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Work–family conflict is considered a modern
and prevalent role stressor, yet it is tradi-
tionally characterized and even trivialized as
the “professional woman’s” problem (Spain
& Bianchi, 1996; Williams, 2000). Popular
book titles, such as Professor Mommy and
Mama PhD, contribute to these perceptions
(Connelly & Ghodsee, 2011; Evans & Grant,
2008), along with media publications such as
Anne-Marie Slaughter’s (2012) Atlantic opinion
piece titled “Why Women Still Can’t Have It
All.” Exclusive focus on elite career women
has hindered our understanding of gender dif-
ferences in the experience and resolution of
work–family conflict—particularly in reference
to work-related coping strategies to achieve
balance, such as scaling back on paid work,
transitioning to less demanding jobs, or opting
out of the labor force entirely.

Research documenting the use of such
strategies often relies on small samples of pro-
fessional or executive women that do not capture
the broader experiences of women in the labor
force or make adequate gender comparisons
(Blair-Loy, 2003; Landivar, 2014; Stone, 2007;
Sweezy & Jones, 2012; for exceptions, see also
Carr, 2002; Maume, 2006; Reddick, Rochlen,
Grasso, Reilly, & Spikes, 2012; Vanderweyer
& Glorieux, 2008). Several European studies
more adequately reflect men’s and women’s
nuanced work–family situations across a myriad
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of occupations (Anxo et al., 2011; Craig &
Mullan, 2010; Vanderweyer & Glorieux, 2008).
There is limited evidence from representa-
tive studies of North America, especially in the
Canadian population. Ours is among the first that
we know of to explore these associations with
representative Canadian survey data (for some
American exceptions, see Carr, 2002; Maume,
2006; Mennino & Brayfield, 2002; Sayer,
2005). Work–family conflict is considered
bidirectional, where work intrudes on family
time and expectations (work-to-family conflict)
versus the opposite (family-to-work conflict).
For our purposes, we focus on work-to-family
conflict only (referenced as “work–family con-
flict” throughout), with the assumption that
work-related strategies will most likely be
adopted to assuage this particular direction of
conflict when compared with family-to-work
conflict, which may prompt changes in the
household. A focus on family-to-work conflict
is therefore beyond our study’s scope.

Our contribution of a population-based gen-
der comparison is timely. Recent studies show
that men report levels of work–family conflict
comparable to their female counterparts (Aryee,
Srinivas, & Tan, 2005; Aumann, Galinsky, &
Matos, 2011; Nomaguchi, 2009). These trends
may reflect women’s increased role in the labor
market coupled with their changing experiences
of work–family conflict or fathers’ increased
investment in the family sphere, as suggested
by research on “intimate fatherhood” and “men
who mother” (Bianchi et al., 2012; Dermott,
2008; Doucet, 2006; Williams, 2000). Despite
the underlying reason for the closing gender
gap in work–family conflict during the past
decade, we are primarily interested in whether
men and women are adopting (either by choice
or constraint) similar work-related strategies as
women to deal with conflicting work and family
experiences. To address this question, we use
two-wave panel data from the 2011–2013 Cana-
dian Work, Stress, and Health study (Schieman,
2011), a national study including key mea-
sures on work–family conflict and work-related
strategies. Focusing on married and cohabiting
respondents only with at least one child at Wave
1, we ask the following: Does work–family con-
flict prompt individuals to modify their current
work arrangements? Do mothers and fathers
differ in the implementation of these strategies?

We further consider whether these patterns
depend on the presence of young children in the

household. Work–family conflict experiences
and strategies vary among parents with and
without young children (Allen & Finkelstein,
2014; Becker & Moen, 1999). Young chil-
dren require additional time and energy when
compared with older children, which may exac-
erbate work–family conflict—especially among
mothers, who bear the lion’s share of child care
(Bianchi et al., 2006; Marshall, 2011). Parents
with younger children may pursue different
strategies when compared with those with older
children to help cope with the demands of
younger children.

We also address the following final question:
Does the presence of young children at home fur-
ther condition our proposed associations among
work–family conflict, gender, and work-related
coping strategies? In the following sections,
we outline our hypotheses by first discussing
women’s experiences of work–family conflict
and their strategies to reduce it. We then discuss
men’s experiences and whether men adopt sim-
ilar strategies as women, based on traditional or
egalitarian gender norms. Finally, we consider
how the gendered adoption of such strategies in
response to work–family conflict may vary for
respondents with and without young children.

Literature Review

Women’s Experiences of Work–Family Conflict
and Adopted Work-Related Strategies

A majority of women simultaneously combine
work and family, and many feel that they suc-
cessfully do so (Aumann et al., 2011; Young,
Schieman, & Milkie, 2014). Approximately
70% of American and Canadian mothers are in
the paid labor force—a figure that has grown in
recent years (Statistics Canada, 2011; U.S. Cen-
sus Bureau, 2011). Despite these gains, women
still face challenges when combining work
and family obligations, especially if they have
young children (Allen & Finkelstein, 2014). The
inability for women to achieve balance between
these spheres is largely a product of state regula-
tions, labor market demands and discrimination,
organizational policies, and individual-level
demands (Moen, 2015). Persistent inequality
and the mismatch in women’s work and family
demands have been referenced as the “unfin-
ished” or “stalled” gender revolution (England,
2010; Gerson, 2010). The incongruence between
work and family demands facilitates what is
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often called “work–family conflict”—a com-
mon and serious mental health risk (Bellavia &
Frone, 2005). Recent studies report that more
than 70% of North Americans experience some
interference between work and family (Bond
et al., 2003; Schieman et al., 2009)—and many
studies demonstrate the negative health con-
sequences (Glavin, Schieman, & Reid, 2011;
Wheaton et al., 2012; Young et al., 2014).

Several theories explain the processes of
work–family conflict. Role conflict theory,
which is traditionally rooted in role theory, is
among the most well known. Role theory sug-
gests that individuals occupy a variety of roles
on a daily basis. These roles may be inherently
incompatible given that they comprise various
time and behavioral expectations. Interrole
conflict involves the clash between obligations.
Individuals experience work–family conflict
when attempting to simultaneously occupy or
engage in both types of roles (Greenhaus &
Beutell, 1985; Kahn, Wolfe, Quinn, Snoek, &
Rosenthal, 1964).

Demand-resource models have also been
used to explain the antecedents and processes
of work–family conflict. These theories largely
draw from Karasek’s (1979) classic job-demand
control model (for applications, see Laurijssen &
Gorieux, 2013). Demand-resource models sug-
gest that the focal determinants of work–family
conflict include the demands and resources at
home and work (Bakker & Geurts, 2004). For
example, greater job pressures, work hours, or
number of children may increase work–family
conflict (Jacobs & Gerson, 2004; Schieman
et al., 2009). Similarly, greater work and family
resources, such as work flex-time, schedule con-
trol, a supportive spouse, or paid domestic help,
may decrease work–family conflict (Voydanoff,
2007). Demand-resource models closely paral-
lel “scarcity” arguments, which emphasize the
zero-sum nature of time: The more time spent
in one activity or domain necessarily limits time
available in other domains (see Greenhaus &
Beutell, 1985).

