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The study examined the within - and cross-domain relationships of certain 
content and context factors of work and family with two aspects of satisfaction, work 
and family. Data were gathered by means of questionnaire administered to a sample of 
300 married Indian women, who were predominantly Hindus. The women represented 
a wide variety of occupations and- voluntarily participated in the research. The analysis 
indicates that work and family factors have within-domain or primary relationships with 
their respective aspects of satisfaction. The spillover effect from family to work was also 
evident in the case of work satisfaction. These relationships were found, regardless of 
the occupational status of the respondents. Implications of the findings both for future 
researches and for policy makers are discussed. 

 
 
Family and employing 

organizations are considered to be the 
two most central institutions that 
impinge upon the life of an individual. 
Traditionally,   the   two   domains   had  

 

received extensive but separate 
treatment in the analysis. Currently, 
however, researchers have  recognized 
the natural relationship that exists 
between the employing
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organization and the family. Behavior 
in the work setting has been found to 
be influenced by factors outside the 
job, such as stressful family situations 
(Bhagat, McQuaid, Lindholm, & 
Segovis, 1985), the individual's 
familiar role (Kanter, 1977), and the 
degree of satisfaction with non-work 
experiences (Crosby, 1984). On the 
other hand, evidence exists that there 
is a significant impact of work 
variables on the individuals’ personal 
and family lives (Burke & Bradshaw, 
1981; Burke & Greenglass, 1987). 

Until recently, the dearth of 
research on this subject could be 
attributed to the fact that there existed 
an implicit assumption among the 
researchers that work and family 
cross-domain relationships were very 
weak. A close examination of the 
existing literature would reveal that 
ever since the studies of work started, 
it was the men's employment alone 
that had received consideration. Major 
conclusion had been that either man 
did not experience cross-domain 
effects of work and family, or they did 
not report it. With the advent of 
women's workforce participation in 
organizational settings during and 
after the 1960's which was an 
expansion of their traditional 
homemaker role, it was considered 
that this new aspect would certainly 
affect their previous life style. 
However, the researchers were 
equivocal as to the consequences that 
could  be  thought of. Whereas    some 
 
 
 
 
 

 

found negative impact (Holahan & 
Gilbert, 1979; Rapaport & Rapaport, 
1969); others reported positive impact 
(Kanter, 1977; Near, Rice, & Hunt, 
1980). 

In the work-family context, the 
concept of "satisfaction" has a 
special-motivational value and 
therefore needs to be treated 
likewise. It is such a variable that has 
received maximal consideration in the 
social-organizational research. It is 
generally defined as a subjective 
experience toward some aspects of 
life that is manifested in the 
individual's attitudes and behavior. It 
is an attitude, which an individual 
builds after making an overall 
evaluation of the situation around his 
or her expectations. In a work-family 
linkage perspective, although 
investigators had demonstrated this 
fact long ago that job satisfaction 
could be better understood in the 
context of life in general 
(Roethlisberger & Dickson, 1939), 
efforts to empirically examine this 
relationship are a relatively recent 
development (Andrews & Withey, 
1976; Burke & Bradshaw, 1981; 
Burke & Greenglass, 1987; Campbell, 
Converse, & Rodgers, 1976; Sekaran 
1983). Some researchers have 
obtained the direction of influence 
from work to family (Aldous, 1969; 
Spitze & South, 1985), whereas 
others have found reverse causality 
(Crouter, 1984b; Kelly & Voydanoff, 
1985; Voydanoff, 1988). 
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Previous research has shown 
that job and life satisfaction are related 
to variables like community size, job 
characteristics, home and 
neighborhood, job tenure, and 
occupational prestige (Rice, Near, & 
Hunt, 1979). The type of occupation 
one holds is an important variable 
(Rundquist & Sletto, 1936; Miller, 
1940). Jobs having responsibility, 
challenge, and significance may 
increase non-work satisfaction 
moderately (Rousseau, 1978). 
However, contradictory findings are 
also available (Siassi, Corsette, & 
Spiro, 1975; Wexley, McLaughlin, & 
Sterns, 1975). More specially, 
Lawrence (1961) reported that 
satisfaction and one's income were not 
correlated in a sample of working 
women. 

