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Abstract

:

The COVID-19 pandemic has facilitated a shift in working arrangements. Work from home may blur work and family boundaries, with potential deleterious influence on Work-Family conflict levels. This is especially so for women, who have traditionally been associated with a greater share of homecare and family duties. Using a sample of 754 married, working mothers in Singapore, this study seeks to examine the conflicting roles of women in Singapore during COVID-19 and their consequences on Work-Family conflict. Results show that the negative impacts of COVID-19 increased Work-Family conflict levels. Additionally, factors such as work occupational commitment, work role overload, parental demands, and family support are found to be key predictors for Work-Family conflict during COVID-19. Implications are then discussed, and the findings can inform companies and governmental institutions on strategies to reduce Work-Family conflict levels.
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1. Introduction


The spread of COVID-19 across the world has disrupted the order of daily lives. The spotlight was turned onto healthcare systems as many countries struggled to deal with variants of the disease, waves of infections, and deaths. Globally, there was economic and social turmoil that was associated with increases in suicide rates and mental health issues (McIntyre and Lee 2020; Sher 2020; Sakamoto et al. 2021). As countries battled with the strain on their healthcare systems, there was little focus on how the pandemic has impacted family relationships, especially for women, who have been doing more unpaid care work than men prior to the pandemic (see Power 2020). Emerging research (e.g., Power 2020) also suggested that the burden of unpaid care work is now greater during the current pandemic.



Work and family domains have been the main pillars for most individuals in every society (Ahmad and Skitmore 2003; Lee and Lee 2021). As a result, they may inadvertently serve as the primary source of support or stress in times of crisis. While it is vital to embrace the positive elements of these domains, it is equally, if not more important to understand the stress they may induce. For example, Fisher et al. (2020) highlighted the risks that the pandemic poses to work and family domains, including unemployment and the lack of childcare support for those with children. However, recent studies that explored the impacts of the pandemic have centered largely around Western contexts, leaving a gap in the literature for Asian contexts, specifically in Singapore. This study thus seeks to fill the gap by examining Work-Family conflict (WFC) in Singapore during COVID-19.



1.1. Work-Family Conflict (WFC) and COVID-19


WFC is a type of inter-role conflict in which one’s work and family roles interfere with each other, and in some respects, are mutually incompatible (Kahn et al. 1964; Greenhaus and Beutell 1985). These roles were often seen as competing demands for time and effort, resulting in conflict. A wealth of literature found negative outcomes of WFC such as lower life satisfaction (Bedeian et al. 1988), job satisfaction (Bacharach et al. 1991; Adams et al. 1996; Wang et al. 2010), marital satisfaction (Aryee 1992; Galovan et al. 2010), and family satisfaction (Carlson et al. 2000; Kim and Ling 2001), and WFC is a significant predictor for burnout (Aryee 1993), depression (Guille et al. 2017), and emotional exhaustion (Ahmad 2010). In addition, Jones et al. (2020) found that the perception of successfully integrating work and family life was strongly associated with family satisfaction.



With the emergence of COVID-19, national measures were introduced and working arrangements transformed almost immediately to working from home (Acar 2020; Forbes et al. 2020). In 2020 and 2021, spikes in COVID-19 infections prompted many countries to go into lockdown or a state of emergency. For example, the United Kingdom had national lockdowns in March and November 2020, as well as in January 2021 (Chung et al. 2021). The reduction in the workforce’s physical presence in office spaces, a common locus of interaction, became one of the critical levers in managing the virus transmission (Ingram et al. 2021).



In Singapore, authorities put in place a month-long “Circuit Breaker” in April 2020 (Chen et al. 2020), grounding most business and social activities that were not considered “essential services”, and announced work from home as the default (Chen et al. 2020). Since then, workplaces have been encouraged as much as possible to allow their employees to work from home. Chung et al. (2020) studied the effects of this transition during the “Circuit Breaker” and found the work–life balance of Singaporean mothers to be generally lower than that of fathers. Laumer and Maier (2021) discussed the potential distractions from family members, whereby the physical boundaries separating work and home activities were blurred (Rau and Hyland 2002). Working from home may also result in employees feeling isolated (Laumer and Maier 2021) or lacking sufficient professional and social support due to the lack of face-to-face interactions (Weinert et al. 2015). Working from home was also linked to increased job stress (Irawanto et al. 2021). However, given the prolonged battle against the pandemic, working from home is a fixture that will persist even into the post-pandemic era (Baert et al. 2020). Hence, it is important to start examining and tracking WFC in times of COVID-19.