Recent research on the causes and conse-
quences of work–family conflict among women
advocates employing an institutional or orga-
nizational perspective compared to previous
theories. This approach highlights the cultural
and structural arrangements of individuals’
lives, rather than framing work–family con-
flict as private, personal, or isolated matters
(Hobson, 2014; Moen, 2015). Our approach is

similar in that it assumes individuals are forced
to make compromises or transitions as a result
of institutional expectations or because of the
absence of organizational supports. Contrary
to a total structural approach, our framework
assumes a level of agency among workers to
transform their circumstances in the face of
work–family adversity. The onus is therefore
on individuals to make role changes precisely
because of the structural lag in institutional and
organizational supports across public and pri-
vate spheres. The current study therefore speaks
to recent calls to focus work–family scholarship
on “… how workers actively strategize to max-
imize work–family balance” within institutional
constraints (Bianchi & Milkie, 2010, p. 715).
This remains an understudied yet increasingly
important phenomenon.

We limit our focus to particular work-related
strategies that may help individuals cope with
work-family challenges. Broadly, these strate-
gies cohere around the following two typolo-
gies: (a) changes in work demands (i.e., work
hours and job pressures) and (b) changes in job
or workplace flexibility (Barnett & Rivers, 1998;
Becker & Moen, 1999; Blair-Loy, 2003; Kauf-
man & Uhlenberg, 2000). We first discuss lit-
erature on women’s adoption of such strategies
and then consider whether men implement simi-
lar strategies in the face of work–family conflict.

Changes in Work Conditions

A prominent work-related strategy that women
may employ involves changing demanding work
conditions in an attempt to reduce work–family
conflict. Women may scale back on work hours
or job pressures to allow them more time and
energy to tend to family responsibilities (Carr,
2002; Maume, 2006). Research suggests that
women do in fact modify their work conditions
to accommodate family expectations (Becker &
Moen, 1999; Bianchi & Raley, 2005; Kaufman
& Uhlenberg, 2000). These findings are best
demonstrated by qualitative studies using small
samples of women. For example, Blair-Loy’s
(2003) interviews with 81 top executive women
found that some successfully negotiated scaling
back on hours and job pressures, even reduc-
ing to part-time arrangements in certain cases.
Among the 125 female lawyers that Epstein,
Seron, Oglensky, and Saute (1999) interviewed,
several reported reducing hours and caseload
to tend to family-related obligations. Despite
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the fact that scaling back on hours is effective
in reducing work–family conflict, the women
in Blair-Loy’s and Epstein’s studies reported
criticism from their colleagues for defying the
work-devotion schema characteristic of the pro-
fession, suggesting that scaling back may come
with unfavorable consequences for one’s image
as a genuinely committed “ideal worker” (also
see Munsch, Ridgeway, & Williams, 2014).

Some women are unable to reduce their work
hours or job pressures for financial reasons and
instead may try to negotiate more flexibility
around how, when, and where work is per-
formed. Flexibility therefore refers to greater
schedule control over work hours and tasks.
Research finds that women, especially mothers
with young children, are likely to ask for more
flexibility to help balance competing demands
(Kelly et al., 2011). In some cases, greater flexi-
bility at work can lead to the perception of more
balance, yet whether this is the case is debated:
Greater flexibility may reduce permeability
between work and family borders, encouraging
more crossover and conflict rather than less. For
example, Schieman and Young (2010) found
that control over one’s schedule would be ben-
eficial in reducing work-to-family conflict were
it not for the additional multitasking behaviors
that resulted. Greater work–family multitasking
in turn led to greater conflict. However, flexible
work schedules may provide mothers with
greater control to accommodate children’s rigid
academic or extracurricular schedules as well as
the odd family emergency that may arise (see
Kelly et al., 2014; Kush & Stroh, 1994). Greater
flexibility over where and when work is con-
ducted may also reduce time and strain-based
demands of the job, allowing women to attend
to family obligations (Bianchi et al., 2006).
Thus, it may be that women are more likely to
seek flexibility at work in an effort to balance
competing role expectations.

Changes in job pressures, work hours, and
schedule control appear to be among the most
common strategies adopted by women in the
attempt to abate work–family conflict. The
question then becomes the following: Are men
adopting similar strategies, especially given
recent reports that men are experiencing levels
of work–family conflict comparable to their
female counterparts (Aumann et al., 2011;
Nomaguchi, 2009; Young, 2015)? It may be
that women’s work–family conflict levels are
starting to reflect those of men’s as they take

on a breadwinner role in the home comparable
to that of their partners. These women may
see their work-related obligations as more
interdependent with their family roles, rather
than completely separate or independent, which
would reduce perceived work–family conflict
(see Simon, 1995). Changing gender norms
and expectations in work and family may also
be transforming the reported experience of
work–family conflict for women, whereby
women are able to separate the two spheres
more successfully, leading to reports of conflict
more comparable with their male counterparts.

Alternatively, these patterns may reflect
men’s increased investment in the family domain
in the past decade (Doucet, 2006; Gerson, 2010).
Growing reports of work–family conflict among
men imply that they too may be adopting strate-
gies to deal with competing role expectations
(Aumann et al., 2011; Nomaguchi, 2009). It is
likely that men—similar to women—are chang-
ing their perception of how work and family
spheres should interact. In the past, men per-
ceived their means of contribution to the family
sphere through their paid work as the primary
breadwinner. The two spheres were therefore
seen as compatible with one another, rather than
conflictual (Glavin et al., 2011; Simon, 1995).
However, as men become more involved in other
household and child-care tasks beyond financial
provision, time-, strain- and behavioral-based
conflicts between work and family may ensue
(Doucet, 2006). These changing dynamics sur-
rounding the “involved father” may necessarily
change the perception of work–family conflict
for these men, where work obligations that keep
men from their family commitments are far more
salient than in the past (Aumann et al., 2011).

Although the reasons underlying the observed
patterns of work–family conflict among men
and women are important, our study is primarily
concerned with whether men are negotiating
their work situations, such as women have,
in order to achieve balance given these shift-
ing trends. Gender norms about work–family
priorities shape men’s adoption of common
work-related strategies. The expectation that
men would not adopt similar work-related
strategies compared to women reflects a more
traditional perspective of assumed gender
domain roles. The expectation that they would,
however, aligns with greater gender egalitari-
anism across work and family institutions. We
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discuss these two potential scenarios in the
following sections.