Although there is dearth of 
empirical literature in this problem 
area, some studies indicate an obvious 
link between work and family domains. 
However, these discoveries pose 
several questions (Lambert, 1990). For 
example, researchers have not yet 
been able to systematically address 
themselves to the processes through 
which work and family affect each 
other. Wilensky (1960) was probably 
the earliest who gave few explanations 
of the work-family interface. Sheldon 
and Kanthleen (1990), in an extensive 
review, have identified six approaches 
which are partly based on Wilensky's 
(1960) work and party derived from the    

 
 
 
 
 

subsequent studies conducted by 
other researchers (Burke & Bradshaw, 
1981; Champoux, 1978; Evans & 
Bartolome, 1984; Kando & Summers, 
1971; Kanter, 1977; Rice et al., 1979). 
These approaches are segmentation, 
compensation, conflict, instrumental, 
spillover, and accommodation. 

In segmentation process, the 
worker segments the two domains in 
order to meet the demands produced 
by each domain--that is, there exists 
no relationship between work and 
family domains. compensation process 
suggests an inverse relationship 
between work and family. The 
individual makes up in one for 
whatever is missing in the other 
(Evans & Bartolome, 1984). Conflict 
approach suggests that satisfaction in 
one domain occur only at the cost of 
dissatisfaction in the other. 
instrumental theory suggests that one 
environment is used as a means by 
workers through which desired 
objectives are obtained in the other. 
The most important and popular 
viewpoint is that of spillover process, 
which states that effect of one 
environment spills or gets carried over 
to the other. The spillover may be 
negative as well as positive. Finally, 
accommodation model (Bailyn, 1970; 
Lambert, 1990) is the obverse of 
compensation process; that is, high 
involvement in one area leads to low 
involvement in the other. 
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The contribution of Rice et al. 
(1979, 1980) seems to be a landmark in 
the work-extra work linkage research. 
Rice et al. suggests that work-family 
relationships can be better understood 
in terms of two types of variables: 
objective conditions of work and family 
(such as type and level, internal 
structure, and climate) and subjective 
reactions to these objective conditions 
(such as satisfaction, involvement, and 
stress). 

Thus far, we have presented a 
scenario of the kind of research being 
carried out in the context of work-family 
interface. Considering the classification 
given by Rice et al. (1979, 1980), it 
should be possible to study the 
relationship of certain objective 
condition of work and family with 
subjective reactions of work and family 
satisfaction. Further, the objective 
variables can be broken down into 
content (role-related) and context 
(environmental) characteristics. Content 
dimensions relate to those aspects that 
characterize itself a job or family role. 
These may include such factors as task 
variety, autonomy, identity, and 
feedback, as conceptualized by 
organizational researchers (such as 
Hackman & Oldham, 1975). Context 
dimensions relate to the environmental 
characteristics, of which the individual 
is a part. These may be counted as 
climate and control (influence).The two 
dimensions (content  and  context)  may 

 
 

 
be equally salient to both family and 
work roles. A review of the literature 
suggests that satisfaction has been 
found to be associated with work-
content variables (James & Jones, 
1980, Katerberg, Hom, & Hulin, 1979; 
Shukla, Sarna, & Nigam, 1989); family-
content variables (Rousseau, 1978); 
work-context variables such as climate 
(Friedlander & Margulies, 1969) and 
involvement (Warr, Cook, & Wall, 1979; 
Robinowitz & Hall, 1977); and family-
context variables such as climate 
(Smith, 1985) and involvement or 
attachment (Romzek, 1989; Staw & 
Ross, 1985). 

The present study of work-family 
linkages has been designed, 
considering these aspects, to meet 
three major objectives: (a) to assess the 
primary (within-domain) relationships of 
work-family aspects with work-family 
satisfaction; (b) to assess the 
secondary (cross-domain) relationships 
of work-family aspects with work-family 
satisfaction; and (c) to study the role of 
occupational status as a moderator in 
all possible relationships. 

Primary relationships are direct 
or within-domain relationships such a 
family variables relating to family 
satisfaction, whereas secondary 
relationships are indirect or cross-
domain relationships such as family 
variables relating to work satisfaction. 
Past  research  has  shown  that though 
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the primary or within-domain 
associations are much stronger, 
some amount of variance is still 
explained by secondary or cross-
domain associations (Crouter, 
1984a, 1984b; Evans & Bartolome, 
1984; Rice et al., 1979, 1980; 
Sekaran, 1986). Thus it is 
hypothesized that  

H1: Content and context 
characteristic of work predict work 
as well as family satisfaction. 

H2: Content and context 
characteristics of family predict 
family as well as work satisfaction. 

