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Abstract

Drawing upon the conservation of resources theory (Hobfoll, Am Psychol 44:513–
524, 1989), social exchange theory (Blau, Exchange and power in social life, 1964)
and the job demand-control model (Karasek, Adm Sci Q 24:285–308, 1979), this study
uncovers the theoretical mechanism that explains the relationship between work-
family conflict and organizational citizenship behavior (OCB). First, this study focuses
on how employee job satisfaction mediates the relationship. Then, we investigate
the moderating role of decision authority in the mediated relationship. We employ
three-wave data collected from 324 employees in 102 teams to test our hypotheses.
Results of hierarchical linear modeling (HLM) first shows that job satisfaction mediates
the relationship between work interference with family (WIF) and OCB. In addition,
employees’ decision authority moderates the direct effect of WIF on OCB. Specifically,
the negative relationship between WIF and OCB is stronger when employees’ decision
authority is high. Moreover, decision authority moderates the indirect effect of WIF on
OCB via job satisfaction. Specifically, the negative relationship between WIF and job
satisfaction is weaker when employees’ decision authority is high. The results suggest
that organizations should give employees enough decision authority over their work, as
a high level of decision authority may act as a double-edged sword regarding critical
organizational outcomes.

Keywords: Work-family conflict, Work interference with family, Organizational
citizenship behavior, Social exchange theory, Conservation of resources theory, Job
demand-control model

Introduction
In the last three decades, growing attention has been paid to the interaction of differ-

ent life domains, such as work and family, as well as the effect of this interaction on in-

dividual and organizational outcomes (Rice et al. 1985; Gutek et al. 1991). Given that

the role pressures of work and family domains are often incompatible with each other,

work-family conflict arises (Greenhaus and Beutell 1985, p.77). Specifically, work inter-

ference with family (WIF), referring to the impact of working roles on family life, has

received the majority of the research focus on work-family conflict. WIF is more preva-

lent than family interference with work (FIW) and has more severe consequences than

FIW (Frone 2003). Previous evidence has shown that WIF is negatively associated with

individuals’ job satisfaction (Bedeian et al. 1988; Bacharach et al. 1991) and well-being
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(Matthews et al. 2014; Goh et al. 2015), and positively related to the likelihood of burn-

out (Pleck et al. 1980), depression (Frone et al. 1992), absenteeism (Goff et al. 2006),

and turnover intention (Burke 1988).

Although researchers have associated WIF with attitude and deleterious behavioral

outcomes (Eby et al. 2005), to date, few research has considered the impact of

work-family conflict on beneficial behaviors, such as OCB, in the workplace (Bragger et

al. 2005). Along with work-family conflict, OCB, which refers to employees’ proactive

behavior that goes beyond their direct role requirements (Smith et al. 1983), is one of

the most heavily examined topics in the field of organizational behavior (Levy 2003).

Both OCB and WIF are critical in organizations as each of them has a substantial im-

pact on not only individual outcomes but also organizational success (Organ and Ryan

1995; Kossek and Ozeki 1998). Given the influence of WIF and OCB, the dearth of in-

vestigation on the relationship between them is surprising. The only exception is Brag-

ger et al. (2005), who found a negative relationship between WIF and OCB. Their use

of a cross-sectional sample of teachers and the lack of mediation examination, however,

did not allow for the exploration of the mechanism which underlies the relationship be-

tween WIF and OCB.

In the present research, we first draw upon the conservation of resources theory

(Hobfoll 1989) and social exchange theory (Blau 1964) to investigate the impact of WIF

on OCB via both direct resources path and indirect social exchange path. A higher level

of WIF occurs when the job “takes” too much of an employee’ limited resources and

subsequently leads to conflict between work and family life. Based on the conservation

of resources theory (Hobfoll 1989), we propose that WIF may lead to individuals’

intention to protect their limited resources and, thus, reduce their extra resource in-

vestment in extra-role behavior beyond their job duties, such as OCB. Moreover, based

on the principle of reciprocity in social exchange theory (Blau 1964), we argue that

WIF, as a job demand, leads to individuals’ negative feedback towards their job. The

negative feedback may include negative attitudes, such as lower job satisfaction, which

further leads to the rise of negative behavior or the reduction of positive behavior, such

as a lower level of citizenship behavior. Simply put, we expect that the negative rela-

tionship between WIF and OCB will be mediated by job satisfaction.

