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Abstract

The current study questions whether organizational perceptions of family supportiveness predict
work-family conflict (WFC) and job satisfaction for an atypical sample of male hourly workers in a
manufacturing organization, and whether those relationships depend on work (number of work
hours) and family (number of family roles) demands. A unidimensional factor structure for the fam-
ily supportiveness scale was not found; however a subscale for the extent that the organization sup-
ported work-family balance was strongly related to WFC and job satisfaction. An interaction was
found such that those working long hours in the family-supportive work environment had lower
WFC than those working long hours in an unsupportive environment, while the number of family
roles (e.g., spouse, parent, eldercare) had no moderating effects. Supporting employees’ non-work
life is determined to be important for these employees.
� 2007 Elsevier Inc. All rights reserved.

Keywords: Work-family conflict; Family supportiveness; Work-family culture; FSOP; Job satisfaction; Blue-
collar workers

0001-8791/$ - see front matter � 2007 Elsevier Inc. All rights reserved.

doi:10.1016/j.jvb.2007.08.001

q This research was supported in part by a grant from Pennsylvania State University’s Social Science Research
Institute (SSRI).

* Corresponding author. Fax: +1 814 863 7002.
E-mail address: Aag6@psu.edu (A.A. Grandey).

Available online at www.sciencedirect.com

Journal of Vocational Behavior 71 (2007) 460–478

www.elsevier.com/locate/jvb

mailto:Aag6@psu.edu


1. Introduction

Work-family conflict (WFC) is a form of interrole conflict in which time spent in the
work role interferes with the family role (Edwards & Rothbard, 2000; Frone, Yardley,
& Markel, 1997; Greenhaus & Beutell, 1985), and is associated with lower job satisfaction
and other signs of job strain (Allen, Herst, Bruck, & Sutton, 2000; Bruck, Allen, & Spec-
tor, 2002; Grandey, Cordeiro, & Crouter, 2005; Kossek & Ozeki, 1998). Generally speak-
ing, the work environment, rather than the family environment, predicts work-family
conflict (Carlson, 1999; Frone, Russell, & Cooper, 1992; Grandey & Cropanzano,
1999). In particular, recent evidence has shown that when organizations are perceived
as supportive of employees’ family lives, employees report lower WFC and higher job sat-
isfaction, and these relationships exist beyond demographics, work-family policies, and
more general organizational climate variables (Allen, 2001; Behson, 2002; Thompson,
Beauvais, & Lyness, 1999).

In the current study, we contribute to the knowledge on work-family supportiveness in
two ways. First, we attempt to constructively replicate the finding that organizational per-
ceptions of family supportiveness are related to WFC and job satisfaction in a sample of
male, hourly, blue-collar workers. Most of the research on work-family support has been
conducted with white-collar professional occupations or primarily female samples (e.g.,
Allen, 2001; Eby, Casper, Lockwood, Bordeaux, & Brinley, 2005; Thompson et al.,
1999). Family-supportive organizations may be more critical for such samples, resulting
in overestimated relationships. Second, we examine two possible moderators of the effec-
tiveness of family-supportive organizations for our male employees that represent the
extent of quantitative demands in the work and family contexts. First, more hours at work
reduce the time that one has for family roles (Major, Klein, & Ehrhart, 2002); but if that
work environment is supportive of employees’ personal lives the time spent at work may
be less likely to result in negative spillover. Second, the number of family roles these male
employees has (e.g., spouse, parent, eldercare) may impact the degree to which family-sup-
portiveness matters to their reported WFC. Those who have more family roles may be
more appreciative of a family-supportive organization, while those without family
demands may be indifferent or even react negatively (i.e., backlash).
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Fig. 1. Conceptual framework.
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