Satisfaction has been found to 
increase with the level of 
occupation. Centres and Bugental 
(1966) reported that at the higher 
level of occupation extrinsic job 
characteristics were more cherished, 
whereas at the lower level extrinsic 
job characteristics were more 
valued. This could be due to the 
relationship of women's occupational 
status with family's socioeconomic 
status and husband's involvement in 
the family work (Hoffman, 1989). 
Women at higher level jobs come 
generally from more equalitarian 
families and thus achieve more 
emotional and physical support at 
home. Additionally, compared to 
those at relatively lower status jobs, 
women at higher level jobs earn 
more and, therefore, can hire 
outside help in order to minimize 
physical    labor.   They    can    also  
equip themselves with 
technologically advanced timesaving 
 

devices, which may provide them less 
strain, more time, and, therefore, 
more satisfaction. Thus, on an 
exploratory basis, it was conjectured 
that 

H3: Occupational status acts as a 
moderator of the above relationships 
stated in H1 and H2. 

 
METHOD 

Sample and Procedure 
Three hundred female 

employees working in various 
organizations in the cities of Lucknow 
and Kanpur in northern India 
participated in the study. They were 
predominantly Hindus and 
represented various diversified 
professions: scientists, doctors, bank 
officers, college teachers, engineer, 
clerks, (stenographer & technicians), 
and school teachers. They were all 
married, had formal education (i.e., at 
least two years of college education), 
had been working for at least one 
year, had at least one child, and their 
children were below 18 years of age. 
Their mean age was 35.03 years 
(ranging between 25 and 55 years), 
their average tenure in the 
organization was 9.54 years, and 
they were in the present assignment 
for an average of 6.68 years. 

Data were gathered by means 
of a survey questionnaire. The 
respondents were personally 
contacted at their workplace or at 
their residence and detailed 
instructions--written and verbal--
regarding           how          to       fill- 
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in the questionnaire was given. The 
completed questionnaire was collected 
back generally within two days at the 
convenience of the respondent. 
Participation in the research was 
voluntary, with complete anonymity of the 
individual responses guaranteed. 

Measures 
Most of the measures employed in 

the present study were subjected to a 
varimax rotated principal components 
analysis. In the analysis, the solution was 
constrained using the criterion of 
eigenvalue greater than 1.00,  and 
meeting the criteria of factor loading of 
.40 or greater on the defining component 
and no cross-loading over .25. 

Work and Family Satisfaction 

 A 12-item scale was developed 
to assess satisfaction with work and 
satisfaction with family, with 6 items in 
each domain. While developing the scale, 
an attempt was made to word the items 
in such a way that they were conceptually 
similar in content to the two aspects of 
satisfaction. However the items of one 
sub-scale differed from the other only 
with respect to the domain in question. 
Thus family sub-scale included such 
items as " I would describe my family life 
as very happy" and " I feel that I am just 
suited for the kind of work required by my 
family." While framing the work 
satisfaction   sub-scale  items,   the  word 

 

"family" was replaced with work 
"career/work". The respondents were 
asked to indicate their agreement/ 
disagreement With each item on a 7point 
scale (1 = strongly disagree; 7 = strongly 
agree. As a partial test of the construct 
validity of the scale, a varimax rotated 
principal components analysis confined 
to two significant factors--work 
satisfaction and family satisfaction--each 
with 4 items. The two satisfaction 
dimensions were only moderately 
correlated (r = .35), thus suggesting 
independence of the two factors (see 
Table 1). 

Context Dimensions of Work and 
Family 

Contextual factors were 
conceptualized as the characteristics 
related to one's context or environment 
of work in the organization and the 
family. These were attachment, climate, 
and influence. 

The two sub-scales--
organizational attachment and family 
attachment--contained 10 and 6 items, 
respectively (Romzek, 1985). This aspect 
refers to psychological attachment of an 
individual with one's organization or 
family ranging from commitment to 
alienation (Romzek, 1985). A varimax 
rotated principal components analysis 
confined to one factor each for both 
organizational and family attachment 
subscales, containing 5 and 4 items, 
respectively. Response categories         
were        identical        to   those   of   the 
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satisfaction sub-scale. The two sub-
scales were found to be weakly 
correlated (r = .20), thereby suggesting 
a great deal of independence between 
the factors (see Table 1). 

Sixteen items were drawn from 
the modified version (Schnake, 1983) 
of Litwin and Stringer's (1968) 
organizational climate questionnaire to 
assess the perceived favorability/ 
unfavorability of the work climate. The 
items represented reward, participation, 
structure, warmth, and support 
dimensions of climate. The statements 
of work climate were changed to the 
extent that they referred to family 
climate. The response categories were 
identical to those of the satisfaction 
sub-scales. The two sub-scales were 
found to be relatively independent (r = 
.25, see Table 1). 