Second, drawing on the job demand-control model (Karasek 1979), we expect that in-

dividuals’ decision authority, which refers to the possibilities within the organization

for workers to make decisions about their work (Karasek 1979), will moderate both the

resources path and social exchange path between WIF and OCB. A high level of deci-

sion authority, which denotes a high level of job control, is expected to strengthen the

negative relationship between WIF and OCB and weaken the negative relationship be-

tween WIF and job satisfaction. Combined, we propose that decision authority will sim-

ultaneously moderate the direct path from WIF to OCB and the first path of the WIF–

OCB relationship via job satisfaction (Fig. 1).

Theory and hypotheses
The impact of WIF on OCB via job satisfaction

Work-family conflict is a type of role conflict that consists of time, strain, and behavioral

aspects of conflict between work and family domains, reflecting the incompatibility of
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time, emotion, and behavior in work and family life (Greenhaus and Beutell 1985). As a

dimension of bidirectional work-family conflict, WIF is a “work-to-family conflict,” mean-

ing that the conflict arises due to a person’s working role actively interfering with his or

her family role (Gutek et al. 1991). According to conservation of resources theory (Hobfoll

1989, 2002), a high level of WIF indicates that too much of an individual’s personal re-

sources are used in his or her work settings, and thus insufficient resources are left to

cope with family life, which causes conflict between work and family domains (Greenhaus

and Beutell 1985). As WIF is a role conflict (Greenhaus and Beutell 1985) that requires

employees’ attention and effort, it will additionally consume individuals’ resources. The re-

sources depleting situation will trigger individuals’ resources protection mode, which may

at the cost of the worsen of performance (Halbesleben et al. 2009). As a typical type of

extra-role performance, OCB requests individuals’ time and energy, which can be quit

resource-demanding (Bolino and Turnley 2005). Thus, they may not want to spend extra

resources on discretionary behavior beyond their job duties. For example, citizenship be-

havior that needs extra resources invested towards the job may be reduced under a high

WIF situation.

Hypothesis 1: Work interference with family is negatively associated with

organizational citizenship behavior.

Based on the social exchange theory (Blau 1964), work-family conflict can also be

seen as an indicator of how a job “takes” employees’ personal resources. We believe in-

dividuals under a high level of WIF will be more likely to have negative judgments

about their job, indicated by job dissatisfaction. Based on the reciprocal principle in so-

cial exchange theory (Blau 1964), individuals who think they do not get resource bene-

fits from their job will be less likely to speak well of their job. Indeed, the negative

relationship between work-family conflict and job satisfaction has been supported by

several studies (Bacharach et al. 1991; Kossek and Ozeki 1998; Frye and Breaugh 2004).

Empirical evidence has also supported the positive relationship between job satisfaction

and OCB (Fassina et al. 2007). Research has shown that when employees are not satis-

fied with their jobs, they are less willing to invest resources in the organization, espe-

cially in terms of extra-role performance (Organ 1977; Tyler and Blader 2000).

Combining the above reasoning and empirical evidence, we propose that WIF will have

Fig. 1 WIF and OCB: The mediating role of job satisfaction and moderating role of decision authority
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a negative impact on employees’ job satisfaction, which will, in turn, lead to low levels

of OCB. `

Hypothesis 2: Job satisfaction will mediate the relationship between work interference

with family and organizational citizenship behavior.

The moderating role of decision authority

Based on conservation of resources theory (Hobfoll 1989, 2002), WIF not only indicates

the insufficiency of personal resources but also requires employees’ additional resources

to deal with it. This resource depletion situation might put individuals into resource

protection mode and impede them to spend extra resources on extra-role behaviors,

such as OCB. The reduction of citizenship behavior because of WIF is especially salient

for individuals with a high level of decision authority in that they have freedom over

work-related decisions and control over their jobs (Frese and Fay 2001). With a high

level of decision authority, individuals have more autonomy regulating their discretion-

ary behaviors, such as OCB. For these individuals experiencing a high level of WIF,

under a threat of resources loss, they are more willing to use resource protection strat-

egies, such as reducing extra-role behaviors that consume additional resources. Simply

put, they are more likely to reduce their OCB under a high level of WIF.