Traditional Gender Role Norms: Hegemonic
Masculinity and Femininity

According to traditional gender role norms,
women should be more likely to change their
work schedule or demands when compared
with men. Women are perceived as primarily
responsible for the domestic domain, whereas
men are considered financial providers for the
household (Christiansen & Palkovitz, 2001;
Ridgeway, 2011). We would therefore predict
that women would scale back on their work
hours, try to reduce job demands, seek flexible
work arrangements, or compromise their future
careers for the sake of the family.

From a traditional perspective, however,
men should be less likely to make work-related
compromises for the family. Instead, they may
be more apt to scale back on, opt out of, or com-
promise family-related time and obligations to
achieve better balance (Coltrane, 2004; Maume,
2006). Becker and Moen’s (1999) findings from
interviews with 100 middle-class couples in
upstate New York demonstrate this process. In
most cases, the work–family adaptive strategies
of scaling back, placing limits, or choosing a
job versus a career were gendered. Although
it seemed mutual among the couple, women
were more likely to compromise their careers
for jobs or scale back on work-related tasks and
demands when compared with their husbands.
These results are echoed by Kaufman and
Uhlenberg (2000), who report that fathers with
more traditional gender attitudes were likely to
work more, compared to those fathers without
children, to fulfill what they saw as the “good
provider” role (Christiansen & Palkovitz, 2001).
The discrepancy between these preferences and
circumstances highlight the constraints placed
on individuals’ adoption of strategies to achieve
work–family balance.

It is also unlikely that organizations provide
men with more flexible, autonomous work con-
ditions for the purposes of balancing family
obligations. When compared with women, men
request flexible work schedules less often (Fried,
1998; Kelly et al., 2011). Moreover, when they
do, qualitative accounts suggest that men may
not admit “their need for workplace flexibility is
family related” (Brescoll, Glass, & Sedlovskaya,
2013, p. 370; Gerson, 1995; Powell, 1999). As

Brescoll et al. (2013, p. 371) point out, “respon-
dents often report that their use of flexibility poli-
cies would make their status as caregivers more
visible and salient in the workplace, much to
their disadvantage.” Trepidation among fathers
to seek out workplace flexibility for family rea-
sons may stem from traditional images of the
“ideal worker,” who prioritizes the job above all
else (Acker, 1990; Kmec et al., 2014). From this
perspective, men might be less likely to seek out
similar work-related strategies as women to bet-
ter balance competing obligations.

Egalitarian Trends and Changing Gender Role
Expectations

An alternative view suggests that men are
likely to adopt similar strategies as women
when negotiating work–family conflict. From
this perspective, work and family institutions
have evolved, becoming less gendered, thereby
equalizing men’s and women’s associated
expectations. Similar to women’s “quiet revolu-
tion” in the workplace (Goldin, 2006), men have
redefined their presence in the home in the past
few decades. Evidence about “men who mother”
(Doucet, 2006) and “intimate fatherhood” (Der-
mott, 2008) highlight a growing trend of family
and domestic devotion among men in the 21st
century. A number of U.S. studies suggest that
the time fathers spend with children has doubled
during the past half century. Married fathers
now spend approximately 6.5 hours a week
on child care, which is approximately 3 hours
more than reported in the 1960s (Pew Research
Center, 2011). In Canada, 20% of fathers report
that they are primarily responsible for a number
of child-care tasks related to getting children
ready and helping with homework (Marshall,
2011; Young et al., 2014).

Father’s increased domestic participation and
reports of work–family conflict suggest that
they may adopt work-related strategies similar
to women to balance competing obligations.
Although limited, there exists some evidence of
these trends. We can infer that a small proportion
of men are scaling back on paid employment
to tend to child-care obligations. The numbers
of stay-at-home fathers has increased slightly in
the past decade. In 2012, stay-at-home fathers
represented 8% of U.S. families with children
younger than age 15. This figure is up from 3% in
2004 (Bureau of Labor Statistics, 2011). These
numbers are increasing in Canada, too, where
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fathers account for 12% of all stay-at-home
parents when compared with 4% in 1986
(Statistics Canada, 2011). Yet it is unclear
whether work–family conflict is contributing to
men’s reduction in paid work hours. Changes in
work conditions are also happening among men:
Qualitative studies on dual-earner couples find
that some men make sacrifices to better balance
work and family by scaling back on work hours
and job pressures. However, adjustments to
husbands’ work conditions are limited when
compared with their wives (Barnett & Rivers,
1998; Becker & Moen, 1999; for an exception,
see Risman & Johnson-Sumerford, 1998).

Based on these ideas and evidence, it is likely
that gender norms and expectations will influ-
ence men’s adoption of work-related strategies
similar to those of women. We further suspect
that conditions in the household will also influ-
ence both men’s and women’s pursuits of chang-
ing work conditions. Of particular importance
would be the presence of young children at
home. Both mothers and fathers with young chil-
dren will experience more work–family conflict
than their parent counterparts, and their adop-
tion of work-related strategies to abate such
conflict will likely depend on this condition.
Parents with younger children may pursue dif-
ferent work-related strategies when compared
with those with older children to help cope
with demanding time, energy, and child care
associated with younger children (Bianchi et al.,
2006; Gornick & Meyers, 2004). Parents with
younger children might have few options but to
reduce their work hours or job load, seek more
family-friendly employment options, or opt out
of paid work all together (Maume, 2006; Stone,
2007). For example, Becker and Moen (1999)
found that couples with young children are more
likely to scale back on work demands or place
limits on the work encroaching on family time.
Furthermore, because women are still responsi-
ble for the majority of child care (Bianchi et al.,
2006; Family Work Institute, 2005), we suspect
that younger children will have a greater impact
on women’s pursuit of work-related strategies
when compared with men’s (for similar findings,
see Gornick & Meyers, 2004).

Formal Hypotheses

Based on the theory and evidence cited previ-
ously, we propose three specific hypotheses.
The first includes the following competing

components: Hypothesis 1a, the traditional
gender hypothesis, states that men do not adopt
similar work-related strategies as women in
response to work–family conflict; and Hypoth-
esis 1b, the egalitarian gender hypothesis, states
that men do adopt similar work-related strategies
as women in response to work–family conflict.
Hypothesis 2 states that men’s and women’s
adoption of work-related strategies in response
to work–family conflict will be greater among
those with young children in the household.

The Importance of Family Conditions

It is important to note that decisions made in
the workplace are often linked to family-related
circumstances. The pursuit of greater schedule
flexibility or reduced job demands is likely
connected to compromises in the household or
a spouse’s work situation and domestic contri-
bution. The presence of a stay-at-home spouse
might alleviate conflict between competing
domains as well as reduce the likelihood that
respondents will cut back on work hours or
job demands (Milkie & Peltola, 1999; Moen &
Sweet, 2003). Because couples tend to be “deci-
sion making units”—meaning that decisions on
behalf of one spouse are not made in isolation
from the other (Becker & Moen, 1999)—we
consider a range of spouses’ work and family
characteristics.