1.1.1. Work-Family Conflict (WFC) and Work and Family Factors


WFC levels have been suggested to be higher for women than men (Voydanoff 2005; Kaufman and Taniguchi 2019), suggesting that while job and career opportunities for women have increased significantly over the decades (Sandberg et al. 2012), they were also likely to experience more WFC. Women have had to manage their professional career endeavors and family commitments; even though men have been more involved in the family setting (Goldscheider et al. 2015), women continue to shoulder a greater share of caregiving and childcare duties than men (González et al. 2009; Menniti et al. 2015). With changes in childcare and work arrangements brought about by the pandemic, women in the workforce were found to be disproportionately impacted by COVID-19 (Power 2020; Chung et al. 2021), which could exacerbate the guilt and WFC levels that were observed in studies (Haque 2000; Foley et al. 2005; Nasurdin and Hsia 2008; McLellan and Uys 2009).



Over the last couple of decades, Aryee (1992) and Kim and Ling (2001) have studied WFC among women in Singapore and identified work effects on the spousal, housework, and parental fronts. Research in the domain had since recognized that WFC can occur in both directions, where family roles can interfere with work roles, and work roles can interfere with family roles (Netemeyer et al. 1996; Frone et al. 1997). Huffman et al. (2014) distinguished between demands from work sources as resulting in work interfering with family (WIF) conflict and demands from family sources as resulting in family interfering with family (FIW) conflict. By identifying the type of WFC one experiences, relevant interventions can therefore be introduced to tackle the different factors associated with it (Byron 2005). Many work and family factors have been studied in the WFC literature. Michel et al. (2011) conducted a meta-analysis of various constructs that were examined across 142 studies, with work factors that spanned from role stressors (e.g., work role overload, work time demands) to work characteristics (e.g., job tenure, job autonomy), and family factors that ranged from role stressors (e.g., parental demands), family characteristics (e.g., family climate), to social support (e.g., family, spousal support). Relevant work and family factors were reviewed and explored in this study. It is important to note that studies examining these factors have found certain associations with WIF, FIW, and WFC (both WIF and FIW), and in some instances, no direction of conflict was defined.




1.1.2. Work Factors


Work occupational commitment is defined as a willingness to commit personal resources to assure success in or to develop the occupation role (Amatea et al. 1986). It was highly associated with salience to a career or work role, whereby conflict was induced when this salience was threatened (Aryee 1992; Carlson et al. 2000; Nasurdin and Hsia 2008). Work occupational commitment was included in this study due to its significance as a predictor for conflict between work and family. Lee and Lee (2021) found that an excessive commitment dedicated to work or the organization would encroach into the family domain, making it more difficult for one to perform in their family role, thus resulting in greater conflict levels. Luk and Shaffer (2005) also reported greater WIF levels for those who committed more time and resources to work.



Multiple studies have also found that work role overload contributed to conflict between work and family. Work role overload occurs when role expectations at work exceed the availability of time and resources needed to complete assigned responsibilities (Bacharach et al. 1991). Role overload becomes a stressor when an employee feels overwhelmed with the amount of tasks that they have to complete in a period of time (Fu and Shaffer 2001; Cardenas et al. 2004). For example, Nasurdin and O’Driscoll (2012) studied work role overload in Malaysia and New Zealand and found that it significantly increased WIF levels.



The value of work and work arrangements has changed in pandemic times. As such, it is necessary to study the effects of work commitment and work role overload on WFC in the COVID-19 situation.




