores indicate greater life satisfaction. The distribution of this variable is highly
skewed; only 2 % of the sample reported being very dissatisfied. Therefore, those who
report being very dissatisfied or somewhat dissatisfied are grouped into one category
(coded 1), while those who report being somewhat satisfied or very satisfied remain in
separate groups (coded 2 and 3, respectively). The recoded scale for life satisfaction
thus ranges from 1 to 3.

Main Independent Variable: Work-To-Family Conflict

The main independent variable is work-to-family conflict. The measure for work-to-
family conflict is adapted from some prior studies (Hill 2005; Voydanoff 2005).
Respondents were asked to respond to the following questions: (a) “In the past 3
months, how often have you not had enough time for your family or other important
people in your life because of your job?” (b) “In the past 3 months, how often has work
kept you from doing as good a job at home as you could?” (c) “In the past 3 months,
how often have you not had the energy to do things with your family or other important
people in your life because of your job?” (d) “In the past 3 months, how often has your
job kept you from concentrating on important things in your family or personal life?”
(e) “In the past 3 months, how often have you not been in as good a mood as you would
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like to be at home because of your job?” Responses ranged from 1 = very often to
5 = never. The responses were first reverse coded, summed and then averaged to create
an index, with higher scores indicating higher levels of work-to-family conflict. The
Cronbach’s alpha was 0.86, showing high internal reliability.

Moderating Variable: Type of Employment

Type of employment is measured by asking the respondents for their employment status.
Consistent with prior research (Prottas and Thompson 2006), self-employed workers are
defined as those who are either independent and do not employ someone else or those who
own a small business with fewer than 100 employees. On the other hand, waged and
salaried workers are those who work for someone else. Thus, a dummy variable is created:
1 = business owners who employ others or independent self-employedworkers who do not
employ anyone, and 0 = waged or salaried employees who work for someone else.

Control Variables

Associations between work-to-family conflict and life satisfaction not represent causal
relationships. Therefore, it is crucial to account for background and contextual factors
that are potentially related to life satisfaction (Angeles 2010; Cheung and Chan 2009;
Easterlin 2003; Kaliterna et al. 2004; Lucas et al. 2003; Young 2006). Consistent with
this argument and with prior studies, this study controls for the following variables:
parenthood status, gender, log of gross annual family income (due to skewness), work
hours, nonstandard work hours, relationship status, education, race, and age.

Parenthood status was coded as 1 for those who are the parents or guardians of any
child of any age, including the respondent’s own children, stepchildren, adopted children,
foster children, grandchildren, or others for whom the respondent is responsible and acts as
a parent; and 0 = not being a parent. The gender of the respondent is coded as 1 =male and
0 = female. Annual household incomewasmeasured by asking the respondent’s and his or
her spouse’s total income from all sources, before taxes, last year. This variable was logged
due to skewness. Respondents’ work hours were measured by asking each respondent to
report the number of usual hours worked per week. Nonstandard work hours was
measured by asking respondents whether they worked a regular daytime schedule (coded
0) or any other shift that differs from the regular daytime schedule (coded 1). Relationship
status was coded as 1 for those who are currently married and 0 otherwise. Age was
measured in years. Education was measured by creating the following four dummy
variables: high school graduate or less (reference category), some college, college degree,
and postgraduate degree. Race was also measured by creating the following three dummy
variables: those who are self-identified as White (reference category), those self-identified
as Black, and those self-identified as another race.

