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The negative emotional and health effects of work-life conflict (WLC) have been demonstrated in numerous studies regarding organizational psychology and occupational health. However, little is known about WLC’s relationship with positive wellbeing outcomes, including emotional, psychological, and social aspects of workers’ thriving. Furthermore, the mediating processes underlying the effects of WLC remain mostly unknown. The current study investigated the associations of perceived time- and strain-based WLC with positive mental health and thriving at work, as well as the mediating role of mindfulness in these associations. It is argued that WLC causes reduced mindfulness capacities among workers, which is in turn associated with lower positive wellbeing given the importance of mindfulness in emotion regulation. A sample of 330 workers based in Québec, Canada, completed an online survey including a measure of strain- and time-based interference with personal projects (i.e., the goals and activities that define the daily life of an individual) and validated scales of wellbeing outcomes and mindfulness. Results of structural equation modeling revealed negative associations between time- and strain-based WLC with positive mental health and thriving at work. Work-life conflict was related to lower mindfulness, which played a mediating role in the associations between time-based WLC with positive mental health and thriving at work, as well as strain-based WLC with positive mental health. The mediation was complete for the time-based WLC and positive mental health association, but partial for the other mediated pathways, highlighting the need for more research to identify additional mediators. These results highlight that beyond resulting in negative emotional/health outcomes often studied in previous research, WLC may be associated with workers’ reduced potential to live a fulfilling life, in general and in the workplace. Recommendations (e.g., mindfulness intervention to promote emotional regulation, personal project intervention) for workplace policymakers and practitioners are identified.
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INTRODUCTION

In 2016, 47% of working Canadians considered their work to be the most stressful part of daily life (Canadian Centre for Occupational Health and Safety, 2016). Canadian workers also reported work-related stress as the primary cause of their mental health concerns (Shepell and Mental Health Commission of Canada, 2018). Approximately 500,000 Canadian workers take sick leave from work within a given week (Centre for Addiction and Mental Health, n.d.). In European countries, work-life conflict (WLC) has been shown to have maladaptive effects on both mental and physical health (Borgmann et al., 2019). Evidence from German and Austrian samples, for example, have supported the relationship between WLC and mental health concerns, such as depression (Haggag and Geser, 2012; du Prel and Peter, 2015). Of the stressors that can cause mental health concerns, researchers have found that forms of WLC (e.g., time- and strain-based conflicts) negatively affect workers’ emotional wellbeing and health (Haar et al., 2014). However, more research is needed to understand the psychological processes explaining how WLC influences wellbeing. By identifying these processes, interventions to counteract these processes can be developed and implemented in order to support workers’ wellbeing. This research explores the association between WLC and workers’ positive mental health (including positive emotions) and workplace wellbeing in Québec, Canada, as well as the mediating role of mindfulness in that relationship.


Work-Personal Project Conflict and Workers’ Wellbeing

The relationship between work and personal life is generally viewed from two different perspectives, the first being the conflict that workers experience between various work and life demands (Barnett, 1998; Reynolds, 2005) and the second being their ability to balance these demands, thus achieving a higher degree of wellbeing (Reynolds, 2005). In the present article, a work-life conflict perspective is used given that the larger study in which this article is nested included a measure of that construct.

Work-life conflict is characterized by the conflicting roles required by the organization someone is employed by and their own family or personal life (Aslam et al., 2011). Work-life conflict includes two important dimensions, strain- and time-based conflict. As described by Greenhaus and Beutell (1985), time-based conflict refers to the multiple roles that compete for a worker’s time. In this dimension, time pressures that are associated with one’s role (e.g., worker) may make it difficult to comply with the demands in other roles (e.g., parent, partner). Previous research has illustrated the connection of work-related time commitment with WLC, as work-family conflicts increase with working more in a given week (Pleck et al., 1980; Greenhaus and Beutell, 1985). Strain-based WLC refers to the fact that stressors in one domain (e.g., work) lead to negative emotions and physical strain (e.g., tension, anxiety, depression, energy depletion), which reduces one’s capacity to accomplish their roles in the other domains (e.g., personal life; Greenhaus and Beutell, 1985; Steiber, 2009; Kirby, 2017).

When examining conflict between work and personal life, a significant amount of research has focused specifically on work-family conflicts and how demands in the workplace can clash with the demands of family roles (e.g., parent, spouse; Kossek and Lee, 2017). However, exploring work-family conflicts may not always be the most appropriate, as some workers may be single or not have children (Keeney et al., 2013). In comparison to work-family conflict, WLC explores the tensions between work demands and the array of other roles in workers’ lives, including family-related roles, but also roles in other areas such as friendship, self-care, education, and community participation (Kossek and Lee, 2017). Work-life conflict has been related to a greater likelihood of experiencing mental health concerns, even when considering the contributions of other established factors that are associated with impacting workers’ wellbeing (i.e., job characteristics such as demands, control, and support; Neto et al., 2018). Scales used to measure work-life conflict usually include relatively generic items exploring the impacts of work demands on home activities, relationships with friends and family, and a vast array of other life domains outside of work (Keeney et al., 2013). While the findings gained with generic measures are insightful, in the current study, we argue for an idiosyncratic approach that considers the unique goals and interests that matter for each individual, i.e., their personal projects. Varying from one person to another, personal projects are the goals and activities that define the daily life of an individual (Little, 2014, 2017; Little and Coulombe, 2015). The sustainable pursuit of one’s idiosyncratic personal projects has been shown to be associated with higher levels of sense of meaning and happiness (Little, 2014, 2017; Little and Coulombe, 2015). As such, interference of work with personal projects is likely to have an important toll on one’s mental health. Although past research has suggested that an approach for measuring work-life conflict with a focus on personal projects may be useful (Grawitch et al., 2011), it has rarely been implemented, to our knowledge, in empirical studies. A study conducted by Wiese and Salmela-Aro (2008) explored interference between work goals and personal goals. However, the latter were focused on family-related personal goals specifically. Focusing on work interference with what really matters to a person (whether it is family-related or related to other important pursuits, e.g., leisure, self-development, community involvement) has the potential to provide a more nuanced and ecologically valid representation of how WLC affects worker wellbeing.