1.1.3. Family Factors


Parental demands refer to both the number of children of working parents, as well as their children’s ages. Bedeian et al. (1988) classified parental demands into five levels, where respondents with one or more children under the age of 6 were considered to have the highest levels of parental demands. As younger children require more care than older ones, these demands decrease as children grow up and eventually become adults themselves (Poggesi et al. 2019). Scholars argue that parental demands significantly increased conflict between work and family (Fu and Shaffer 2001; Kim and Ling 2001; Luk and Shaffer 2005; Michel et al. 2011). In the current COVID-19 pandemic, Schieman et al. (2021) found that families with school-going children aged 6–12 experienced the highest levels of work–life conflict, due to intermittent school closures that required parents to put in place alternative care and work arrangements at short notice. It is thus important to study the effects of parental demands in the context of WFC, especially since the pandemic seems to have increased these demands.



Women, more than men, were found to be tied to family commitments due to traditional social norms and expectations (Bielby and Bielby 1989; Nasurdin and Hsia 2008). In this regard, family support was likely to have had considerable influence on how they managed their roles. Previous studies have empirically validated two types of family support, namely (a) emotional support, and (b) instrumental assistance. Emotional support is portrayed as the display of sympathetic, loving and caring behaviors, while instrumental assistance is the rendering of actual and active assistance towards the completion of tasks (King et al. 1995). Findings from Blanch and Aluja (2009) and Nasurdin and O’Driscoll (2012) consistently indicated family support as a key factor in allaying WFC and FIW, respectively. In the local context, Kim and Ling (2001) studied women entrepreneurs in Singapore and found that spousal emotional support and instrumental assistance in childcare and housework were associated with lower conflict levels. With its relevance in the local Singapore context, it is essential to include family support in the study of WFC during the pandemic.





1.2. Research Questions


The literature presents a few areas that can be explored, and we seek to answer the following research questions. Firstly, how does the COVID-19 pandemic affect WFC, namely WIF and FIW, for working mothers in Singapore? Next, how do work and family factors predict WIF and FIW during COVID-19? Are there any spillover effects between work and family domains? Figure 1 below provides a visual representation of our research questions.





2. Materials and Methods


2.1. Sample


A sample of 754 women who were working and married with children was polled. Respondents’ ages ranged from 24 to 75 years, with a mean of 44.29 years. Other basic demographic information relevant to the study is shown in Table 1.




2.2. Procedure


An online survey invite was sent to respondents registered with a local Singapore panel, HappyDot.sg (accessed on 17 November 2021). We chose to use HappyDot.sg as all registered panelists were individually verified through courier services to be citizens or permanent residents of Singapore, and their age, gender and race information were ascertained to match their national identity card (HappyDot.sg 2021). HappyDot.sg’s practice of physically verifying the identity of respondents at the registration stage mitigates the incidence of “fraudulent” respondents, which Jones et al. (2015) described as those who falsely answer screening questions in order to qualify for surveys.



The survey invites were sent via email, and data collection lasted for a week in August 2021. Responses that failed attention checks inserted into the survey—to ensure data quality—were removed prior to analysis (n = 45). Out of 799 completed surveys, 754 were usable for analysis.




2.3. Measures


The survey questionnaire had a total of 27 items across 4 subsections. The WFC subsection had 10 items. With the exception of parental demands (under “family factors”), items for all other measures described were rated on a seven-point Likert-type scale (1 = “Strongly disagree” to 7 = “Strongly agree”). We used the seven-point scale as it was recommended for its greater accuracy and ease of use (Taherdoost 2019).



2.3.1. Work-Family Conflict (WFC)


WFC was measured with a scale from Netemeyer et al. (1996), which consisted of 10 items that measured two directions of Work-Family conflict. Five out of the 10 items measured WIF, while the other 5 measured FIW. Some examples of the items used to assess WIF are “The demands of my work interfere with my home and family life” and “The amount of time my job takes up makes it difficult to fulfill family responsibilities”. Examples of items used to assess FIW are “I have to put off doing things at work because of demands on my time at home” and “Family-related strain interferes with my ability to perform job-related duties”. WIF and FIW had good reliability with a Cronbach’s alpha of 0.93 and 0.91, respectively.