To measure the amount of 
influence the woman may perceive she 
has upon others in her work and family 
lives, two sub-scales--each consisting 
of 4 items--were specifically developed 
for the present study. The items were 
similar except that they referred to the 
domain in question. The influence on 
family sub-scale included such items as 
" I am usually successful in dealing with 
my family members" and "My 
suggestions are given serious thoughts 
by my family members." While framing 
the  influence   on  work subscale 
items, the  term    "family      members” 
were replaced with the word 
"coworkers". The response categories 

were identical to those of the above 
scales. A varimax rotated principal 
components analysis also confirmed the 
presence of two dimensions. The two 
sub-scales were found to be only 
moderately correlated at r = .31, thus 
showing a great deal of independence 
between the two (see Table 1). 

Content Dimensions of Work 
and Family 

Hackman and Oldham's (1975) 
Job Diagnostic Survey (JDS) was used to 
tap the five core dimensions of the job: 
variety, identity, significance 
(experienced meaningfulness of the 
work), autonomy (experienced 
responsibility of work), and feedback 
(knowledge of results). Responses 
obtained on this scale were subjected to 
a varimax rotated principal components 
analysis. Out of 21 items, only 9 were 
retained forming three factors, namely 
meaningfulness (5 items), feedback (2 
items), and variety (2 items). Past 
research has also advocated the 
possibility of the existence of fewer than 
five factors of the JDS. This possibility 
has been attributed to the vague 
boundaries across skill variety, task 
significance, and autonomy dimensions 
(Dunham, Aldog, & Brief, 1977; Fried & 
Ferris, 1986; Gaines & Jermier,1983). 
The three factors in the present sample 
were only weakly intercorrelated 
(average    r   = .14),     thus    suggesting 
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Table 1 

Descriptive Statistics, Reliabilities, and Zero-order Correlations of Study Variables 

 

 FS WS OA WC IW MW FW VW FA FC IF MF FF AF 

FS 72              

WS 35 83             

OA 28 46 72            

WC 24 42 47 76           

IW 08 29 34 45 43          

MW 14 23 24 43 37 66         

FW 01 08 07 11 03 18 43        

VW -02 -03 -01 -08 03 15 08 43       

FA 50 20 10 15 -01 09 13 -03 57      

FC 64 37 25 29 03 15 14 00 53 83     

IF 54 38 21 31 20 22 09 -02 42 66 69    

MF 25 15 12 14 13 12 16 09 16 24 39 57   

FF 47 30 21 27 19 19 08 -01 28 44 50 36 60  

AF 30 18 16 20 04 12 08 01 24 50 40 23 25 54 

M 22.9 21.7 24.6 73.7 19.8 24.3 8.8 8.4 22.4 82.0 20.8 18.9 19.4 10.6 

SD 3.9 4.6 5.4 12.0 3.3 5.6 2.6 2.8 3.5 13.8 4.0 4.2 4.1 2.6 

Note. Decimal points in correlation matrix and alpha are omitted; Diagonal entries in bold    indicate 

coefficients alpha; r(298) =.11 at p < .05; r (298) = .15 at p < .01; FS = Family Satisfaction;  WS 

= Work Satisfaction; OA = Organizational Attachment; WC = Work Climate; IW = Influence in 

Work; MW =Meaningfulness in Work; FW = Feedback in  Work; VW =Variety in Work; FA = 

Family Attachment; FC = Family Climate; IF = influence in Family; MF = Meaningfulness in 

Family; FF = Feedback in Family; AF = Autonomy in Family. 
 

 
18 
 
 
 
 

S. Saxena et al. 



a great deal of non-overlapping 
variances among the subscales (see 
Table 1). 

Occupation Status 

Since the sample was 
represented by a wide variety of 
professions, occupational status was 
treated as a continuous variable on an 8-
Point scale (1 = Clerk; 2 = School 
Teachers; 3 = Unclassified Officers; 4 = 
Engineers; 5 = Bank Officers;   Doctors; 
7 = Scientists; 8 = College Teachers) on 
the basis of educational and salary 
levels. 

In addition to the above 
measures, several single-statement 
items were used to assess the 
respondent's personal-demographic 
characteristics such a age, tenure in the 
organization, tenure in the present 
assignment, length of marriage, and 
number of children. 