Wellbeing as More Than the Absence of Mental Health Concerns

Keyes and colleagues (Keyes, 2005; Provencher and Keyes, 2011) have discussed the complexity of mental health as a holistic construct. Their work suggests that complete mental health should be assessed on two dimensions that are only moderately correlated: the absence of mental health concerns (i.e., negative symptoms such as depression and anxiety), and the presence of positive mental health, including positive emotions (e.g., satisfaction, interest), psychological functioning (e.g., purpose, autonomy), and social functioning (e.g., social integration, social contribution). In a study by Coulombe et al. (2016), and contrary to expectations, some people living with common mental health concerns displayed relatively high levels of positive wellbeing despite dealing with significant symptoms of anxiety or depression at the same time. This exemplifies a certain level of independence between the two dimensions of mental health, and the inability to determine one’s level of positive wellbeing solely from measures evaluating negative wellbeing.

Based on these findings, it is evident that conclusions about the relationship between WLC and wellbeing should not be made just by exploring indicators related to negative aspects of wellbeing. Rather, a holistic perspective is crucial. Based on a recent review of the literature on WLC and its outcomes (Gisler et al., 2018), a diverse range of negative outcomes have been considered, such as burnout, anxiety, and depression, while the considered positive mental health indicators (i.e., positive emotions, job satisfaction) seem to be more limited.



Mindfulness and Its Potential Mediating Role

Summarizing the findings of their review on work-life conflict research, Kossek and Lee (2017) identified that while there is evidence on the antecedents and consequences of WLC, there is still a scarcity of research exploring mediators in this body of research. In the current research, we focus on mindfulness as a potential mediator of the effect of WLC on wellbeing outcomes.

Mindfulness refers to “the awareness that emerges through paying attention on purpose, in the present moment, and non-judgmentally to the unfolding of experience moment by moment” (Kabat-Zinn, 2003, p. 145). As a personal disposition, it has been understood as a cognitive style that supports being aware of one’s thoughts and emotions and actively engaging in “being” instead of “doing” (Kostanski and Hassed, 2008). In the current study, we consider mindfulness specifically in the workplace, representing the degree to which one is mindful specifically in their work setting(s) (Dane and Brummel, 2014). As expressed by Dane and Brummel (2014), this degree is considered to be tied to one’s general mindfulness disposition in life, but it is also impacted by other factors, such as contextual elements of work that may “cue” mindfulness for some people.

While we focus our attention on mindfulness as a “state or quality of mind” (Lomas et al., 2017, p. 492), it is also important to note that the term mindfulness is also frequently used to refer to meditation practices or interventions intended to cultivate mindfulness skills, either in a formal therapeutic context or not (see also Glomb et al., 2011). Although the current study does not focus on a mindfulness intervention, findings from such studies are important to note given that they demonstrate that one’s level of mindfulness may change. For example, interventions have been associated not only with increased experiences of state mindfulness, but also with positive changes in participants’ mindfulness dispositions (Kiken et al., 2015; Tang, 2017). Interestingly, although mindfulness can be considered a trait (i.e., disposition) as in the current study, it has been highlighted to be more malleable than other individual differences (Xu et al., 2021). We will argue later that mindfulness levels at work could increase or decrease depending on one’s levels of WLC.

Recent reviews of workplace- and organizational-focused research suggests that mindfulness is associated with positive outcomes for workers and organizations (Lomas et al., 2017; Passmore, 2019). A key process underlying the positive association of mindfulness with positive outcomes is the emotion regulation enhancement associated with higher mindfulness (Guendelman et al., 2017). A few studies have focused on mindfulness in relationship with WLC (or work-life balance); however, these studies explored mindfulness primarily as an intervention rather than a natural state or quality. Mindfulness-based training interventions (i.e., cognitive, emotional, behavioral) have been shown to be associated with improvement of work-family balance (Michel et al., 2014; Kiburz et al., 2017). In a study by Michel et al. (2014), 208 participants received training on exercises related to mindfulness-based cognitive therapy and mindfulness-based stress reduction. Findings indicate that the training positively affected WLC by alleviating their struggles with workplace-related negative cognitions and emotions, as well as energy depletion (Michel et al., 2014). Further, the effects of mindfulness on work-family conflict have been demonstrated by Kiburz et al. (2017) as workers who received mindfulness-based workshops showed a decrease in work-family conflict. These two studies explored the effectiveness of a mindfulness intervention on WLC. However, for the current study, we expand on this work by focusing on mindfulness at work as a cognitive skill that different workers exhibit to varying degrees, in their natural work environment, without an intervention (Dane and Brummel, 2014).

In the workplace context, mindfulness involves workers being conscious of the internal and external stimuli related to the efforts they deploy in their work (Dane and Brummel, 2014; Herda et al., 2019). There is formative research evidence suggesting that mindfulness could play a role in the relationships between WLC and workers’ wellbeing outcomes. First, there is a substantial body of evidence supporting a positive association between levels of mindfulness and workers’ positive outcomes, including higher work performance, work satisfaction, quality of life, and resilience. There is also an association with reduced anger, anxiety, depression, stress, and burnout (see reviews by Good et al., 2016; Lomas et al., 2017; Mesmer-Magnus et al., 2017).