We also account for the respondent’s own
family-related obligations and time commit-
ments. Parents may be more or less likely to
scale back on job demands or seek flexible work
options depending on the distribution of house-
hold chores, time with children, family meals, or
child care (Hosking & Western, 2008). Parents’
work–family conflict experiences also depend
on these family-related factors (Michel, Kotrba,
Mitchelson, Clark, & Baltes, 2011). We account
not only for baseline spouse- and family-related
situations but also between wave changes in
these circumstances to control for their impact
on respondents’ work-related strategies.

Method

Sample

We analyzed the Canadian Work, Stress and
Health study, which involved telephone inter-
views with a national sample of working
Canadians in 2011 (Wave 1) and 2013 (Wave 2).



Scaling Back and Finding Flexibility 105

Our sampling frame included numbers from
both landlines and cellular phones. Calls
were made to a regionally stratified unclus-
tered random probability sample generated
by random-digit-dial methods, and interviews
were conducted in English or French. The
final sample was 6,004, with a response rate of
approximately 40%. Follow-up interviews with
respondents were conducted 24 months after
the initial interview, yielding a sample of 4,423
adults (74% follow-up response rate).

We considered whether attrition rates impact
our overall analyses by testing the probability of
remaining across waves. We used probit regres-
sion analyses and regressed the likelihood of
remaining in the sample at Wave 2 on all inde-
pendent variables. From these predictions, we
constructed the inverse mills ratio or the “hazard
of attrition” (for additional details, see Klein
& Moeschberger, 2003). This ratio was then
included as a control measure in all analyses to
adjust for attrition as a result of work-related
experiences and work–family conflict. In all
models, this variable was nonsignificant. We are
confident that attrition rates did not affect our
final results.

The analytical sample includes married or
cohabiting respondents with at least one child in
the household at Wave 1. For our analyses, we
excluded cases with missing values on the focal
variables across both waves (n= 610 missing).
We predicted the effect of work–family conflict
on work-related strategies using a final sample
of 474 mothers and 306 fathers.

Dependent Measures

Transitions in Job Demands. We considered the
following two changing demands: job pressures
and work hours.

Job pressure. At both waves, three items asked
about the frequency in the past 3 months of the
following: “Felt overwhelmed by how much you
had to do at work?” “Have to work on too
many tasks at the same time?” “The demands
of your job exceeded the time you have to do
the work?” Response choices are coded: “never”
(1), “rarely” (2), “sometimes” (3), “often” (4),
and “very often” (5). We averaged the items to
create the index; higher scores indicated more
job pressure (Carayon & Zijlstra, 1999; Härmä,
2006; 𝛼 = .85, Wave 1; 𝛼 = .86, Wave 2). We
treated this variable as a continuous measure.

Work hours. At both waves, we asked respon-
dents how many hours they work in a typi-
cal week.

Changes in work demands between waves. To
measure changes in job pressures and work
hours we generated deviation scores between
Wave 1 and Wave 2 values. Our approach was
similar to lagged dependent variable or dynamic
modeling approaches other than we estimated
the deviations prior to analyses.

Transitions in Work Flexibility. We used one
measure to estimate transitions to more flexible
schedules. At each wave respondents were asked
one item about their schedule control: “Who
usually decides when you start and finish work
each day?” “Someone else” was coded 1, “you
are able to decide within limits” was coded 2,
and “you are entirely free to decide” was coded
3. Because this measure was ordinal in nature,
we created a dichotomous deviation measure to
reflect an increase in schedule control (1) across
waves, compared to those who did not report
increased schedule control between these time
periods (0). This approach was more appropri-
ate compared to using a continuous deviation
score such as was done with work hours and job
pressures.

Independent Variables

Work-to-family conflict at Wave 1. We used four
items to measure work–family conflict adapted
from the National Study of the Changing Work-
force (Family Work Institute, 2005). The items
asked participants how often in the past 3 months
they had: “not had enough time for the impor-
tant people in your life because of your job,”
“not have the energy to do things with the impor-
tant people in your life because of your job,”
“work kept you from doing as good a job at
home as you could,” and “job kept you from
concentrating on important things in your fam-
ily life.” Response choices are “very often” (1),
“often” (2), “sometimes” (3), “rarely” (4), and
“never” (5). We coded and averaged items so
that higher scores reflected more work–family
conflict (𝛼 = .90). We also tested family-to-work
conflict in predicting our focal outcomes but
did not find that this measure significantly pre-
dicted changes in work demands or schedule
control.
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Presence of young children at Wave 1. We
measured the number of children residing in
the household who were younger than 6 years
of age (1) and compared these respondents to
those whose children were aged 6 years or older
(0). Recall that in our sample all respondents
reported having at least one child at either wave.
If respondents had a child(ren) younger than 6
and a child(ren) aged 6 years or older they still
received a 1 on this variable. We initially tested
differences between various ages of children
(<6, 6–11, 12–18). The only differences found
were among those with children aged younger
than 6 and those with children aged 6 years or
older. These results parallel studies within the
area that report that the presence of young chil-
dren at home influences work-related strategies
used to achieve balance (Becker & Moen, 1999;
Laurijssen & Glorieux, 2013).

Number of children at home at Wave 1. We
included a variable comprising the count of total
number of children.

Change in children between waves. We created
a deviation measure for the change in the number
of children reported living in the household.
Any deviation was coded 1 and compared to
respondents who did not report changes in the
number of children living in the household (0).
We also included a dichotomous measure to
capture whether the respondent had an infant in
the household at Wave 1 (presence of child aged
2 or younger= 1; no child aged 2 or younger= 0,
reference). We include a deviation measure for
changes in the presence of an infant in the home
between waves. Any deviation was coded 1 and
compared to those with no deviation (0).

Confounding Family Conditions. For reasons
previously discussed, we control for a variety
of family conditions that may change across the
two waves influencing reports of work–family
conflict and adopted strategies to reduce such
conflict.

Married (Wave 1). Individuals who were mar-
ried were coded 1 compared to respondents
who were cohabiting (0). All other respon-
dents were excluded from analyses given our
sample criteria. One’s marital status may influ-
ence the adoption of work-related strategies to
achieve balance. Married respondents may be
more or less likely to come from dual-earning
households compared to cohabiting respondents.

Moreover, married versus cohabiting respon-
dents may experience work–family conflict dif-
ferently (Michel et al., 2011).

Spouse work hours at Wave 1. We included a
continuous measure for respondents’ reports of
their spouses’ average work hours per week.

Spouse work-to-family conflict at Wave 1.
We assessed participants’ perceptions of their
spouse’s work–family conflict with an item that
asks the following: “In the last three months,
how often did your spouse’s/partner’s job inter-
fere with home or family life.” Response choices
include “never” (1), “rarely” (2), “sometimes”
(3), “often” (4), and “very often” (5; adapted
from the 2008 National Survey of the Changing
Workforce; for a review, see Aumann et al.,
2010). Although single item measures of per-
ceptions are not ideal, they have been used in
previous research on crossover stress (Stevens,
Kiger, & Riley, 2006).