2.3.2. Work Factors


The work factors subsection had 5 items for work occupational commitment and 3 items for work role overload. Work occupational commitment was measured with the 5-item Occupational role commitment subscale from Amatea et al.’s (1986) Life Role Salience Scales. Minor adaptation to expand the concept of a “career” to include one’s “job” was made. Examples of items used are “I value being involved in a job/career and expect to devote the time and effort needed to develop it” and “I expect to make as many sacrifices as are necessary in order to advance in my work/career”. Work occupational commitment had good reliability with a Cronbach’s alpha of 0.70.



Work role overload utilized the 3-item subscale from Beehr et al. (1976). As the phrasing of the items was found to still be relevant in today’s work context, no changes were required. A sample of an item is “It often seems like I have too much work for one person to do”. Work role overload had good reliability with a Cronbach’s alpha of 0.71.




2.3.3. Family Factors


The family factors subsection had 8 items for family support and parental demands and was coded based on the ages of respondents’ children—in accordance with the framework by Bedeian et al. (1988). Luk and Shaffer (2005) found this method of coding for parental demands to be useful in predicting Work-Family conflict levels, especially in the Asian context. The categories were operationalized to align with Singapore’s education levels. As this sample involved only those already with children, respondents were divided into 4 groups: (1) one or more children over 21 but none under 21; (2) one or more children between 17 and 20 but none under 17; (3) one or more children between 7 and 16 but none under 7; and (4) one or more children under 7.



Family support was measured with King et al.’s (1995) Family Support Inventory for Workers. Due to the substantial length of the full measure, we used 4 items (with the highest item-total correlations) from the emotional sustenance and instrumental assistance dimensions. Examples of items measuring emotional sustenance are “When I have a problem at work, members of my family/my spouse express concern” and “My spouse/family members are sympathetic when I’m upset about my work”; for instrumental assistance, these are “Too much of my time at home is spent picking up after my family members/spouse” and “My spouse/family members do their fair share of household chores”. Family support had good reliability with a Cronbach’s alpha of 0.85.




2.3.4. Impact of COVID-19


The negative impacts of COVID-19 were measured with a single item, “The COVID-19 situation has made balancing work and family life more difficult for me”. As opposed to equating balance to equal involvement, effectiveness and satisfaction in both roles, Greenhaus and Allen (2011, p. 174) define “work-family balance” to instead center around feeling “highly effective and satisfied in a role or roles that are of highest priority”.



This definition takes into account individual differences in values and interests. Having greater satisfaction in the work domain than in the family domain may not indicate a lack of balance if one prioritizes work more than family, or vice versa. In other words, the COVID-19 item measures not whether the equal management of roles is more difficult, but rather, whether effectiveness and satisfaction in both roles is more difficult as a result of the pandemic.






3. Results


To study WFC in the Singapore context, we first conducted an exploratory factor analysis with the WFC scale items by Netemeyer et al. (1996). This helped us determine which items from the WFC scale were suitable for measuring WIF and FIW. Prior to extraction of factors, parallel analysis was conducted, determining the extraction of a two-factor solution. We used principal axis factoring to extract two factors (Kaiser–Meyer–Olkin value = 0.95, p < 0.001). Table 2 shows that all loadings for each of the factors were above 0.7. Each factor had 5 out of the 10 items that loaded strongly, and indicated that all scale items were relevant in measuring each of the two factors. The original scale by Netemeyer et al. (1996) found five items that measured WIF and FIW each, and the current factor analysis results also found the same five items that loaded for both factors. From the factor analysis, we are now confident that the WFC scale is adequate in its measurement of WIF and FIW in the Singapore context, and can therefore be used for further analyses in our regression models.



After factor analysis was conducted, composite scores were calculated for all variables of interest, with the exception of the variable “Impact of COVID-19”, which was a single-item measure. Items that loaded onto WIF and FIW, the two dependent variables gleaned from the factor analysis conducted earlier, were also used to calculate composite scores. Table 3 shows the descriptive statistics for study variables. In general, WIF levels (M = 4.36, SD = 1.45) were greater than FIW levels (M = 3.91, SD = 1.38).



Using the statistical software SPSS v23, linear regression analyses were conducted. Independent predictor variables were entered into the regression model in two blocks: the first was for impact of COVID-19, and the second was for all work and family factors related to WFC (i.e., Work occupational commitment, Work role overload, Parental demands, and Family support). WIF was entered as a dependent variable. A separate regression model was replicated with the same predictor variables but with FIW as the dependent variable. Table 4 displays the correlations between these variables.