Secondly, increased WLC may be associated with reduced levels of mindfulness. However, to our knowledge, no research has been conducted with a direct focus on the relationship between WLC and workers’ mindfulness. As stated prior, in previous research, mindfulness has mostly been studied as an intervention to reduce WLC, rather than as a cognitive style that should be considered in non-intervention contexts. However, it has been argued that although it has its roots in dispositional mindfulness, workplace mindfulness is likely conditioned (reduced or amplified) by organizational factors (Dane and Brummel, 2014; Reb et al., 2015). Reb et al. (2015) argued that when constrained by negative organizational factors or stressors, workers will experience higher stress and will devote their mental energy to dealing with the stressors, thereby depleting their energy reserve, which is essential to enable being mindful at work. Similarly, Lawrie et al. (2018) explained that psychological demands related to energy loss, time pressure, and thoughts being absorbed by multiple deadlines at the same time would lead to the diminution of the cognitive resources necessary to monitor and focus their attention and awareness, which is key to experiencing mindfulness. The two groups of authors just mentioned found empirical evidence that organizational stressors (e.g., job demands such as requirements to work very hard; Lawrie et al., 2018; poor equipment, inadequate training, conflicting job demands, Reb et al., 2015) relate to lower levels of mindfulness (measured as a trait or a state depending on the study). In another study, busyness and fatigue (in general, not workplace-specific) was found to be significant negative predictors, respectively, of momentary awareness (i.e., being aware of present moment experience) and non-reactivity (i.e., having a non-elaborative, open, and accepting orientation), two aspects involved in mindfulness processes (Suelmann et al., 2018). In the workplace context of the current study, it is plausible to think that, over time, WLC as a workplace organizational factor having an impact on both busyness (time-based WLC) and fatigue (strain-based WLC) would impede the possibility to devote cognitive resources to attention focus, awareness, and non-reactivity, hereby reducing workplace mindfulness.

This is also aligned with several studies suggesting a negative association of stress with one’s level of mindfulness. For example, Crosswell et al. (2019) recently published findings suggesting that higher chronic stress levels were associated with greater levels of mind wandering, a construct negatively related with mindfulness (Mrazek et al., 2012). Another study found that workload was associated with lower levels of mindfulness (Hülsheger et al., 2018). The mediating role of mindfulness that is proposed in the current research is also aligned with a dissertation study conducted with teachers that identified mindfulness as playing a statistically significant (albeit small) mediating role in the relationship between perceived stress and burnout (Hanley, 2017). Finally, a study focusing on the construct of work-family conflict (Davis et al., 2017) showed that the effect of conflict on several outcomes (i.e., life satisfaction, positive and negative affect, perceived health) was mediated by the experiences of repetitive and intrusive thoughts. Although the study did not measure mindfulness per se, it is reasonable to extrapolate the study findings’ applicability to the notion of mindfulness as intrusive thoughts are associated with lower mindfulness scores (Catak, 2012) and reduced rumination is considered a key mechanism underlying mindfulness (Svendsen et al., 2017).

When considering the established connections between mindfulness and workers’ wellbeing, a negative relationship between WLC and mindfulness may translate into more negative wellbeing outcomes. Given the proposed role of mindfulness in emotion regulation (Guendelman et al., 2017), reduced mindfulness could be a major factor explaining the relationship between WLC and workers’ wellbeing. In line with theories and research on workers’ coping with affective events in the workplace (see Scheibe and Zacher, 2013), less efficient emotion regulation likely makes workers more vulnerable to the negative effects of WLC.



Objectives and Hypotheses

In North America, the majority of research exploring WLC has studied the conflict between the demands of the workplace and family among English-speaking workers (e.g., Minnotte, 2012; Shen et al., 2015), but relatively little is known about the experiences of other cultural groups in North America. Using data collected from francophone participants, the largest linguistic group in Québec, Canada, the present study expands our understanding of the relationship between WLC and wellbeing with a population that is culturally distinct from most other provinces in Canada and jurisdictions in North America.

The aim of the present study is to examine the effects of WLC on positive and negative indicators of wellbeing by focusing on the interference of work with personal projects in a sample of francophone workers in Quebec, Canada. Two research questions act as a foundation for the present study: (1) how does WLC (i.e., time- and strain-based conflict between work and personal projects) relate to the positive mental health and workplace wellbeing of workers in Québec, Canada? (2) Is workplace mindfulness a mediator in the association between WLC and workers’ positive mental health and workplace wellbeing? It is further hypothesized that: (a) there are negative associations between time- and strain-based WLC and positive mental health and wellbeing at work; and (b) that these negative associations are explained by the fact that WLC is associated with reduced mindfulness, which in turn is related to lower levels of positive mental health and wellbeing at work.




MATERIALS AND METHODS


Participants

A total of 330 participants based in Québec were surveyed for the purposes of the study, which is nested in a larger study focused on mental health in the workplace (see Meunier et al., 2018, for another published article from that study, focused on strengths use at work and work functioning). The collected sample had an average age of 33.6 years (SD = 11.64), with the lowest and maximum age being 18 and 70. A high proportion of the participants were women (82.2%), heterosexual (86.7%), born in Canada (86.1%), living with at least one more person in their household (78.3%), and had no children (71.5%). Participants were more likely to hold a university degree (56.3%) than a lower degree (34.9% of the participants held other forms of degrees beyond regular secondary diploma, such as college/trade school degrees). The majority of participants perceived themselves as comfortable financially or having sufficient income (73.7%), while 26.3% reported being poor or very poor. The majority of participants held office jobs (25.2%), while others held other positions as professionals (e.g., engineers, psychologists; 21.7%), blue-collar workers (9.9%), technicians (9.3%), managers/leaders (7.1%), or reported being in other jobs (26.7%). Of the participants, 51.4% worked full-time and 48.6% worked part-time.