Frequency of chores and child care at Wave 1.
We included separate measures of respondents’
frequency of chores and child care. At both
waves respondents were asked about the distri-
bution of eight tasks between themselves and
their spouse (Sweet, Bumpass, & Call, 1988).
These tasks included (a) preparing meals, (b)
laundry, (c) cleaning house, (d) shopping for
groceries, (e) dishes, (f) getting kids ready for
school, (g) helping kids with homework, and (h)
organizing family activities. Response choices
included (1) “you always do it,” (2) “you usu-
ally do it,” (3) “both you and your spouse
do it,” (4) “your spouse usually does it,” or
(5) “your spouse always does it.” These scores
are summed and then averaged into two sep-
arate indices for chores and child care, where
higher scores mean spouses perform more tasks
(𝛼 = .77, Wave 1; 𝛼 = .76, Wave 2).

Family meals. At each wave, respondents were
asked how many nights per week their family
eats a main meal together. Responses vary from
0 to 7 days per week.

Deviations in Spouse and Family Conditions
Between Wave 1 and Wave 2. We created
deviation scores between waves for the follow-
ing variables: spouse’s work hours, spouse’s
work-to-family conflict, distribution of chores
and child care, and family meals per week. To
create deviation scores we subtracted Wave 1
values from Wave 2 values and modeled these
differences as continuous measures.
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Social and Demographic
Covariates—Measures From Wave 1

Gender. We used dummy codes for men (0)
and women (1). Age was coded in years (22
to 59 years old for our subsample). Education
contrasted “high school or GED” with “less
than high school,” “associate/2-year degree,”
“some college, no degree earned,” “4-year uni-
versity degree,” or “graduate or professional
degree (M.A./Ph.D.).” One item assessed per-
sonal earnings in the previous year from all
sources with the following categories: “$25,000
or less,” “$25,001 to $50,000,” “$50,001 to
$75,000,” “$75,001 to $100,000,” “$100,001
or more.” We used $25,001 to $50,000 as the
reference group.

We also controled for a variety of
employment-related criteria, including occu-
pation, employment type, and authority. These
factors may influence respondents’ ability to
scale back on job demands or seek more flex-
ible work options. For example, professionals
are more likely to have schedule control but
coupled with greater work demands. Similarly,
self-employed respondents may have the ability
to set their own schedules, compared to wage
or salaried workers (Schieman, 2013; Schieman
& Young, 2010). We considered these poten-
tially influential employment factors. To assess
whether the participant was in a higher status
occupation, the following question was asked:
“What kind of work do you do? That is, what
is your occupation?” Using the open-ended
information provided, we coded higher status
occupation (“executive” or “professional”) with
a category that combines all others (“technical,”
“service,” “sales,” “administrative” and “pro-
duction”). We compared individuals who were
“wage and salaried employees who work for
someone else” with two other groups: “business
owners with employees” and “independent
self-employed without employees.” We used
the following three items to assess job author-
ity: “Do you influence or set the rate of pay
received by others?” “Do you have the authority
to hire or fire others?” “Do you supervise or
manage anyone as part of your job?” If the
respondent reported “yes” to the last question,
then we asked the following: “Do any of those
individuals supervise or manage others?” We
coded “no” responses as 0 and “yes” responses
as 1. To create the index, we summed these
responses. These items were similar to those in
other studies (Elliot & Smith, 2004).

Change in employment status, position, or orga-
nization between waves. We assumed that indi-
viduals are actively making decisions to scale
back on demands or seek flexible arrangements.
However, it may be that individuals change job
locations or position within the same organiza-
tion (i.e., promotion, demotion). These lateral
or vertical transitions may come with changes
in one’s schedule flexibility or work load. In an
attempt to rule out causal variability, we consid-
ered whether respondents remained in the same
job or position between waves when compared
to all other scenarios. We created one variable
to tap changes in job status or location. Respon-
dents who remained working in the same job
between waves were coded 1 and compared to
those who said they had “stayed at same place of
employment but changed positions” or “changed
employment organizations” (0).

Plan of Analysis

To test our hypotheses we first ran a series
of ordinary least squares regression models
to predict the effect of work–family conflict
at Wave 1 deviations in job demands. Table 2
(below) presents unstandardized regression
coefficients for changes in job pressures (first
two columns) as well as changes in work hours
(final two columns). Negative coefficients signal
a reduction in either outcome. In each case,
we present the additive model and then test
whether the effects of work–family conflict on
changes in job demands vary for mothers and
fathers by presence of young children (Female
× Work-to-Family Conflict; Hypotheses 1a,
1b; Female × Work-to-Family Conflict × Child
Younger Than 6, Hypothesis 2). Second, we
followed a similar process predicting increased
schedule control from work–family conflict
(Table 3, below). For this outcome, we used
binary logistic regression given the nature of
our outcome and reported odds ratios across
all models. Similar to the previous models, we
tested two- and three-way interaction terms
between gender, work–family conflict, and the
presence of young children.

For all outcomes, we found significant
three-way interaction terms between gender,
work–family conflict, and the presence of
young children (controlling for all lower order
multiplicative and additive terms; see online
Appendix 1). We limit our presentation of
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two-way interactions in the tables for the pur-
poses of space, but report all other multiplicative
coefficients in Appendix 1. We conducted sub-
sequent Chow tests for significance across group
slopes. These test statistics are presented below.
The coefficients for each subgroup are presented
in online Appendix 2.

Results

Table 1 presents the descriptive statistics sep-
arately for mothers and fathers for all focal
measures based on the reduced sample for our
study. We used t tests to determine gender differ-
ences in means and chi-square tests to determine
differences in proportions for all binary vari-
ables. Consistent with recent findings, we did
not observe gender differences in work–family
conflict. Fathers worked more hours at Wave 1;
mothers and fathers reported similar job pres-
sures across waves, but fathers reported more
schedule control generally across waves than
mothers.

Table 2 presents ordinary least squares
regression results for changes in job demands as
outcomes, including deviations in pressures and
hours between waves. Initially, findings indicate
that work–family conflict reduces job pressures
and work hours between waves (Model 1 in
both panels; b=−0.211, p< .001; b=−1.031,
p< .05, respectively). Subsequent models
including interactions between our conflict mea-
sures and gender and gender and young children
suggested that the effect of work–family conflict
on deviations in job pressures and work hours
varies for mothers and fathers with younger
children when compared with those with older
children (bwomen*wfc*kidun6 =−.424, p< .01;
bwomen*wfc*kidun6 =−3.042, p< .05, respec-
tively). These associations are best demonstrated
visually. Figures 1 and 2 show a series of panels:
Panel A of each figure presents results by gender
for parents with younger children. Panel B of
each figure presents results for parents without
younger children in the household. In both
cases, the dotted line represents fathers’ results
compared to mothers’ results (solid black line).
These graphs suggest that although both moth-
ers and fathers with older children were likely
to reduce job pressures and work hours (Panel
B in both Figures 1 and 2), mothers with young
children were likely to scale back more because
of work–family conflict when compared with
fathers with young children who did not report

a significant reduction in pressures or work
hours. These results partially supported our
hypotheses: Parents with younger children were
more likely to reduce work demands; however,
this may be more prevalent for mothers than
fathers.