Analytical Strategy

This study used Stata 13.0 statistical software to analyze the data, and employed
multiple imputation to handle missing cases in the sample. The dependent variable,
life satisfaction, is an ordered categorical variable. Therefore, for life satisfaction, this
study uses ordered logistic regression. In the first step, the model tests the zero-order
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associations of work-to-family conflict and life satisfaction (Model 1). Thus, Model 1
only tests the bivariate relationship between work-to-family conflict and life satisfac-
tion (without including any other variable- i.e., an unadjusted model). Model 2 adds the
control variables to Model 1 (i.e., an adjusted model). This adjusted model (Model 2)
tests Hypothesis 1, showing the association between work-to-family conflict and life
satisfaction, after taking the control variables into consideration. Model 3 adds the
interaction term between work-to-family conflict and type of employment to Model 2.
Model 3 tests Hypothesis 2, showing whether type of employment moderates the
association between work-to-family conflict and life satisfaction. At each step, the total
variance in life satisfaction is reported by R2. This shows how much of the variance in
life satisfaction is explained by each group of predictors.

For the missing data in our models, this study employed the multiple imputation
method (Allison 2002). The imputation models included all the variables in the
analyses. After multiple imputation analyses, only the six cases that were missing
information on life satisfaction were deleted. This approach, where all cases are used
for imputation, but then cases with imputed Y values (i.e., missing values for the
dependent variable) are excluded from the analyses, is called multiple imputation, then
deletion (MID). This method gives more accurate standard error estimates, and is
therefore used to obtain more accurate results (von Hippel 2007). After dropping these
six cases in life satisfaction scale, the final sample size was 3204.

Results

Descriptive Results

Table 1 presents the descriptive statistics of the dependent variable, along with all the
independent and control variables. The life satisfaction scale (ranging from 1 to 3) found
an average score of 2.31, suggesting high life satisfaction. On the work-to-family
conflict scale (1–5), the sample scored an average of 2.54. 19 % of the respondents
are small business owners who employ others or independent self-employed workers
who do not employ anyone. On average, the sample is 84 %White, 8 % Black, and 8 %
of respondents identify as belonging to another race. On average, the respondents in the
sample are 45 years of age, with about 61 % of the sample being married. Around 54 %
of the sample has at least a bachelor’s degree, and 64 % of the respondents are parents.
Around 48% of the sample is male, and 52% is female. On average, those in the sample
work 41 h per week, and around 27 % of the respondents work nonstandard hours.

Ordered Logistic Regression Results

Ordered logistic regression results are used to test the predictors of life satisfaction.
Table 2 shows the results. The results of the first model (Model 1) suggest that those
who experience more work-to-family conflict have worse life satisfaction (b = −0.809,
p < .001). This model explains 6 % of the variance. After adding the control variables
in Model 2, the association between work-to-family conflict and life satisfaction is still
significant, and in the expected direction (b = −0.917, p < .001). Thus, Hypothesis 1 is
supported. Turning to the control variables, higher family income is associated with
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higher life satisfaction (b = 0.208, p < 0.001). Males report lower life satisfaction
(b = −0.190, p < .01). Those who work longer hours report higher life satisfaction
(b = 0.011, p < .001). Those who have higher than a bachelor’s degree report higher life
satisfaction compared to those who have less than a high school degree (b = 0.278,
p < .01), whereas older individuals report lower life satisfaction (b = −0.008, p < .05).
R2 in Model 2 increases to 13 %. Model 3 tests the moderating effect of type of
employment. The interaction term between work-to-family conflict and type of em-
ployment is added to the model. The significant interaction term (b = −0.260, p < .05)
indicates that the negative association between work-to-family conflict and life satis-
faction is stronger for those workers who are self-employed. After adding this interac-
tion term, R2 in Model 3 improves to 15 %. Thus, Hypothesis 2 is also supported.