Procedure

The study was approved by two university Research Ethics Boards where the authors were employed at the time of the study (Université du Québec à Montréal REB #1044_2019; Wilfrid Laurier University REB #5063). De-identified data are available from the authors upon request. Participants were recruited through the help of community organizations within Québec, Canada, who posted an advertisement on their websites. The advertisement was also posted in other local classified online platforms (e.g., Kijiji, Craigslist) and on social media websites (e.g., Facebook). Interested participants had to complete screening questions to determine whether or not they met the inclusion criteria. If they did, participants could continue with completing the survey. Participants had to meet the following inclusion criteria: 18 years of age or older, working 10 hours or more, and be able to read and understand French (language of the majority in Québec). If participants met the inclusion criteria, the website redirected participants to the full online survey on a survey platform. All participants read a consent form and checked a box to indicate their consent to participate. At the end, participants were entered in a random draw to win one of six $50 Amazon gift cards. Given that the advertisement of the study was disseminated to numerous organizations who were invited to share the advertisements as widely as possible, the number of people that could have been reached or were actually reached by the advertisements are not known.



Measures

All the following measures were provided to participants in French.


Positive Mental Health

Positive mental health was measured using the validated short form of the Mental Health Continuum (Keyes, 2002). The 14-item short-form scale, constructed by Keyes (2009), measures the frequency of experienced components of wellbeing within the previous month, including symptoms of emotional (e.g., happy), psychological (e.g., feeling that one likes most parts of their personality), and social (e.g., feeling of belonging to a community) wellbeing. Items are answered on a five-point Likert scale ranging from 0 (never) to 5 (every day). The Canadian Community Health Survey conducted by Statistics Canada (see Gilmour, 2014) uses the French version of the Mental Health Continuum Short Form, which is what we used in the presented study. In our study, the scale achieved a high level of internal consistency (α = 0.93).



Psychological Wellbeing at the Workplace

As a way of measuring psychological wellbeing within the workplace, a subscale was used (Thriving at Work) from a questionnaire originally developed in French by Dagenais-Desmarais and Savoie (2012). That subscale utilizes five items (e.g., “I find my job exciting,” “I find meaning in my work”) that participants answer on a six-point scale ranging from 0 (disagree) to 5 (fully agree). The scale had a high level of internal consistency (α = 0.86).



Work-Life Conflict

The perceived conflict of work commitments with workers’ personal projects was measured using an adapted six-item scale from Carlson et al. (2000) that was developed to measure work interference with family. The scale includes two subscales that measure the effect of strain- and time-based conflict in the workplace on family life. The original scale also includes a subscale related to an additional dimension (i.e., behavior-based conflicts), but it was not included for the purpose of the study. The scale was recently identified as one of the most commonly used measures to assess work-family conflict (Bansal and Agarwal, 2020). Carlson et al. (2000) have shown the reliability of each subscale, as well as their construct validity (e.g., time-based WLC related positively to the level of work involvement, strain-based WLC related negatively to family and life satisfaction).

In the current study, to capture work-personal project conflict (rather than general work-family conflict), items had to be altered to ask about the effect of work on participants’ own personal projects rather than on family life in general. Participants were thus asked to identify and focus on the most important personal projects in their life when answering the work-personal projects conflict scale. To accomplish this, an adaptation (i.e., a shortened version) of Little (1983)’s personal projects analysis approach was included, which asked participants to write down three personal projects, defined as daily life activities and goals (outside of work), that are important to the participants. It is important to note that the personal project measurement approach is intended to be modular and flexible, and the approach can – and should be – adapted to different research questions and contexts (Little and Balsari-Palsule, 2020), like in the current study.

The elicitation of personal projects followed an adapted French version (Houlfort and Sauvé, 2010) of the work-family interference strain- and time-based subscales developed by Carlson et al. (2000). Each subscale included three items that we adapted to focus on work-personal project conflict (rather than the focus on family in the original scale), for example “I am often so emotionally drained when I get home from work that it prevents me from doing my personal projects” (strain-based) and “I have to miss activities related to my personal projects due to the amount of time I must spend on work responsibilities” (time-based). Items were measured on a five-point Likert scale from 1 (totally in disagreement) to 5 (totally in agreement). Although the personal project-focused version of the strain- and time-based WLC subscales is a new measurement development proposed in the context of our study, our data supports the reliability and validity of this modified version of Carlson et al.’s (2000) subscales. We found a high level of consistency for both strain- and time-based conflict subscales (α = 0.84 and 0.88, respectively). Further, the correlations (see Table 1) between the subscales and outcome variables measured in the study follow an expected pattern (i.e., negative moderate correlations with positive mental health and thriving at work), which supports the concurrent validity of the subscales.


TABLE 1. Descriptive statistics and correlations between core variables and control variables (n = 288–330).

[image: Table 1]


Mindfulness

Mindfulness in the workplace was measured using an adaptation of the Mindful Attention Awareness Scale, measuring dispositional mindfulness, developed by Brown and Ryan (2003). A translated French version was developed by Jermann et al. (2009). That scale, however, only assesses mindfulness in one’s life, generally speaking. The original English items had been altered by Dane and Brummel (2014) to refer specifically to mindfulness in the workplace, e.g., “When working… I find it difficult to stay focused on what’s happening in the present.” We applied the same adaptations made by Dane and Brummel (2014) to the French version (Jermann et al., 2009) of the original scale (Brown and Ryan, 2003) in order to obtain a French version focused on mindfulness in the workplace. The resulting score represents mindfulness at work, which, arguably, based on Dane and Brummel’s (2014) conceptualization, is dependent upon one’s level of dispositional mindfulness in life and other contextual factors affecting mindfulness specifically in one’s workplace. Participants answered the items using a six-point Likert scale ranging from 1 (almost never) to 6 (almost always). When implemented within our study, the workplace-adapted Mindfulness Attention Awareness Scale had a Cronbach’s alpha of 0.81.