Table 3 presents binary logistic regression
results for an increase in schedule control
between waves. These results were similar
to those previously reported in the opposite
direction. Work–family conflict appears to
increase the odds of increased schedule con-
trol in Model 1 (odds ratio= 1.199, p< .05).
However—similar to our previous findings
for job demands—the impact of work–family
conflict varied by gender and presence of young
children. We present the relevant interaction
terms in Model 3 (odds ratio= 2.361, p< .05).

Our conditional associations for work–family
conflict and increased schedule control are
best demonstrated visually. Figure 3 shows the
following two panels: Panel A presents results
by gender for parents with younger children.
Panel B presents results for parents without
younger children in the household. In both
cases, the dotted line represents fathers’ results
compared to mothers’ results (solid black line).
Fathers with older children were more likely to
report increased schedule control as a result of
work–family conflict between waves when com-
pared with mothers with older children (Panel
B in Figure 3). We observed divergent patterns
for mothers and fathers with young children:
These mothers were far more likely to report
increased schedule control between waves when
compared with fathers with young children,
who—alternatively—were less likely to report
increased schedule control at higher levels
of work–family conflict (Panel A in Figure 3).
Once again, these results collectively support our
hypotheses: Parents with younger children were
more likely to report increased schedule control
as a consequence of work-to-family conflict;
however, this may be more prevalent for moth-
ers than fathers. These trends were opposite for
parents with older children: These fathers were
more likely than mothers to report increased
schedule control because of work–family
conflict. We discuss possible reasons for our
findings in the following sections.

Subsequent Chow tests for significance
between groups were conducted. Chow tests
allowed us to test whether the slope for
work–family conflict was the same across all
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Table 1. Descriptive Statistics for Study Variables for Mothers (N = 474) and Fathers (N = 306)

Mothers Fathers

Variable M SD M SD

Focal variables

Work-to-family conflict 2.61 1.00 2.62 0.96

Job pressures 3.09 1.11 3.15 1.04

Job pressures (Wave 2) 3.11 1.02 3.09 1.07

Work hours 35.36 12.36 44.70*** 11.84

Work hours (Wave 2) 35.22 11.19 44.07*** 10.68

Schedule control

No control 0.49 – 0.32*** –

No control (Wave 2) 0.43 – 0.33** –

Some control 0.37 – 0.51***

Some control (Wave 2) 0.45 – 0.51 –

Full control 0.14 – 0.18

Full control (Wave 2) 0.12 – 0.17 –

Family covariates

Child younger than 6 years .43 – 0.44 –

No. of children 1.95 0.84 1.87 0.81

No. of children (Wave 2) 1.90 0.85 1.86 0.77

Presence of infant 0.21 – 0.11 –

Presence of infant (Wave 2) 0.11 – 0.15 –

Married 0.82 – 0.80 –

Spouse work hours 44.92 10.02 36.00*** 11.60

Spouse work hours (Wave 2) 44.41 9.84 36.15 11.36

Spouse work–family conflict 2.39 1.08 1.99*** 0.99

Spouse work–family conflict (Wave 2) 2.43 1.07 2.04 0.91

Frequency of choresa 2.20 .68 3.38*** 0.66

Frequency of choresa (Wave 2) 2.21 .66 3.21 0.63

Frequency of child carea 2.22 .72 3.31*** 0.70

Frequency of child carea (Wave 2) 2.26 .69 3.30 0.69

Family meals per week 6.29 1.86 6.32 1.87

Family meals per week (Wave 2) 5.06 1.87 5.09 1.90

Work covariates

Executive 0.11 – 0.16* –

Wage/salaried 0.83 – 0.79 –

Owner 0.06 – 0.10* –

Self-employed 0.11 – 0.11 –

Authority 0.82 0.97 1.15 1.15

Same job between waves 0.65 – 0.66 –

Social/demographic covariates

Age 39.63 6.67 40.89*** 6.65

Less than high school 0.02 – 0.04 –

High school 0.13 – 0.12 –

Some college 0.08 – 0.14** –

Associate degree 0.12 – 0.12 –

College degree 0.47 – 0.40* –

Graduate/professional degree 0.18 – 0.18 –

$25,000 or less 0.22 – 0.05*** –

$25,001 to $50,000 0.41 – 0.32*** –

$50,001 to $75,000 0.22 – 0.26*** –

$75,001 to $100,000 0.10 – 0.20*** –

More than $100,000 0.05 – 0.05* –

Note. Asterisks signify significant differences between mothers and fathers within waves. We present means for continuous variables and

percentages for categorical variables. We use t tests to test gender differences across continuous variables and chi-square tests for all binary

variables.
aHigher scores reflect that spouse performs more chores and child care when compared with the respondent.
*p < .05, **p < .01, ***p < .001 (two-tailed test).
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Table 2. Ordinary Least Squares Regression of Changes in Work Conditions and Work–Family Conflict (N = 780)

Change in Job Pressure Change in Work Hours

Variable (1) (2) (1) (2)

WFC −0.211*** −0.358*** −1.031* −1.921
Women 0.110 0.990** 0.168 6.478

Relevant interaction terms
Women × WFC – 0.114 – 0.849
Women × WFC × Child <6 Yearsa – −0.424** – −3.042*

Family covariates
Child younger than 6 yearsb −0.006 −1.100** 1.772 −2.267
No. of children 0.056 0.059 −0.205 0.179
Δ in no. of children 0.044 0.043 −2.004* −2.224*

Presence of infant −0.014 −0.013 −2.195 −2.027
Δ in presence of infant 0.157 0.138 0.597 0.375
Married (vs. cohabiting) −0.046 −0.046 −0.800 0.978
Spouse work hours 0.001 0.001 −0.041 −0.050
Δ in spouse work hours 0.001 0.001 0.001 −0.001
Spouse WFC −0.012 −0.016 0.593 0.534
Δ in spouse WFC −0.044 −0.049 −0.170 −0.261
Frequency of chores −0.036 −0.030 −0.744 −0.689
Δ in frequency of chores −0.028 −0.045 −0.581 −0.646
Frequency of child care 0.084 0.079 0.530 0.534
Δ in frequency of child care 0.114 0.124 1.801* 1.824*

Family meals per week 0.017 0.022 −0.420 −0.382
Δ in family meals per week −0.037 −0.039 −0.559* −0.582*