We checked for independence of errors and collinearity before hypotheses were tested. The variance inflation factor (VIF) of the independent predictor variables in the regression models were all below 2, with the highest VIF at 1.17. The Durbin–Watson statistic was used to ascertain independence of errors, with a value of 1.99 for the WIF model and 2.10 for the FIW model.



Table 5 shows regression coefficients for each of the predictor variables. In model 1, the impact of COVID-19 has an explained variance of 16% for WIF (B = 0.20, p < 0.001) and 14% for FIW (B = 0.21, p < 0.001), and answers our first research question, confirming that COVID-19 increases WFC. The remaining independent predictor variables were entered into model 2 together. For effects on WIF, Work occupational commitment (B = 0.13, p < 0.001), Work role overload (B = 0.60, p < 0.001), Parental demands (B = 0.15, p < 0.001), and Family support (B = −0.11, p < 0.01) explained a total variance of 27%. For effects on FIW, Work occupational commitment (B = 0.16, p < 0.001), Work role overload (B = 0.31, p < 0.001), Parental demands (B = 0.19, p < 0.001), and Family support (B = −0.22, p < 0.01) explained a total variance of 16%. The variance that each block of predictors explains for the WIF and FIW models answers our second research question as work and family factors continue to be relevant in explaining WFC; Work occupational commitment, Work role overload, and Parental demands increase WIF and FIW, while Family support decreases both WIF and FIW.




4. Discussion


4.1. Impact of COVID-19 on WFC


As evidenced in this study, the negative impacts of COVID-19 are associated with higher WFC levels. For each unit increase in negative impacts of COVID-19, WFC increases by 0.20 and 0.21 units for WIF and FIW, respectively. These findings have implications for the study of WFC. For one, our research highlights that the study of WFC has to extend beyond its primary focus on work and family factors to include other considerations such as environmental factors (i.e., impact of COVID-19). Confining the research parameters to work and family factors limits the total variance that could better explain the WFC phenomenon. For example, Blanch and Aluja (2009) studied the interactions between one’s personality and Work-Family factors and their effects on WFC, and found moderation effects of personality on FIW conflict. Similarly, in a study of Singaporean women, Aryee (1992, p. 833) found a “modest amount of variance explained” in three areas of WIF (job–spouse, job–parent, and job–homemaker conflict) despite including a wide range of work and family factors. He discussed the possibility that “the source of Work-Family conflict may more appropriately be located in the sociocultural context within which women as well as men experience their lives”. It is therefore necessary to look into the wider societal environment as potential predictors for a more holistic comprehension of WFC. Thus, our study underscores the importance for future research to move in that direction.



Many parents have had to increase their parental supervision of children attending online classes from home. Schieman et al. (2021) found that parental demands led to greater WFC in the COVID-19 situation, especially for those with school-going children. In Singapore, schools have introduced more online, home-based learning due to the pandemic, and it increased parental demands to create a conducive learning environment for their children at home. This shift in family arrangements and its potential conflict with work responsibilities sheds light on much-needed support. Cheng et al. (2020) found a general decline in mental health during the pandemic, and Huebener et al. (2021) found women, particularly those with young children, to have lower levers of well-being. Singaporean workers were also found to have less access to flexible work options (Sandberg et al. 2012). Thus, workplace programs for employees’ physical and mental well-being should acknowledge such developments and move toward allowing greater flexibility for workers who balance multiple roles. Such flexibility would allow working mothers to temporarily step away from work duties to attend to their children when necessary.