Control Variables

In order to control for other variables that may influence the wellbeing variables, questions were added to account for different contextual and work-related factors. Gender was included as a binary variable, coding 1 for women and 2 for men. Participants also reported their age and answered a question asking to rate their perceived financial situation on a scale from 1 (financially comfortable) to 4 (very poor). Additionally, participants indicated if they work full-time (1) or part-time (2) and for how many years they have had the same position with the same employer (if they were not doing freelance work). Additionally, participants completed the Ten Item Personality Measure (TIPI; Gosling et al., 2003), which includes two items measuring each of the five personality traits of the Big 5 (extroversion, agreeableness, openness, conscientiousness, neuroticism), for a total of 10 items. As will be explained below, the neuroticism score (r = 0.40 between the two items of that subscale, which suggests adequate internal consistency, Briggs and Cheek, 1986) was used in the analysis. Finally, three items (α = 0.95) related to physical health from the PERMA-Profiler instrument (Butler and Kern, 2016) were included to obtain an indicator of the perceived health status of participants.




Data Analysis

The hypotheses were explored by testing two full structural equation models using the Mplus software (Muthén and Muthén, 1998–2011). Each model focused on a different independent variable: one model with strain-based WLC and another one with time-based WLC. In each model, the measurement part included the observed indicators of WLC (i.e., conflict items) loading on the conflict latent construct, the mindfulness items loading on the mindfulness latent construct, and the psychological wellbeing at work and positive mental health items, each loading on their respective latent construct. The structural component of the model included unidirectional pathways from: (1) the WLC latent construct to the mindfulness latent construct, (2) the mindfulness latent construct to the psychological wellbeing at work latent construct and to the positive mental health latent construct, and (3) from the WLC construct to the psychological wellbeing at work latent construct and to the positive mental health latent construct (i.e., direct effects of the independent variables on the outcomes). In addition, to control for the effects of relevant control variables (age, gender, financial situation, full-time vs. part-time work, and length of current employment), pathways from each of these variables to the psychological wellbeing at work latent construct and to the positive mental health latent construct were included. The model also included a correlation between the two dependent latent constructs (psychological wellbeing at work and positive mental health). The software automatically allows the correlations between all independent variables (including control variables too) to be estimated.

The models were tested using Maximum Likelihood estimation with robust standard errors. Given that conflict variables were missing more than 5% of data (approximately 12% were missing on each), the Full Information Maximum Likelihood approach was used to deal with missing values. The Full Information Maximum Likelihood approach is recognized to be one of the best available means of reducing biases that could arise from missing values (Enders, 2010). The information available from all cases is used in the analysis without imputing data. To reduce missing data-related biases as much as possible, it is recommended to add auxiliary variables in the model in order to increase the likelihood of satisfying the missing condition at random (Enders, 2010). Auxiliary variables do not need to be of substantive interest, however, they need to be correlated with the variables with missing values or with the missingness of these variables. Enders (2010) suggests selecting auxiliary variables that have moderately large (or more) correlation coefficients. In our case, correlations were the largest (0.16 and more) for the TIPI neuroticism score and the perceived health status variable. As such, these variables were incorporated in the models using the Mplus dedicated auxiliary (m) command.

When testing the models, several indicators were considered to assess the adequacy of each model: Comparative Fit Index (CFI) and Tucker Lewis Index (TLI) ≥ 0.90; Root Mean Square Error of Approximation (RMSEA) ≤ 0.07; Standardized Root Mean Square Residual (SRMR) ≤ 0.08 (Hooper et al., 2008). For the initial testing of the first model (i.e., the model focused on time-based strain), modification indices were requested from the software. Modification indices help identify potential improvements that could be made to the model to provide better fit. Modification indices need to be considered with caution and theoretical considerations should be taken into account to make sure the final model’s substantive meaning is theoretically sound (Schumacker and Lomax, 2010).

Once the final model was obtained, the mediation hypothesis was tested. While it is recommended to implement bootstrapping of direct and indirect effects to assess mediation effects in a structural equation modeling environment (Cheung and Lau, 2008), it was not possible to perform bootstrapping in the current study given the inclusion of auxiliary variables: the (m) command necessary for the inclusion of such variables cannot be used in conjunction with bootstrapping in the Mplus software. As an alternative, the Monte Carlo Method for Assessing Mediation (MCMAM) was used (MacKinnon et al., 2004). It provides a confidence interval based on a Monte Carlo simulation from which to assess the significance of the indirect effect. The confidence interval was calculated using an online calculator developed by Selig and Preacher (2008), requesting 20,000 repetitions for the simulation.




RESULTS


Descriptive Statistics and Univariate Correlations

As shown in Table 1, the main study variables were normally distributed, based on indices of skewness and kurtosis. The percentage of missing values for each variable varied between 0 and 12.12%. The two variables with the most missing values were the strain-based and time-based WLC variables. The personal project measure (Little, 1983) presented before these conflict items required participants to answer questions by entering a few words (i.e., short open-ended answers) describing their projects. It was observed that participants seemed more likely to skip these questions compared to other sections of the questionnaire, and as a result they could not answer the WLC questions because they referred to people’s personal projects.

Univariate correlations between the main study constructs were all significant at p ≤ 0.05 and are shown in Table 1. Mindfulness was positively correlated with both psychological wellbeing at work and positive mental health. Furthermore, positive mental health was positively correlated with psychological wellbeing at work. Time-based WLC was found to be negatively correlated with psychological wellbeing at work, positive mental health, and mindfulness. Strain-based WLC was positively correlated with time-based WLC, and negatively correlated with psychological wellbeing at work, positive mental health, and mindfulness.