Table 1 contains deceptive 
statistics and scale characteristic of all 
the variables employed in the study. The 
analysis indicates that of the 14, eight 
reliability coefficients were in the .60's or 
greater and three were in the mid .50's. It 
should be noted that the reliability 
coefficients of the remaining three sub-
scales were not as satisfactory (.40's) as 
those of the other sub-scales. Yet, they 
were retained in the subsequent analysis 
just because of their theoretical 
importance. Hence, caution must be 
exercised while interpreting the findings 
employing these three factors. 

 

 

RESULTS 

The stepwise hierarchical multiple 
regression analysis was performed to 
assess the relationship within and across 
the domains. This analysis was done to 
understand the incremental contribution 
of each set of independent variables to 
the multiple prediction of the dependent 
variables (Cohen & Cohen, 1983). In this 
procedure, the sets of variables are 
entered in ordered (hierarchical) steps.  

 At each step, the contribution of 
one set of variables to R2, beyond that of 
the variables entered in previous steps, 
is determined. In essence, this is a 
procedure in which the researcher 
obtains the incremental variance at every 
step in a given order in which variable 
sets are entered. Rice et al. (1979) in 
assessing the work-non-work relationship 
used a similar procedure. 

The point of consideration in this 
analysis was that, in the regression 
equation, variables of other domain were 
entered at the second step. Thus, while 
determining the effect of work context 
variables on family satisfaction, the family 
context variables were entered firs, so 
that the regression identified the 
incremental variance explained by work 
variables apart from family variables in 
family satisfaction. Apart from these two 
steps, the first two equations, dealt with 
controlling for the effects of personal-
demographic variables  and occupational  
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Table  2 

Stepwise hierarchical Multiple Regression Analysis Results (Family Satisfaction) 
 
 

Equation No. 
 
 

Variable 
 

Set 

R2 

 

 

R2 Change 
 
 

Beta 
 
 

F 
 
 

 Context     
1. Demographics 02 02  1.28 
  (00)    

2. Status 03 01  3.37 
  (01)    

3. Family Context 48 45  83.50* 
  (46)    
 Attachment    50  
 Influence   39  
 Climate   43  

4. Work Context 49 01  2.38 
  (47)    
 Attachment   03  
 Influence   12  
 Climate   -02  

  
Context     

1. Demographics 02  02 1.28 
  (00)    

2. Status 03 
 

 01 3.37 
  (01)    

3. Family Content 28  25 33.21* 
  (26)    
 Meaning   23  
 Autonomy   26  
 Feedback   40  

4. Work Content 28  00 .42 

  (25)    
 Feedback   -03  
 Meaning   05  

 Variety   00  

Note. Decimal points in multiple R and beta coefficients are omitted; Figures in parentheses are 
adjusted R2s; * p < .01. 
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Table 3 

Stepwise Hierarchical Multiple Regression Analysis Results (Work Satisfaction) 

Equation 
No. 

Variable 
Set R2 R2 Change Beta F 

 Context     
1. Demographics 05 05  3.01* 
  (03)    

2. Status 05 
 

00  .00 
  (03)    

3. Work Context 30 25  33.56* 
  (27)    

 Attachment   28  
 Influence   41  
 Climate   22  

4. Family Context 36 06  9.15 
  (33)    

 Attachment   13  
 Influence   22  
 Climate   13  

--------------------------------------------------------------------------------------------------------------------------- 
 Context     

1. Demographics 05 05  3.01* 
  (03)    

2. Status 05 00  .00 
  (03)    

3. Work Content 10 5  5.94* 
  (08)    
 Meaning  10   
 Autonomy  21   
 Feedback  -07   

4. Family content 17 07  7.62* 
  (14)    
 Feedback  12   
 Meaning  12   
 Variety  22   

Note. Decimal points in multiple R and beta coefficients are omitted; Figures in parentheses 
are adjusted R2s; * p < .01. 
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status. Two separate sets of such 
regression analysis were carried out--
one for family satisfaction and another 
for work satisfaction. Table 2 provides 
a summary for family satisfaction and 
Table 3 provides a summary of results 
for work satisfaction. Results are 
presented below. 

Family Satisfaction 
 Table 2 clearly suggests that 
it is the within-domain context (45% of 
the variance) and content (25% of the 
variance) that were found to              
be salient to family satisfaction. 
Essentially, no significant contribution 
was made by cross-domain variables 
(work context and work content) to 
satisfaction with family. Personal-
demographic variables and               
occupational status were also found to 
be non-significant. 