Discussion

There is substantial literature on the effect of work-to-family conflict on well-being, job
satisfaction, and life satisfaction (Allen et al. 2000; Bruck et al. 2002; Carlson et al. 2011;
Frone 2000; Kinnunen andMauno 1998; Netemeyer et al. 1996; Rupert et al. 2012; Wayne

Table 1 Descriptive Statistics of All Variables from NSCW 2008 Data (N = 3204)

Variables Mean/ Percentages* Standard Deviation Metric

Dependent Variable

Life Satisfaction 2.31 0.66 1–3

Independent Variables

Work-to-family conflict 2.54 0.87 1–5

Moderating Variable

Type of employment 0.19 —— 0–1

Control variables

Socioeconomic status (Log of Family Income) 11.04 1.02 2.30–15.69

Work hours 41.26 12.85 2–115

Nonstandard work hours 0.27 —— 0–1

Less than high school degree (reference) 0.25 —— 0–1

Some college 0.21 —— 0–1

Bachelor’s Degree 0.31 —— 0–1

Higher than Bachelor’s Degree 0.23 —— 0–1

White (reference) 0.84 —— 0–1

Black 0.08 —— 0–1

Other race 0.08 —— 0–1

Male 0.48 —— 0–1

Age 45.32 11.30 18–64

Married 0.61 —— 0–1

Parenthood 0.64 —— 0–1

*Percentages rather than means are presented for the nominal (categorical) variables. These unweighted
descriptive statistics are derived from one of the five datasets with imputed missing values
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et al. 2004). However, only a few studies examine under what specific conditions work-to-
family conflict impacts these outcomes, i.e., moderating factors such as gender, friend and
family support, and supervisor support (Huynh et al. 2013; Ngo and Lui 1999; Ugwu and
Agbo 2010).With this inmind, this study deepens our understanding of howwork-to-family
conflict is associated with life satisfaction by specifically testing the moderating effect of
type of employment. These research questions are tested using data from 3204workers from
the 2008 National Study of the ChangingWorkforce (NSCW). As hypothesized, the results
suggest that higher work-to-family conflict is associated with lower life satisfaction.
Moreover, this study finds that the negative association between work-to-family conflict
and life satisfaction is stronger among self-employed workers.

This study has several strengths. Tomy knowledge, this is the first study that empirically
tests the moderating effect of type of employment on the relationship between work-to-
family conflict and life satisfaction, using an extensive dataset with rich measures on work
characteristics. Given its findings, this study underscores the importance of examining the
conditions under which work-to-family conflict is associated with life satisfaction, in this
case type of employment. Overall, the results suggest a further need to distinguish between
different types of employment while analyzing work-family balance among workers. With
this in mind, this study adds to the literature by focusing on a rather neglected population:

Table 2 Ordered Logistic Regression Analyses Predicting Life Satisfaction (N = 3204)

Model 1 Model 2 Model 3

Main Independent Variable b SE b SE b SE

Work-to-family conflict −0.809***(0.043) −0.917***(0.046) −1.134***(0.104)
Control Variables

Parenthood 0.030(0.078) 0.032(0.078)

Male −0.190**(0.074) −0.190**(0.074)
Log of annual family income 0.208***(0.044) 0.209***(0.044)

Work hours 0.011***(0.003) 0.011***(0.003)

Nonstandard work hours −0.008(0.084) −0.005(0.084)
Having some college degree −0.175(0.105) −0.176(0.105)
Having Bachelor’s Degree 0.096(0.099) 0.094(0.099)

Having more than Bachelor’s Degree 0.278**(0.110) 0.271**(0.110)

Black −0.112(0.134) −0.116(0.134)
Other race 0.083(0.134) 0.092(0.134)

Age −0.008*(0.003) −0.008*(0.003)
Currently married 0.828***(0.085) 0.831***(0.085)

Moderating Variable

Type of employment 0.646*(0.292)

Work-to-family conflict* Type of Employment −0.260*(0.111)
Pseudo R2 0.06 0.13 0.15

Chi-square 388.20*** 665.12*** 670.93***

DF 1 14 15

Log likelihood −2906.39 −2767.93 −2665.02

*p < .05, **p < .01, ***p < .001 (two-tailed test); standard errors are in parentheses
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self-employed workers. The finding that the negative association between work-to-family
conflict and life satisfaction is stronger among self-employed workers might be due to the
fact that self-employed workers have higher work-to-family conflict compared to tradi-
tional employees, which is supported in some prior studies (Frone 2000; Nordenmark et al.
2012; Parasuraman and Simmers 2001).