The possibility of a common methods bias was examined by implementing the Harman’s single factor test using a) an exploratory approach (i.e., principal component analysis) and b) a confirmatory factor analysis approach. To do so, we conducted a principal component analysis in the SPSS software in which the individual items of relevant measures (model 1: mindfulness, time-based work-life conflict, positive mental health, thriving at work; model 2: same variables except that strain-based work-life conflict items were used instead of time-based items) were forced to load on one unrotated factor. The percentage of variance explained by the factor was, respectively, 33.4% and 33.9% for models 1 and 2. The fact that this percentage is below 50% suggests that common methods bias is not an issue (see Archimi et al., 2018). The same two models (i.e., models in which all items are loaded on a single shared construct) were also tested using the Mplus software and the fit indices were retrieved. The fit indices were not satisfying for model 1 and for model 2, respectively: χ2 (377) = 2529.66, TLI = 0.49; CFI = 0.53; RMSEA = 0.13 (90% CI [0.13, 0.14]); SRMR = 0.12, and χ2 (377) = 2407.55, TLI = 0.52; CFI = 0.56; RMSEA = 0.13 (90% CI [0.12, 0.13]); SRMR = 0.12. The lack of fit suggests that common methods bias is not an issue in this dataset (see Malhotra et al., 2006).



Main Analysis

The first tested model was the one including the time-based conflict construct as the independent variable. The initial fit of the model was relatively high, but not excellent: χ2 (501) = 1086.34, TLI = 0.87; CFI = 0.89; RMSEA = 0.06 (90% CI [0.06, 0.06]); SRMR = 0.06. Modification indices suggested adding correlation links between the sixth and the eighth item of the positive mental health measure, as well as between the seventh and the eighth item of that same measure. In addition, modification indices suggested adding a link between the first and the second item of the psychological wellbeing at work measure. The three identified items from the positive mental health measure were all related to the person’s relationship to society. As such, it made theoretical sense that these items would share additional variance beyond the general construct of wellbeing. The two identified items from psychological wellbeing at work both measured emotional responses in relation to work, i.e., excitement and satisfaction, thus it was understandable that these items would share additional variance beyond the general psychological wellbeing at work construct. These five suggested additional pathways were thus added. This resulted in better indicators of fit for the final model: χ2 (498) = 925.40, TLI = 0.92; CFI = 0.91; RMSEA = 0.05 (90% CI [0.05, 0.06]); SRMR = 0.06. That final model is shown in Figure 1. Only the significant pathways (p ≤ 0.05) between the core study variables are presented. As shown in the figure, all the observed indicators loaded as expected on their respective latent construct. There was a significant negative association between time-based WLC and mindfulness. That latent construct was associated positively with positive mental health and psychological wellbeing at work, which were positively associated with each other. While the direct effect of time-based WLC on positive mental health was not significant, there was a remaining significant direct, negative effect of time-based WLC on psychological wellbeing at work.
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FIGURE 1. The (in)direct effect of time-based WLC on positive mental health and psychological wellbeing at work. The figure includes the unstandardized estimates accompanied by standardized estimates in brackets. Only significant links between core study variables are shown in the figure. Control variables described in the methods section were also included, but not represented to facilitate ease of reading. ∗p < 0.05, ∗∗p < 0.01, ∗∗∗p < 0.001.


For the second model, involving strain-based WLC as the independent latent construct, we integrated in the initial tested model the correlations that were added above based on the modification indices concerning positive mental health and psychological wellbeing at work items. The model showed satisfactory fit: χ2 (498) = 963.44, TLI = 0.90; CFI = 0.91; RMSEA = 0.05 (90% CI [0.05, 0.06]); SRMR = 0.06. No modifications were made. That final model is represented in Figure 2, with only significant pathways shown in the figure. As in the previous model, each indicator loaded as expected on their respective latent construct. There was a significant negative association between strain-based WLC and mindfulness. That latent construct was associated positively with positive mental health, but not associated with psychological wellbeing at work. There were significant direct negative effects of strain-based WLC on both positive mental health and psychological wellbeing at work.
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FIGURE 2. The (in)direct effect of strain-based WLC on positive mental health and psychological wellbeing at work. The figure includes the unstandardized estimates accompanied by standardized estimates in brackets. Only significant links between core study variables are shown in the figure. Control variables described in the methods section were also included, but not represented to facilitate ease of reading. ∗ p < 0.05, ∗∗p < 0.01, ∗∗∗p < 0.001.


For both models, MCMAM was used to assess the confidence intervals around the indirect effects of the mediator (i.e., mindfulness). For the indirect effect of time-based conflict on positive mental health through mindfulness, the Mplus-provided (unstandardized) estimate was −0.069 and the MCMAM-based confidence interval (95%) was [−0.118, −0.014]. Given that this interval did not include 0, we concluded that there was a significant negative effect of time-based conflict on positive mental health through mindfulness. Time-based conflict was related to lower mindfulness at work, and in turn, lower mindfulness was related to lower positive mental health. The fact that in the structural equation model (Figure 1) the remaining direct effect of time-based conflict on positive mental health was not significant suggests a complete mediation effect through mindfulness. The indirect effect of time-based conflict on psychological wellbeing at work was also significant and negative, but small: the Mplus-provided estimate was −0.047 and the MCMAM-based confidence interval was [−0.092, −0.002]. Time-based conflict was related to lower mindfulness at work, and in turn, lower mindfulness was related to lower psychological wellbeing at work. In that case, there was a remaining significant effect of time-based conflict on psychological wellbeing at work, suggesting a partial mediation effect.

For strain-based conflict, the indirect effect on positive mental health was significant and negative (Mplus-provided estimate: −0.141; MCMAM-based confidence interval: [−0.235, −0.047]). Strain-based conflict was related to lower mindfulness at work, and in turn, lower mindfulness was related to lower positive mental health. The fact that the remaining direct effect of time-based conflict on positive mental health remained significant (Figure 2) suggests a partial mediation effect. The indirect effect on psychological wellbeing at work was not significant (Mplus-provided estimate: −0.097; MCMAM-based confidence interval: [−0.213, 0.028]), which is consistent with the structural equation modeling results showing a non-significant pathway between mindfulness and psychological wellbeing at work in that model.




DISCUSSION

The study aimed to examine the associations of time- and strain-based work-life projects conflict with positive mental health and psychological wellbeing at work and to explore the role of mindfulness in these associations. Data were collected as part of an online survey conducted with a sample of francophone workers from Québec, Canada, allowing us to explore the topic of work-life conflict with a linguistic minority population within the larger North American context.