Work Satisfaction 
A somewhat different pattern of 

relationship was found for work 
satisfaction. An close inspection of 
Table 3 clearly suggests the impact of 
both within- and cross-domain 
variables. Work context and work 
content variables explained a total of 
25% and 5% of the variance, 
respectively, in work satisfaction. 
Interestingly, family context and family 
context variables added a total of 6% 
and 7% of the variance, respectively-- 
thus supporting the cross-domain 
hypothesis.     It     should    be   noted 
 
 

that personal-demographic variables 
(such as age, tenure in the 
organization tenure in the present 
assignment, length of marriage, and 
number of children) also significantly 
accounted for a total of 5% of the 
variance, which were entered at the 
first step. Occupational status was 
found to have no impact on work 
satisfaction. 

DISCUSSION 

The present analysis of work-
family nexus and satisfaction has 
shown a few very interesting themes. 
The hypothesis leading to within-
domain relationships that family 
satisfaction is a function of family 
variables received substantial support 
from the daea. However, no cross-
domain effects were found with respect 
to the impact of work-content and work-
context variables in predicting family 
satisfaction. The perception of within-
domain relationship between family 
aspects and family satisfaction and the 
perception of no cross-domain 
relationship between work variables 
and family satisfaction were apparent, 
regardless of the occupational 
groupings of the respondents. Thus, the 
findings seem to be in line with 
traditional research (Siassi, Corseti, & 
Spiro, 1975; Wexley, McLaughlin, & 
Sterns, 1975). 

More striking results were 
obtained   with   regard   to  the  second 
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hypothesis, where family content and 
context variables predicted work 
satisfaction apart from their significant 
relationship with family satisfaction. These 
findings are consistent with those of 
Cuouter (1984b), Payton-Miyazaki and 
Brayfield (1976), Piotrkowski (1978), and 
others who have reported a spillover effect 
from family to work domain. 

The most interesting finding of the 
study is that, in showing the within-    and 
cross-domain relationships in work 
satisfaction, the cross-domain                  
relationship is much stronger (7% of    the 
variance) as compared to the within-
domain relationship (5% of the   variance.) 
Thus, the data imply that more attachment 
or involvement, more influence in the 
family, and more  favorable family climate 
not only provide  more satisfaction with 
family but also with work. In addition, the 
amount of meaningfulness of                  
household jobs and feedback and 
autonomy in the family determine     family 
as well as work satisfaction.  

Thus, the spillover model seems to 
be explaining these results  that positive 
experiences in one domain are transferred 
to the other domain. Crouter (1984b) has     
suggested that positive spillover can be of 
two kinds: educational (in which a person 
learns skills, aptitudes, etc.  of one domain 
and applies them elsewhere) and 
psychological   (in    which    the   emotional                
 

states experienced in one sphere get 
transferred to toe other areas of life). The 
concept of psychological spillover seems 
to be neatly fitting in here. According to 
this, positive experiences and perception 
regarding family environment (context) 
and characteristic features of family work 
itself (content) predict not only family 
satisfaction but also predict work 
satisfaction. 

Occupational status did not 
emerge at all as a moderator of any of 
the relationships. It is likely that the 
factors like family structure (nuclear or 
joint), husband-wife interactions, and 
amount of actual additional help obtained 
might influence these relationships. Thus, 
a thoroughly controlled analysis of these 
factors in the assessment of the role of 
occupational status as a moderator 
would probably yield more fruitful results. 
This possibility may be explored in future 
researches. 

Taken as a whole, the present 
findings have some obvious implications 
for future researchers. For example, 
expanding the conceptualization of work- 
family linkages in terms of satisfaction 
from work and other domains of life, and 
to include topics such a occupational sex 
segregation, one-parent families, the 
structure of occupation, and social values 
attached to various professions may be 
but few of the several implications for
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future researchers. Further, it may be 
challenging to analyze the benefits and 
costs involved in employment, 
housework, and childcare 
responsibilities that influence and are 
influenced by family outcomes. 

The study has special 
significance for organizational policy 
makers, as it shows a clear-cut family-
to-work spillover effect. More efforts 
should be directed at developing an 
understanding of the correlates of work 
satisfaction. Policies and intervention 
programs should be so designed as to 
benefit the workers' non-work life. 
Thus, the workers' work and non-work 
lives may be improved in order to 
maximize their well-being and 
organizational efficiency. 
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