In contrast, with low decision authority, individuals’ autonomy for behavior regulation is

limited. For those individuals experiencing a high level of WIF, they are less likely to use re-

source protection strategies and to reduce extra-role behaviors. In other words, they are less

likely to have low levels of OCB when under a high level of WIF. Thus, we predict that:

Hypothesis 3: Decision authority moderates the relationship between work interference

with family and organizational citizenship behavior. Specifically, the negative

relationship between them is stronger when decision authority is high.

According to Karasek (1979), the route from WIF to job satisfaction is recognized as

a strain path, where the job demand (i.e., WIF) is a stressor that causes employees’

stress response, such as dissatisfaction with their job. Besides the strain path hypoth-

esis, the job demand-control model also provides another core prediction, the buffering

hypothesis (Karasek 1979; Johnson and Hall 1988; Van der Doef and Maes 1999). The

buffering hypothesis denotes that employees’ control over work will buffer the adverse

effect of job demand on job attitude. Consistent with the buffering hypothesis, decision

authority, which is a component of job control in the Job Demand-Control Model,

could be a buffer in the negative relationship between WIF and job satisfaction.

With a high level of decision authority, individuals have more control over their deci-

sions and behaviors in the workplace, which can be seen as a type of personal resources

(Smoktunowicz et al. 2015). For these individuals experiencing a high level of WIF, they

are more able to use personal resources to deal with job demands, and less likely to be

dissatisfied with their work. To put it differently, they will be less likely to have a low

level of job satisfaction when experiencing a high level of WIF.

In contrast, with a low level of decision authority, individuals’ personal resources re-

garding job control are limited. For these individuals experiencing a high level of WIF,
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they are less able to use their resources to cope with job demands, and are more likely

to be dissatisfied with their work. In other words, they are more likely to have a low

level of job satisfaction with a high level of WIF. Therefore, we propose that decision

authority weakens the negative relationship between WIF and job satisfaction. More-

over, combined with the previous mediation hypothesis, we propose a moderated medi-

ation hypothesis, in which decision authority moderates the indirect effect of WIF on

OCB via job satisfaction. Thus, we predict:

Hypothesis 4: Decision authority moderates the relationship between work interference

with family and job satisfaction. Specifically, the negative relationship between them

is stronger when decision authority is low.

Hypothesis 5: Decision authority moderates the indirect relationship between work

interference with family and organizational citizenship behavior via job satisfaction.

Specifically, the indirect and negative relationship is stronger when decision authority

is low.

Method
Participants and procedure

Data were collected as part of a large publicly available dataset called the Work, Family,

and Health Study (WFHS; Bray et al. 2013). Participants were recruited from the infor-

mational technology division of a Fortune 500 company. Data were collected in 3 waves

at six-month intervals between each wave. At the baseline (Time 1), 400 employees

from 102 work units reported their demographic information and level of work-family

conflict. At Time 2, employees’ decision authority and job satisfaction were measured.

Finally, employees’ OCB was measured at Time 3. Among the 400 participants, 324 (re-

sponse rate = 81%) provided completed responses regarding the study variables across

all three waves. The average age of the 324 participants was 46.10 years (SD = 8.49). A

majority of the sample (62.7%) self-identified as male. For education level, 17.6% indi-

cated having a high school degree, and 79.9% having a bachelor’s degree or above. All

participants had an average tenure of 13.2 years (SD = 8.52).

Measures

Work interference with family

WIF was measured with Netemeyer and Boles’ (Netemeyer et al. 1996) five-item

work-to-family conflict scale. Participants were asked to think about the past 6 months

and rate their agreement on a 5-point Likert scale (from 1 = strongly disagree to 5 =

strongly agree). A sample item was “The demands of your work interfere with your

family or personal time.” The Cronbach’s α of WIF for the current dataset was 0.92.

Decision authority

Decision authority was measured with a three-item scale adapted from the Job content

questionnaire (Karasek et al. 1998). Decision authority assesses one employee’s oppor-

tunities within the organization to make work-related decisions about their work. Par-

ticipants were asked to rate their agreement on a 5-point Likert scale ranging from 1 =
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strongly disagree to 5 = strongly agree. Items were “Your job allows you to make a lot

of decisions on your own,” “On your job, you have very little freedom to decide (reverse

coded),” and “You have a lot of say about what happens on your job.” The Cronbach’s

α of the decision authority scale for the current dataset was 0.71.