The first dependent variable considered was positive mental health, which represents symptoms of positive wellbeing at the emotional, psychological, and social levels (Keyes, 2005; Westerhof and Keyes, 2010; Provencher and Keyes, 2011). Both time- and strain-based conflicts of work with personal projects were found to be associated (directly and/or indirectly) with lower positive mental health. This suggests that, in addition to the associations demonstrated extensively in previous research between WLC and negative indicators of wellbeing (i.e., distress, anxiety, burnout, depression, Gisler et al., 2018; Neto et al., 2018), WLC could be detrimental to positive wellbeing. Previous research shows that positive and negative indicators of wellbeing tend to be correlated, although they do not necessarily have the same antecedents (Keyes, 2005; Karademas, 2007). Although no indicator of negative wellbeing was used in the present study, it is interesting that positive mental health was found to be associated negatively with WLC; it is expected based on previous research (Gisler et al., 2018; Neto et al., 2018) that WLC would also be associated with negative indicators (e.g., anxiety, depression) in our sample. Keyes (2013) argues that a comprehensive perspective on mental health and wellbeing needs to include an intention to study both positive and negative indicators, as they interact and can reinforce each other through time. More neglected by researchers and practitioners compared to negative indicators, positive mental health has been associated with reduced risk of developing future mental health issues (Keyes, 2013). In the workplace, workers’ positive mental health could be protective against work stressors (see Page et al., 2014). In contrast, reduced positive mental health related to work-life conflict could actually put a worker at risk of developing mental health issues in the future. Although research on workers’ positive mental health is still in its infancy, the results found in this study confirm and extend recent findings (Page et al., 2014; Fan et al., 2019; Hori et al., 2019). Particularly, Hori et al. (2019) identified a negative association of occupational stress (i.e., mental workload) with positive mental health; our results seem to suggest that workload and occupational stress could affect positive mental health through work-life conflict mechanisms.

The second dependent variable that we considered was psychological wellbeing at work, which also focuses on positive experiences, but specifically in the workplace context. Time- and strain-based WLC were both (directly and/or indirectly) related to lower psychological wellbeing at work. As highlighted in a review authored by Gisler et al. (2018), most studies have focused on the relationship between WLC and general indicators of psychological health outcomes, although some research has examined domain-specific indicators, such as those related to the workplace. Studies have highlighted the negative effects of WLC on job satisfaction, which in turn would affect general life satisfaction (Gisler et al., 2018). To our knowledge, our study is one of the first studies (or even the first study) to assess the association between WLC and workplace-specific wellbeing indicators beyond job satisfaction. In addition to including items related to feelings of satisfaction and excitement, the measure that we used (Thriving at Work subscale; Dagenais-Desmarais and Savoie, 2012) included items related to meaning, pride, and accomplishment in the workplace, which tap into what is called “eudaimonic wellbeing”, referring to individuals actualizing their potential and finding purpose. This aspect of wellbeing has only recently started to be recognized by organizational and work psychology researchers/practitioners as a central dimension of workers’ health (Bartels et al., 2019; Lysova et al., 2019). Our results contribute to this developing body of literature by identifying WLC as an important factor that may contribute to reduced psychological wellbeing at work. Further, the correlation we found between psychological wellbeing at work and positive mental health suggests that WLC may have synergistic effects, with workplace wellbeing and positive mental health being associated with each other and potentially reinforcing the influence of WLC.

Two interesting observations can be made when comparing the findings from the two models. A first observation is that strain-based WLC seemed to be more related to other variables in the model (e.g., wellbeing) than time-based WLC. This is consistent with findings from a meta-analysis of a small number of available studies in which it was found that strain-based conflict is more strongly related to exhaustion than time-based conflict (Reichl et al., 2014). Based on the interpretation provided by the authors of that meta-analysis, strain-based conflict is thought to directly impact the person’s stress system, while time-based conflict’s impact(s) on the stress system would have to be mediated through its effects on other life stressors, thus leading to some dilution of its measured effect on wellbeing (Reichl et al., 2014). Second, another observation is that the association between mindfulness and psychological wellbeing at work was not significant in the model focused on strain-based WLC while it was significant in the model focused on time-based WLC. However, a closer observation of the standardized estimates suggests only a small difference (magnitude of the difference: 0.06) in the strength of that association between the two models. This may represent a methodological artifact, or it could be due to the fact that inclusion of a different form of WLC has led to changes in the amount of remaining variance to explain in the psychological wellbeing at work variable.

The mediating role of mindfulness in the relationship between time- and strain-based WLC and positive mental health and psychological wellbeing at work was also examined. While most previous research has examined mindfulness as an intervention to reduce WLC or its effects (Michel et al., 2014; Kiburz et al., 2017), our study is the first one to explore the association between WLC and mindfulness (specifically at work) as a cognitive processing style in the workplace, and how in turn, this association relates to wellbeing outcomes. Overall the results confirm that WLC is associated with reduced mindfulness, which is associated with more negative wellbeing outcomes, i.e., reduced positive mental health and psychological wellbeing at work, in line with a few recent studies suggesting that workplace stressors could lead to decreased mindfulness (Davis et al., 2017; Hanley, 2017; Hülsheger et al., 2018; Crosswell et al., 2019).

In terms of the time-based dimension, there was no significant direct effect remaining in relation to positive mental health, suggesting a full mediation effect of mindfulness for that particular outcome. However, a significant remaining direct effect was found between time-based WLC and psychological wellbeing at work, after mindfulness was accounted for. Thus, mindfulness only partially mediated the effect of WLC on psychological wellbeing at work. For strain-based WLC, a similar pattern underlining a partial mediation effect was found for positive mental health. The measure of mindfulness used in the present study (Dane and Brummel, 2014) focused on mindfulness one demonstrates in work-related activities; it is possible that also considering the level of mindfulness that workers demonstrate at home or in their personal life could have led to a complete mediation effect. One could also argue that WLC is likely associated with workers’ wellbeing outcomes through multiple other pathways beyond reduced mindfulness. For instance, Bowen and Zhang (2020) suggest that work-life conflict may be associated with increased substance use and reduced sleep, which for example, we argue, could lead to lower wellbeing as well.