Work covariates
Executive 0.033 0.057 0.274 0.432
Ownerc −0.184 −0.243 −0.897 −3.183
Self-employedc 0.184 0.150 0.686 −0.775
Authority −0.030 −0.038 −0.527 −0.627
Same job between wavesd 0.036 0.032 0.582 0.563

Social/demographic covariates
Age −0.007 −0.004 −0.049 0.152
Less than high schoole 0.339 0.218 1.093 −0.974
Some collegee 0.078 0.036 1.681 1.340
Associate degreee 0.034 0.033 −0.254 0.498
College degreee 0.088 0.091 1.595 3.066
Graduate/professional degreee −0.093 −0.092 0.958 2.341
$25,000 or lessf 0.131 0.098 −1.310 2.176
$50,001 to $75,000f 0.189 0.240 −1.663 0.216
$75,001 to $100,000f −0.077 −0.005 −0.086 1.630
More than $100,000f 0.284 0.319* −1.228 −1.008

Constant .091 1.124 7.878 5.539
R2 .104 .119 .069 .084

Note. Unstandardized regression coefficients reported. All models control for the probability of attrition between waves
and tested for the possibility of nonlinear age effects, none of which were found. WFC = work-to-family conflict. Δ refers to
“change in” each respective variable.

aLower order terms are included in each interaction model and are presented in Appendix 1. bCompared to no presence of
children aged younger than 6 years. cCompared to wage and salaried. dCompared to respondents who changed job location or
position between waves. eCompared to high school degree or GED. fCompared to $25,001 to $50,000.

*p < .05, **p < .01, ***p < .001 (two-tailed test).
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Figure 1. Predicted Change in Job Pressures by Work–Family Conflict for Presence of Child Younger Than
Age 6 (Panel A) and No Children Younger Than Age 6 (Panel B) by Gender. Panel A: Child Younger Than 6;

Panel B: No Children Younger Than 6 Present.
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Note. Predicted values are based on Model 2 of “Change in Job Pressures” model series in Table 2. All continuous variables
are held constant at their respective means. For categorical variables, we solved the equation for married mothers and fathers
with a high school degree or GED, earning $25,001 to 50,000 per year, nonexecutives/professionals, employed in private
for-profit business. All continuous variables were set to their mean value.

Figure 2. Predicted Change in Work Hours by Work–Family Conflict for Presence of Child Younger Than
Age 6 (Panel A) and No Children Younger Than Age 6 (Panel B) by Gender. Panel A: Child Younger Than 6;

Panel B: No Children Younger Than 6 Present.

Child Younger Than 6 No Children Younger Than 6 Present

-1
0

-5
0

5

C
ha

ng
e 

in
 W

or
k 

H
ou

rs

1 2 3 4 5

Work-Family Conflict

-1
0

-5
0

5

C
ha

ng
e 

in
 W

or
k 

H
ou

rs

1 2 3 4 5

Work-Family Conflict

Fathers Mothers
Fathers Mothers

(A) (B)

Note. Predicted values are based on Model 2 of “Change in Work Hours” model series in Table 2. All continuous variables
are held constant at their respective means. For categorical variables, we solved the equation for married mothers and fathers
with a high school degree or GED, earning $25,001 to 50,000 per year, nonexecutives/professionals, employed in private
for-profit business. All continuous variables were set to their mean value.

subgroups (i.e., women with and without young
children; men with and without young children).
For each outcome, we found that that the slopes
did significantly vary (Fchangejobpressures = 2.30,
p< .05; Fchangeworkhours = 2.20, p= .05). We
used the “test” statement in Stata to arrive
at these values. The slopes used for each
group to calculate these tests are presented in
Appendix 2. We used a chi-square likelihood

ratio test to examine differences for our third
outcome—increased schedule control—because
Chow tests can only be calculated for contin-
uous outcomes and the latter measure is coded
as binary. The likelihood ratio test was also sta-
tistically significant, suggesting differences in
the effect of work–family conflict on increased
schedule control across groups (𝜒2 𝜒2= 4.11,
p< .05).
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Table 3. Binary Logistic Regression of Changes in Work Conditions and Work–Family Conflict (N = 780)

Increase in schedule control

Variable (1) (2)

WFC 1.199* 1.976**

Women 0.991 0.308
Relevant interaction terms

Women × WFC — 0.608*

Women × WFC × Child <6 Yearsa — 2.361*

Family covariates
Child younger than 6 yearsb 0.796 6.016*

No. of children 0.925 0.869
Δ in no. of children 1.153 1.188
Presence of infant 1.092 1.087
Δ in presence of infant 0.950 0.979
Married (vs. cohabiting) 1.038 0.769
Spouse work hours 0.981 0.979
Δ in spouse work hours 0.988 0.982
Spouse WFC 0.911 0.988
Δ in spouse WFC 0.998 0.922
Frequency of chores 0.971 0.966
Δ in frequency of chores 1.039 1.069
Frequency of child care .942 0.937
Δ in frequency of child care 1.014 0.995
Family meals per week 0.940 0.928
Δ in family meals per week 1.025 1.025

Work covariates
Executive 1.006 .984
Ownerc .783 1.235
Self-employedc 1.134 1.494
Authority 1.076 1.071
Same job between wavesd 1.001 1.024

Social/demographic covariates
Age 0.989 0.953
Less than high schoole 0.376 0.517
Some collegee 1.223 1.330
Associate degreee 1.086 0.936
College degreee 1.102 1.330
Graduate/professional degreee 1.623 1.296
$25,000 or lessf 1.075 1.211
$50,001 to $75,000f 0.773 0.554
$75,001 to $100,000f 0.718 0.514
More than $100,000f 0.624 0.579
Constant 1.430 .560
𝜒2 23.91 30.68

Note. Odds ratios are reported. All models control for the probability of attrition between waves and are tested for the
possibility of nonlinear age effects, none of which were found. WFC = work-to-family conflict. Δ refers to “change in” each
respective variable.

aLower order terms are included in each interaction model but not presented here. bCompared to no presence of children
younger than age 6. cCompared to wage and salaried. dCompared to respondents who changed job location or position between
waves. eCompared to high school degree or GED. fCompared to $25,001 to $50,000.

*p < .05, **p < .01 (two-tailed test).
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Figure 3. Predicted Increase in Schedule Control by Work–Family Conflict for Presence of Child under 6
(Panel A) and No Children under 6 (Panel B) by Gender. Panel A: Child Younger Than 6; Panel B: No

Children Younger Than 6 Present.
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Note. Predicted values are based on Model 2 of “Increased Schedule Control” model series in Table 3. All continuous
variables are held constant at their respective means. For categorical variables, we solved the equation for married mothers
and fathers with a high school degree or GED, earning $25,001 to 50,000 per year, nonexecutives/professionals, employed in
private for-profit business. All continuous variables were set to their mean value.