Job satisfaction

Job satisfaction was measured by the three-item scale adopted from Cammann et al.

(1983). Participants were asked to rate how satisfied they were with their jobs on a

5-point Likert scale ranging from 1 = strongly disagree to 5 = strongly agree. Items were

“In general, you like working at your job,” “In general, you are satisfied with your job,”

and “You are generally satisfied with the kind of work you do in this job.” The Cron-

bach’s α of the job satisfaction scale for the current dataset was 0.85.

Organizational citizenship behavior

OCB was measured by Lambert’s (2000) four-item scale of willingness to help out

coworkers. Participants were asked about their relationships with coworkers and to

rate their agreement on a 5-point Likert scale ranging from 1 = never to 5 = all the

time. A sample item was “To what extent do you help other employees with their

work when they have been absent?” The Cronbach’s α of the OCB scale for the

current dataset was 0.73.

Control variables

Participants’ gender, age, educational level and tenure (by years) were controlled in the

current study, as they have been found to affect work-family conflict (Michel et al. 2011).

Results
Preliminary analysis

Participants in the current study were working in 102 teams, so it was possible that the

nested data were non-independent. Thus, intra-class coefficients (ICCs; Shrout and

Fleiss 1979) of the study variables were computed. The ICC1s, which indicate the vari-

ance explained by group membership, were 0.25 for WIF, 0.07 for decision authority,

0.12 for job satisfaction, and 0.08 for OCB. The ICC2s, which indicate the reliability of

group means, were 0.51 for WIF, 0.20 for decision authority, 0.31 for job satisfaction,

and 0.22 for OCB. According to Kenny (1995), an ICC1 of 0.01 is considered a small

group effect, 0.10 is considered a medium group effect, and 0.15 a large effect. Given

that the ICC1s of study variables in the current research ranged from 0.07 to 0.25 when

treating the team as a group variable, there was a considerable group effect regarding

the current research model. We used a hierarchical linear model (HLM) to eliminate

the group effect. Group-level variances of all study variables were controlled in the sub-

sequent analysis.

Tests of discriminant validity

To examine whether key constructs and covariates in the current study (i.e., WIF at

T1, decision authority and job satisfaction at T2, and OCB at T3) were distinguishable

from each other, we conducted a confirmatory factor analysis (CFA) using Mplus 7
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(Muthén and Muthén 2012). CFA results indicated that the 4-factor measurement

model (i.e., all variables are independent of each other) fitted the data well [χ2 (84) =

159.86, p < 0.01, Comparative Fit Index (CFI) = 0.97, Tucker-Lewis Index (TLI) = 0.96,

Root Mean Square Error of Approximation (RMSEA) = 0.05]. In fact, the 4-factor

model fitted the data better than the 3-factor model, in which decision authority and

job satisfaction measured in T2 were combined [χ2(87) = 257.80, p < 0.01, CFI = 0.93,

TLI = 0.91, RMSEA = 0.08], and the one factor model [i.e., all variables were combined,

χ2(90) = 1098.39, p < 0.01, CFI = 0.57, TLI = 0.50, RMSEA = 0.19]. These results provided

support for the discriminant validity of the constructs in the present study.

The means, standard deviations, correlations and reliabilities among the study vari-

ables are presented in Table 1. WIF was negatively associated with job satisfaction (r =

− 0.35, p < 0.01), while decision authority was positively associated with job satisfaction

(r = 0.49, p < 0.01). Moreover, WIF was negatively associated with decision authority (r

= − 0.24, p < 0.01). Furthermore, job satisfaction was positively associated with OCB (r

= 0.17, p < 0.01). Finally, WIF was negatively associated with decision authority (r = −
0.13, p < 0.05).

Hypothesis tests

To examine the role of decision authority in the relationship between WIF and OCB

via job satisfaction, we employed the “direct effect and first stage moderation model”

approach (Edwards and Lambert 2007), in which the moderating effect takes place on

the direct relationship between an independent variable and a dependent variable and

on the first stage of the indirect effect of an independent variable on a dependent vari-

able through a mediator. In our model, job satisfaction played a mediating role in the

relationship between WIF and OCB, and decision authority moderated the path from

WIF to OCB and the path from WIF to job satisfaction. Thus, there was a conditional

direct effect and conditional indirect effect of WIF on OCB at different levels of deci-

sion authority. In addition, the hierarchical linear modeling approach of Mplus 7

(Muthén and Muthén 2012) was used to include the group level variances into the ana-

lysis, thereby ruling out the possible group effect.