Work and family factors were also found to have cross-domain spillover effects. For example, we found that both the work factors (i.e., work occupational commitment, work role overload) increased WIF as well as FIW conflict levels. Similarly, both of our family factors also influenced FIW and WIF conflict levels (parental demands increased FIW and WIF, while family support reduced FIW and WIF). As working mothers now have to contend with the challenges that COVID-19 presents, these spillover effects suggest that the pandemic has blurred the traditional boundaries between work and family. Laumer and Maier (2021) mentioned that distractions arise when physical spaces from both domains are mixed. These observed spillover effects also corroborate findings from Poggesi et al. (2019) and Luk and Shaffer (2005), and suggest that the source of the conflict can induce both types of WFC. In other words, work factors cannot be assumed as the only sources for WIF conflict, and similarly, family factors cannot be considered as the only factors causing FIW conflict. As the COVID-19 pandemic drags on, the mixing of work and family boundaries appears to be an emerging new norm. Policy makers should hence go beyond the traditional thinking that views work and family as separate domains. Rather, future policies should enact changes that can sufficiently address both fronts together.



This is especially so in many developed countries, such as Singapore, where the birth rate is low (Jones 2012). Research has found associations between WFC and childbirth. For example, Bulanda and Lippmann (2012) found that delaying childbirth results in less conflict for working mothers. This could be a potential area for follow-up studies on how environmental factors such as COVID-19 can have a knock-on effect on birth rates.




4.2. Impact of Work and Family Factors on WFC


Aside from COVID-19, the study also adds to the current literature in two ways. Firstly, findings confirm the continued relevance of the two main sources of conflict: work and family factors. In our study, work factors such as work occupational commitment and work role overload increased WFC levels; family factors such as parental demands increased WFC levels, while family support decreased WFC levels. Our results are in line with those conducted in Singapore by Aryee (1992) and Kim and Ling (2001). They also corroborate findings from studies carried out in other countries such as Malaysia and New Zealand (Nasurdin and O’Driscoll 2012), Italy (Poggesi et al. 2019), and South Korea (Lee and Lee 2021). While it is not a surprising finding that these factors remain relevant as sources of conflict during the ongoing pandemic, it accentuated an even greater imperative to implement immediate solutions to reduce and mitigate the effects of WFC. Kim and Ling (2001) recommended that having greater spouse support is needed to alleviate WFC, which is of greater relevance now as many employees are working from home and at the same time supervising their children.



Secondly, our results on Singaporean working women provide another case analysis of WFC in the Asian context. Nasurdin and O’Driscoll (2012) looked at a sample of academics in Malaysia and New Zealand and found that work role overload was the most prominent work factor that significantly increased WFC levels. Hassan et al. (2010) found that WIF conflict levels were higher than FIW conflict levels in Malaysia and Western countries. In Singapore, our current study echoes these findings, where work role overload is the single largest predictor for WFC. WIF conflict levels are also significantly higher than FIW conflict levels, suggesting that work factors, in particular work role overload, transcend physical boundaries and potential cultural influences.




4.3. Study Limitations and Future Research Considerations


There are some limitations to this study. Firstly, this study was an exploratory piece to examine WFC in the context of COVID-19. However, as COVID-19 impacts were broadly measured with a single item, more exploration can be carried out to understand the types of negative impacts of COVID-19 and what these entail. Secondly, this study was conducted with married, working mothers in Singapore as the primary target audience. As WFC may differ across cultural contexts (Thein et al. 2010), future studies can look into replicating the study in other countries and for other target samples (e.g., fathers). Thirdly, our study only explored COVID-19 as one type of environmental factor in affecting WFC. More environmental factors need to be taken into consideration. For example, recent research suggests that COVID-19 exacerbates gender disparities and inequalities, with more women exiting the workforce or being disproportionately burdened with caregiving duties (Chen and Bougie 2020; Landivar et al. 2020; McLaren et al. 2020; Power 2020; Seck et al. 2021; Shockley et al. 2021). Furthermore, given there has been research on other factors such as work role conflict, work role ambiguity, family role conflict, and family role ambiguity, future research should explore how these factors play into the dynamics between work and family during COVID-19.