There are several limitations of this research. Themain limitation of this study is that the
current data has a cross-sectional design, which prevents inferring causality between
variables. In the future, researchers may measure work-to-family conflict and life satisfac-
tion at different points in time to demonstrate a causal relationship between the variables.
Second, without longitudinal data, the long-term impact of work-to-family conflict on life
satisfaction cannot be explored. Third, all the predictors included in the analyses are
individual-level variables, so the current analyses cannot disentangle any multi-level
variations. As stated in Annink et al. (2016), there has been some support from prior
research that the level of work-to-family conflict varies across some countries, mainly due
to differences in state-level support (such as family leave policies and childcare availability)
(Abendroth and Den Dulk 2011; Allen et al. 2015; Annink et al. 2015b; Ruppanner 2013;
Stier et al. 2012). Despite this, as noted in the same study (Annink et al. 2016), there has
been very little attention to the impact of wider societal and institutional contexts in work-
family literature (Drobnicˇ and Le’on 2014). Therefore, it is important that future scholars
consider both individual-level and country-level variables while studying work-family
dynamics, given available datasets with rich measures. Altogether, such future work will
build on prior work, including the present study, to strengthen our knowledge about the
relationships between work-to-family conflict and life satisfaction.

Some evidence from prior research also suggests that work-to-family conflict
might operate differentially across occupational groups (e.g., Burke and
Greenglass 2001; Cinamon and Rich 2005). This might lead to differential effects
on life satisfaction. Thus, further research can explore in more detail the mecha-
nisms and conditions under which work-family conflict might impact life satis-
faction across different occupations. Self-employed workers can be quite a het-
erogeneous group, so future research should take this fact into account. For
instance, some prior research found significant differences between independent
contractors and small business owners (Prottas and Thompson 2006), and between
opportunity-driven versus necessity-driven self-employment (Binder and Coad
2013).3 A few studies found that women enter self-employment to balance work
and family responsibilities, whereas men prefer self-employment to increase their
earnings (Hundley 2000; Boden 1999; Matthews and Moser 1996).4 More broadly,

3 Specifically, results suggest higher job pressure associated with owning a business among small business
owners and lower levels of job pressure among independent contractors (Prottas and Thompson 2006). Given
these differences, future research can benefit from distinguishing between these two categories of self-
employment. Another study by Binder and Coad (2013) found that only those who move from regular
employment into self-employment experience an increase in life satisfaction (i.e., opportunity-driven self-
employment) whereas those who move from unemployment to self-employment (i.e., necessity-driven self-
employment) are not more satisfied than their counterparts who move from unemployment to regular
employment. This suggests the need to distinguish between opportunity-driven and necessity-driven self-
employment, as argued in some recent research (Annink et al. 2016).
4 This might help explain why some research found that self-employed women experience a higher level of
work-family balance (compared to traditionally employed women), whereas there was no difference in work-
family balance between self-employed men and traditionally employed men (Nordenmark et al. 2012).
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prior research concluded that financially, self-employment is more advantageous
among high-skilled workers whereas wage/salary employment is a more financial-
ly rewarding option for most low-skilled workers (Lofstrom 2013).Self-employ-
ment might also bring many advantages for parents, especially as a strategy to
balance work and family responsibilities due to self-employment’s flexibility and
control over work hours, work schedule, and effort (Craig et al. 2012; Haddock
et al. 2006). Therefore, it would be beneficial for future research to explore the
variations within this group of self-employed workers to understand better the
overall impact of type of employment in work-family literature. Such future
research can help work-family scholars better understand the relationship between
work-to-family conflict and life satisfaction, and the vital role of type of employ-
ment in studying work-family dynamics.
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