Table 1 Means, standard deviations, and correlations

Variable M SD 1 2 3 4 5 6 7

1. Gender 1.37 0.48 –

2. Age 46.10 8.49 0.10 –

3. Education 4.77 0.47 −0.16** − 0.21** –

4. Tenure 13.20 8.52 0.18** 0.49** −0.36** –

5. WIF (T1) 3.06 0.95 0.05 −0.04 0.10 0.04 (0.92)

6. Decision authority (T2) 3.85 0.65 −0.00 0.03 −0.05 0.09 −0.24** (0.71)

7. Job satisfaction (T2) 4.00 0.73 −0.02 0.08 −0.02 0.04 −0.35** 0.49** (0.85)

8. OCB (T3) 3.71 0.58 −0.10 −0.03 0.04 −0.01 − 0.13* 0.15** 0.17** (0.73)

Notes. n = 324. Reliability coefficients are reported along the diagonal. Gender was coded as follows: 1 =male, 2 = female;
Educational level was coded as follows: 1 = grade 1 through 8, 2 = grade 9 through 11 (some high school), 3 = grade 12
or higher (high school graduate), 4 = college 1–3 years (some college or technical school), 5 = college 4 years or more
(college graduate). *p < 0.05; **p < 0.01
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Results first revealed that, after controlling for gender, age, educational level and ten-

ure, the relationship between WIF and OCB was significantly negative (B = − 0.08, p <

0.05). Thus, Hypothesis 1 was supported. Hypothesis 2 proposed that job satisfaction

would mediate the WIF–OCB relationship. After controlling for gender, age, educa-

tional level and tenure, the mediating effect of job satisfaction was examined. In order

to account for the impact of group variance, the covariance of all the study variables

was added to the group level. Results of mediation analysis showed that, after incorpor-

ating decision authority as a control in addition to gender, age, educational level and

tenure, the indirect effect of WIF on OCB through job satisfaction was significant (esti-

mate = − 0.02, SE = 0.01, p < 0.05, 95% CI = [− 0.04, − 0.003]). These results showed that

job satisfaction had a significant mediating effect on the WIF–OCB relationship. There-

fore, Hypothesis 2 was supported.

Following the procedure suggested by Preacher et al. (2007), the proposed moder-

ation hypothesis (Hypothesis 3) and moderated mediation hypotheses (Hypotheses 4

and 5) were examined. As shown in Table 2, the results first revealed that the inter-

active effect of WIF and decision authority on OCB was significant (estimate = − 0.15,

SE = 0.05, p < 0.01, 95% CI = [− 0.25, − 0.05]). We also did a simple slopes test at ±1

standard deviation of decision authority, the results of which are presented in Fig. 2.

WIF was negatively related to OCB for employees with high decision authority (+ 1 SD;

estimate = − 0.13, SE = 0.05, p < 0.01, 95% CI = [− 0.23, − 0.03]), and not significantly re-

lated to OCB for employees with low decision authority (− 1 SD; estimate = − 0.06, SE

= 0.05, ns, 95% CI = [− 0.03, 0.16]). Thus, Hypothesis 3 was supported.

Further, the results also revealed that the interactive effect of WIF and decision au-

thority on job satisfaction was significant (estimate = 0.17, SE = 0.05, p < 0.01, 95% CI

= [0.08, 0.26]). We also did a simple slopes test at ±1 standard deviation of decision au-

thority, the results of which are presented in Fig. 3. The negative relationship between

WIF and job satisfaction was significant for employees with low decision authority (− 1

SD; estimate = − 0.31, SE = 0.05, p < 0.01, 95% CI = [− 0.41, − 0.22]), and less signifi-

cantly related to job satisfaction for employees with high decision authority (+ 1 SD; es-

timate = − 0.09, SE = 0.04, p < 0.05, 95% CI = [− 0.17, − 0.02]). Thus, Hypothesis 4 was

supported.