5. Conclusions


This study showed that COVID-19, along with work and family factors, predict WFC levels. Our results provide valuable information that can guide future research. For example, much of the current WFC literature focuses on work and family factors, and more environmental factors such as the COVID-19 situation can be examined in the future.
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Figure 1. Research model. 
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Table 1. Demographic information.
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	%
	n





	Race/Ethnicity
	
	



	Chinese
	82.0
	618



	Malay
	10.7
	81



	Indian and Others
	7.3
	55



	Age of respondents’ children
	
	



	Under the age of 7 years
	38.3
	289



	Ages 7 to 16 years
	28.2
	213



	Ages 17 to 20 years
	9.9
	75



	Ages 21 years and above
	23.5
	177







Note: % based on n = 754 respondents.
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Table 2. Factor analysis of Work-Family conflict.
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Item

	
Factor




	
1

	
2






	
The demands of my work interfere with my home and family life.

	
0.88

	




	
The amount of time my job takes up makes it difficult to fulfil family responsibilities.

	
0.92

	




	
Things I want to do at home do not get done because of the demands my job puts on me.

	
0.89

	




	
My job produces strain that makes it difficult to fulfil family duties.

	
0.88

	




	
Due to work-related duties, I have to make changes to my plans for family activities.

	
0.73

	




	
The demands of my family or spouse/partner interfere with work-related activities.

	

	
0.86




	
I have to put off doing things at work because of demands on my time at home.

	

	
0.82




	
Things I want to do at work do not get done because of the demands of my family or spouse/partner.

	

	
0.88




	
My home life interferes with my responsibilities at work such as getting to work on time, accomplishing daily tasks, and working overtime.

	

	
0.68




	
Family-related strain interferes with my ability to perform job-related duties.

	

	
0.79
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Table 3. Descriptive statistics.
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	Variable
	Mean
	SD
	Min.
	Max.





	Dependent variable
	
	
	
	



	Work interfering with Family
	4.36
	1.45
	1
	7



	Family interfering with Work
	3.91
	1.38
	1
	7



	Independent variable
	
	
	
	



	COVID-19 impact
	4.26
	1.60
	1
	7



	Work occupational commitment
	4.17
	.92
	1
	7



	Work role overload
	4.12
	1.16
	1
	7



	Parental demands
	2.81
	1.18
	1
	4



	Family support
	4.45
	1.07
	1
	7







Note: With the exception of parental demands (4-point scale), the rest are on a 7-point scale.













[image: Table] 





Table 4. Intercorrelations among main variables.
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	1
	2
	3
	4
	5
	6
	7





	1. Work interfering with family
	1.00
	
	
	
	
	
	



	2. Family interfering with work
	0.74 ***
	1.00
	
	
	
	
	



	3. COVID-19 impact
	0.40 ***
	0.37 ***
	1.00
	
	
	
	



	4. Work occupational commitment
	0.21 ***
	0.20 ***
	0.13 ***
	1.00
	
	
	



	5. Work role overload
	0.60 ***
	0.41 ***
	0.31 ***
	0.17 ***
	1.00
	
	



	6. Parental demands
	0.24 ***
	0.24 ***
	0.11 **
	0.11 **
	0.17 ***
	1.00
	



	7. Family support
	−0.19 ***
	−0.25 ***
	−0.13 ***
	−0.01
	−0.18 ***
	0.01
	1.00







Note: ** p < 0.01; *** p < 0.001.
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Table 5. Hierarchical linear regression results for Work interfering with Family (WIF) and Family interfering with Work (FIW).
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Model 1

	
Model 2




	

	
WIF

	
FIW

	
WIF

	
FIW




	

	
B

	
SE

	
B

	
SE

	
B

	
SE

	
B

	
SE






	
Constant

	
0.54

	
0.30

	
0.32 ***

	
0.32

	

	

	

	




	
COVID-19 impact

	
0.20 ***

	
0.03

	
0.21 ***

	
0.03

	

	

	

	




	
Work occupational commitment

	

	

	

	

	
0.13 **

	
0.04

	
0.16 ***

	
0.05




	
Work role overload

	

	

	

	

	
0.6 ***

	
0.04

	
0.31 ***

	
0.04




	
Parental demands

	

	

	

	

	
0.15 ***

	
0.03

	
0.19 ***

	
0.04




	
Family support

	

	

	

	

	
−0.11 **

	
0.04

	
-0.22 ***

	
0.04




	
Adjusted R2

	
0.16

	
0.14

	
0.43

	
0.29








Note: ** p < 0.01; *** p < 0.001.
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