Family-Related Circumstances and Control
Measures

We documented several family, social, and
demographic characteristics that influenced
changes in work circumstances. An increase in
number of children led to a decrease in work
hours. Respondents whose spouses took on
more child care reported working more hours
at Wave 2. We did not find that our control
measures impacted changes in schedule control.

Discussion

Our study discovers the answers to the follow-
ing three questions: Does work–family conflict
prompt individuals to modify their current
work arrangements? Do mothers and fathers
differ in the implementation of these strate-
gies? Do our proposed associations between
work–family conflict, gender, and work-related
strategies depend on the presence of young
children in the household? We advance prior
scholarship by comparing men and women
across occupations, rather than focusing on a
select sample of women from one occupation.
Although others have addressed this topic using
representative European and British time use
or social survey data, few have documented the
association between work–family conflict and
work-related strategies using Canadian data.

Our study addresses this gap and challenges
the assumption that women are significantly
different from men in adopting work-related
strategies to help balance work and family. We
examine the following strategies among mothers
and fathers with and without young children at
home: reducing job-related demands and finding
more flexible work arrangements.

Gender, Scaling Back, Finding Flexibility,
and the Household Presence of Young Children

We find that mothers with young children (aged
younger than 6 years) are more likely to scale
back on work demands and seek more sched-
ule control compared to fathers with young
children, who rarely report reducing demands
because of work–family conflict. Across all three
outcomes, the patterns are remarkably consis-
tent. Combined, the results coincide with our
traditional gender hypothesis: Women are per-
ceived as primarily responsible for the domes-
tic domain, whereas men are considered the
financial providers for the household. It would
therefore make sense that women scale back on
their work hours, try to reduce job demands,
or seek more flexible work arrangements, espe-
cially amidst the presence of young children.
The fact that men do not scale back on paid work
during the early years of their child’s life sug-
gests that these fathers may identify more with
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the “good provider” role when compared to later
years (Kaufman & Uhlenberg, 2000).

An alternate but related explanation suggests
that young fathers may be eager to get ahead
in their careers—investing heavily in their job
duties in anticipation of greater rewards or
promotional opportunities (Galinsky, Auuman,
& Bond, 2011). This is not to say young
mothers do not desire the same career suc-
cess, but they may be impeded by structural
inequalities in the domestic sphere that require
they take on the lion’s share of child-care
obligations—especially when children are
young (Ridgeway, 2011; Williams, 2000). This
of course assumes that parents with young
children at home tend to be younger themselves,
which coincides with life course expectations
(George, 1999). Young fathers may also be
hesitant to take on more flexible work arrange-
ments despite the presence of young children at
home. Recent studies document that although
men are more likely than women to be afforded
flexible options, they are less likely to take such
advantage (Coltrane, Miller, DeHaan, & Stew-
art, 2014). The “flexibility stigma” that follows
men who use family-friendly options may have
consequences for their career trajectories or pro-
motion opportunities (Munsch et al., 2014). For
similar reasons, Vandello, Hettinger, Bosson,
and Siddiqi (2013) found that women are more
likely to pursue flexibility options, even though
both genders valued schedule control. Men
who sought such conditions were deemed less
masculine and less adherent to the traditional
image of the “ideal worker” (Acker, 1990).

Our results may also reflect gendered pat-
terns in organizational maternal or parental
leave policies. Mothers and fathers of young
children may be offered differential options
for reduced or part-time work loads or alter-
nate work arrangements. Traditional workplace
cultures may assume that women—as primary
caregivers—should have more access to reduced
or flexible work. Up until recently, this was evi-
dent by the absence of paternal leave options
in most workplaces, compared to maternity
leave access (see Kamerman & Moss, 2009).
Nevertheless, a recent Canadian report finds
that women with young children are less likely
to use flexible work arrangements compared
to any other group, suggesting that men might
in fact have more access to these opportunities
compared to their counterparts (Higgins et al.,
2008).

The results for parents with children aged
6 years or older present intriguing patterns,
specifically for fathers. Those with older chil-
dren are actually more likely to report reduced
hours, pressures, and increased flexibility as a
result of work–family conflict when compared
with mothers with similarly aged children and
fathers with younger children. Such patterns
may reflect stage of life: Older fathers are
perhaps more established and have gained the
experience necessary to feel secure scaling
back on work demands or seeking flexible
options. Research highlights that middle-aged
workers are willing to pursue more favorable
work conditions compared to other generations
(Family Work Institute, 2005). In fact, some
suggest this generation is “…responsible for
creating the work/life balance concept” (Amer-
ican Management Association, 2014). These
attitudes of entitlement or pursuit for balance
may be different for the next generation, which
has recently come to age in a competitive and
somewhat precarious economic context (Family
Work Institute, 2005; Kalleberg, 2009).

Limitations and Conclusions

Several limitations of our study are worth men-
tioning. First and foremost, we are unable to
explicitly evaluate the influence of personal
choice versus structural constraint. We attempt
to do so by using two-wave panel data and
theorizing “strategies” as those work-related
changes that have been shown to effectively
reduce work–family conflict. Moreover, our
approach speaks to Bianchi and Milkie’s (2010)
call for researchers to extend greater agency
to individuals in studies of work–family con-
flict. To assume solely that individuals are
forced to change their job situation as a result
of work–family conflict neglects individuals’
active negotiation of stressors.

Second, we lack key measures that tap into
why people decided to reduce job pressures
or seek more flexible work schedules. Theo-
retically, we assert that work–family conflict
influences these processes and find analytical
evidence to support these claims. Qualitative
data explicating this association would be ideal.
Finally, although we use two-wave panel data,
our results do not necessarily determine causal
associations. We rely on preexisting theories and
literature and analytically control for a variety of
circumstances—including family circumstances
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and change in job position or location—to
specify our associations between work–family
conflict and changes in job conditions. Never-
theless, large scale, multiwave longitudinal data
analyzed in a fixed-effects framework would be
ideal.

Men’s and women’s experiences of
work–family conflict are converging and so too
are the work-related strategies they employ to
deal with such conflict. Where it was once only
women seen as scaling back on work demands
or seeking out more flexibility, we now see men
exhibiting similar behaviors—at least among
those with school-aged children. Women with
young children, however, are still more likely
than fathers to scale back on work demands or
seek flexibility because of work–family conflict,
which speaks to the persistent gender inequality
of paid and unpaid work roles—at least during
the early years of children’s lives. These finding
have important theoretical implications for
gender, work, and family scholarship as well as
practical implications for employers who base
hiring practices on stereotypes of gender differ-
ences in devotion toward work versus family.

Note

A grant award from the Canadian Institutes of Health
Research supports this study (funding reference no.
MOP-102730; Scott Schieman, P.I). We thank Paul Glavin
for his helpful feedback.

Supporting Information

Additional supporting information may be found in the
online version of this article:

Appendix 1. Additional Interaction Terms from Multi-
plicative Regression Models in Tables 2 and 3

Appendix 2. Subgroup Slopes for Chow Tests for Signif-
icant Differences
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