Table 2 Hierarchical linear regression results of hypothesized effects

Predictor Job satisfaction OCB

Estimate SE Estimate SE

Gender 0.00 0.08 − 0.12 0.06

Age 0.01 0.01 0.00 0.00

Education − 0.06 0.09 0.04 0.07

Tenure 0.00 0.01 0.00 0.01

WIF −0.20** 0.03 − 0.03 0.04

DA 0.44** 0.05 0.09 0.07

WIF × DA 0.17** 0.05 −0.15** 0.05

Job satisfaction 0.12* 0.05

R2 0.32** 0.08**

Notes. n = 324. DA Decision authority, SE Standard error. *p < 0.05, **p < 0.01
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Moreover, decision authority significantly moderated the indirect effect of WIF on

OCB through job satisfaction. Specifically, the indirect effect was significant when de-

cision authority was low (− 1 SD, estimate = − 0.04, SE = 0.02, p < 0.05, 95% CI = [−
0.07, − 0.04]), and not significant when decision authority was high (+ 1 SD, estimate

= − 0.01, SE = 0.01, ns, 95% CI = [− 0.02, 0.00]). The difference in effect size between

the high and low conditions was also significant (estimate = 0.03, SE = 0.01, p < 0.05,

95% CI = [0.00, 0.05]), indicating that the moderating effect of decision authority on

the indirect effect was significant, which supported the moderated mediation hypoth-

esis (Hypothesis 5).

Discussion
Drawing upon the conservation of resources theory (Hobfoll 1989), social exchange

theory (Blau 1964) and the job demand-control model (Karasek 1979), the current

study addressed the void in the literature on the relationship between work-family

Fig. 2 The interaction effect of WIF and decision authority on OCB (SD = standard deviation)

Fig. 3 The interaction effect of WIF and decision authority on job satisfaction (SD = standard deviation)
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conflict and OCB, and investigated the mediating role of job satisfaction and the mod-

erating role of decision authority in this relationship. Specifically, three-wave lagged

data were used to examine whether WIF is negatively associated with OCB and

whether job satisfaction mediates the WIF–OCB relationship. Furthermore, we also ex-

amined how decision authority moderates the direct relationship between WIF and

OCB and the indirect relationship between WIF and OCB via job satisfaction.

Consistent with the conservation of resources theory (Hobfoll 1989), the findings

show that WIF negatively relates to OCB, which implies that a reduced level of citizen-

ship behavior may be a strategy for the conservation of resources. As well, consistent

with social exchange theory (Blau 1964), job satisfaction mediates the WIF–OCB rela-

tionship. This result suggests that WIF associates OCB at least partially through the

judgment of the reciprocity of resources exchange (i.e., job satisfaction).

Moreover, consistent with the job demand-control model (Karasek 1979), our results

also provide support for the moderating role of decision authority in the direct relation-

ship between WIF and OCB and in the indirect relationship between WIF and OCB via

job satisfaction. Decision authority, as job control, plays a strengthening role in the nega-

tive WIF–OCB relationship and a buffering role in the negative relationship between WIF

and job satisfaction. The above results imply that decision authority, as an indicator of in-

dividuals’ control over their work-related decisions, on the one hand, may promote per-

sonal resources protection (i.e., show less OCB) in a resources-demand situation (i.e.,

WIF) to re-balance resources; and on the other hand, may prevent negative social ex-

change (i.e., lower job satisfaction) in a high WIF situation.

Our study has contributed to the existing literature on both areas of work-family

interface and citizenship behavior in two ways. First, given that little research has ad-

dressed the WIF–OCB relationship, let alone investigated the mechanisms or boundary

conditions of the relationship, the current study is one of the first to link these two

highly examined concepts (i.e., WIF and OCB) in the organizational behavior field and

to uncover their relationship with time-lagged data. Drawing upon the conservation of

resources theory (Hobfoll 1989) and social exchange theory (Blau 1964), the present

study not only examines the direct effect of WIF on OCB but also incorporates job sat-

isfaction as an indicator of social exchange into the WIF–OCB relationship. The find-

ings of the mediating role of job satisfaction in the relationship between WIF and OCB

provides novel evidence for the mechanisms or boundary conditions of the WIF–OCB

relationship. In sum, the present research paves the way for a clearer picture of the

connection between the work-family relationship and extra-role performance.

Second, the findings of the current study also reveals the possible “double-edged” role

of decision authority with the incorporation of the job demand-control model. Accord-

ing to social exchange theory (Blau 1964) and the job demand-control model (Karasek

1979), a high level of control over work (i.e., decision authority) could be a buffer in

the social exchange relationship between job demands and job attitude. In the current

study, job demands (i.e., work-family conflict) are less likely to trigger dissatisfaction

for individuals with a high level of decision authority. On the contrary, based on the

conservation of resources theory (Hobfoll 1989), we also find that, for individuals with

a high level of decision authority, they are more likely to reduce their OCB when

experiencing a high level of WIF to protect their personal resources than their low

decision authority colleagues. Decision authority, on the one hand, strengthens the
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resource protection path between WIF and OCB and on the other hand weakens the

social exchange path between WIF and OCB. The two seemingly contradictory effects

may be unified into one purpose by individuals with a high level of decision authority,

which is to retain a positive state of resources, including time, energy and emotion

(Grawitch et al. 2010). The findings of the differential role decision authority has on

job attitude and job behavior shed some light on the job control study, which generally

sees job control as a buffer in the job stressor-strain relationship.

The current study has some practical implications as well. Firstly, given that organi-

zations favor employees’ citizenship behavior, they should try to provide employees with

better working conditions to help them have better work-family balance. During this

process, organizations should pay special attention to employees’ job satisfaction be-

cause it is not only an indicator of employees’ work-family balance but is also associ-

ated with OCB. At the very least, because job satisfaction is a mediator in the

relationship between work-family conflict and OCB, organizations should try to in-

crease job satisfaction in other ways, such as better leadership (e.g., Podsakoff et al.

1990), if work-family conflict is, to some degree, unavoidable.

Secondly, organizations should pay particular attention to policies that give em-

ployees control over their work such as decision authority. It is a double-edged sword

in that it may, on the one hand, increase job satisfaction or reduce job dissatisfaction

but, on the other hand, could also exacerbate the destructive effect of job demands

such as work-family conflict on OCB. In the case of dealing with job demands like

work-family conflict, organizations could try to provide particular types of support such

as work support (Ford et al. 2007), rather than just increase their control over work.

That support, based on the job demand-control-support model (Johnson and Hall

1988), could buffer, rather than strengthen the negative relationship between job de-

mands and positive behavior toward the job.

The current study also has some limitations and, accordingly, will provide some fu-

ture directions. First, although we explore the mechanisms of the WIF–OCB relation-

ship from both resources perspective and social exchange perspective, we only

incorporate the indicator of the social exchange path, namely job satisfaction in the

WIF–OCB relationship and are still far from fully understanding this relationship. Fu-

ture research could address this point and develop a model simultaneously incorporat-

ing both indicators of resources and social exchange. Second, we only investigate

decision authority as a possible boundary condition in the relationship between WIF

and OCB. Future research could examine other possible moderators from other per-

spectives in this relationship. For instance, researchers could draw upon an identity

perspective and examine the role of employees’ work/family role salience as a moder-

ator. Third, notwithstanding that we have both strengthening and buffering hypothesis

about the moderating role of decision authority and both effects are supported, what

feature (s) make it an enhancer or a buffer is less clear and more empirical evidence is

needed. Future studies could address this issue and examine the mechanism of the ef-

fect of decision authority on the path from job demands to job attitude and job behav-

ior. Fourth, considering that decision authority may also increase role demands by

having more choices to make in the organization, future research could investigate the

curvilinear effect of decision authority on the job demand-attitude relationship where

either too little or too much job control is inadequate for individuals. Lastly, although
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we collect data in multiple waves, all study variables are self-reported in nature, which

may limit the validity of the relationship proposed. Future studies could try to use more

objective measures and multi-source measures (e.g., supervisor ratings of OCB) to con-

duct a stronger test for the WIF–OCB relationship.

Conclusion
Drawing upon the conservation of resources theory (Hobfoll 1989), social exchange

theory (Blau 1964), and the job demand-control model (Karasek 1979), the current

study examined the relationship between work-family conflict and OCB with a

three-wave data study. Firstly, WIF was found negatively associated with OCB, and this

relationship was mediated by job satisfaction. In addition, employees’ decision authority

moderated the direct effect of WIF on OCB. Specifically, the negative relationship be-

tween WIF and OCB was stronger when employees’ decision authority was high. Fur-

thermore, decision authority moderated the indirect effect of WIF on OCB via job

satisfaction. Specifically, the negative relationship between WIF and job satisfaction was

weaker when employees’ decision authority was high.
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