Importantly, WLC was framed around the notion of personal projects as workers were asked to reflect on the extent to which their work interferes with pursuing the projects that matter for them. As personal projects are thought to be highly idiosyncratic and central to people’s sense of who they are (Little, 1983, 1987), it is plausible that interference with personal projects has profound psychological effects on workers by hindering their potential to live in accordance with their personally valued ideals and goals and their authentic self. Future research should explore how the indirect effect of WLC through mindfulness interacts with other potential action mechanisms underlying the association between WLC and wellbeing outcomes, including goal-, value-, and identity-related processes.


Limitations

The study has several limitations. Firstly, the study used a convenience sampling approach, limiting the generalizability of the results to the population of workers in Québec, Canada. In particular, the sample is relatively homogeneous in nature. For example, the sample consisted of young professionals (M = 33.6) who mostly were heterosexual and Canada-born. Thus, our results do not allow us to understand how time- and strain-based WLC and mindfulness may affect the wellbeing of workers that are not members of these dominant categories. For example, LGBTQ+ and newcomers may have different experiences and these are not necessarily represented in the current research (Ali et al., 2017; Kelliher et al., 2019). A recent Canadian study suggests a lack of knowledge of Indigenous perspectives on work-family conflict (Julien et al., 2017). More research with marginalized groups is needed. Additionally, different occupations and positions may present different stressors and expectations, altering WLC experiences and wellbeing (e.g., Higgins et al., 2008). This may not be appropriately captured within the presented study as only 9.9%, 9.3%, and 7.1% of participants reported being blue-collar workers, technicians, or managers/leaders, respectively.

Furthermore, the cross-sectional design of the study prevented us from asserting with certainty the directionality of the identified relationships (e.g., causality). Although the hypothesized directionality of the effects is plausible and based on our review of previous empirical and theoretical work, the study’s cross-sectional, correlational design explored the associations of time- and strain-based WLC with simultaneously measured mindfulness and wellbeing. Due to this, temporal precedence cannot be determined, nor can causality. It could be argued that mindfulness influences the perceived level of WLC (in addition to, or rather than, the opposite direction we put forward in this article). Future studies should investigate these relationships on a longitudinal basis by prospectively following workers over several months or years, with at least three measurement times to allow for a fully longitudinal cross-lagged mediation model to be tested (Selig and Preacher, 2009).

As it may be argued that some factors (e.g., change in leadership, working for a new company, completing a personal project) may lead to concomitant variations in both WLC and mindfulness, future research should also explore potential third variables that could account for the relationship between WLC and mindfulness in order to better establish the causal pathway between these two constructs. Additionally, the current sample size prevented us from examining how both time- and strain-based WLC related to outcomes within a single model. Important knowledge may be gained by incorporating both in a single analysis in order to capture and better understand their potentially interactive impacts on workers’ wellbeing. In the current study, the ratio of the sample size on the number of free parameters in each tested model was approximately three, which is lower than the recommended minimum guidelines (i.e., ratio of 5 or 10, Wang and Wang, 2019). This could have reduced statistical power, and future research is important to further establish the stability of the results.

More research is also needed to better understand how pursuing personal projects may actually play a moderating role on the relationship between WLC and wellbeing. From an existential perspective, it could be argued that if one’s personal projects are meaningful, this could buffer the effect of work-related stressors on the person’s health and wellbeing, given that meaning in life has been identified to be a buffering factor against the impact of stress (Halama, 2014).

The interference of personal projects on work should also be considered. Little’s (1983) personal projects analysis includes a cross-impact matrix that could be adapted in the future to elicit workers’ personal and occupational projects and the reciprocal influence/interference between these goals based on participants’ perceptions (see Wiese and Salmela-Aro, 2008 for an example focused on work and family goals). While the use of a personal project analysis-inspired approach proved to be worthwhile in the present study, the open-ended component (i.e., project list elicitation) may have been perceived to be a burden to some participants, explaining the higher level of missing data on the project-related WLC questions. Future research should explore innovative ways to promote greater participation on these projects-related questions in online survey contexts.



Practical Implications

The study provides cross-sectional evidence that WLC is associated with workers’ lower positive wellbeing in their general life, as well as in the workplace. Furthermore, the results suggest that reduced mindfulness may play a central role in the relationship between WLC and wellbeing outcomes. While more research is needed to firmly establish the directionality of the effects observed in the study, the findings allow us to formulate preliminary recommendations for policymakers, occupational health professionals, and leaders. First, the study adds to the demonstration of the importance for policymakers and workplace leaders to implement programs and policies to institutionalize practices that could help reduce WLC (e.g., allowing flexwork, reducing workload; Higgins et al., 2008); not only can WLC be associated with risks of mental health issues as demonstrated in previous research, but it can also affect workers’ capacity to live a fulfilling personal and professional life. Second, mindfulness-based interventions (e.g., Wolever et al., 2012; Grégoire and Lachance, 2015; Huang et al., 2015) offered in the workplace may be beneficial for workers as they could counteract the negative effects of WLC on workers’ wellbeing by promoting emotion regulation skills (Guendelman et al., 2017). Third, our results suggest that employers should consider devoting more attention and time to listening to workers’ concerns about the effects of their work on the pursuit of the projects that matter in their personal lives. By learning about workers’ personal goals and aspirations, organizations would be better positioned to co-design innovative and efficient means to reduce work-life conflict and to meaningfully support workers in developing themselves outside of work.




DATA AVAILABILITY STATEMENT

The datasets generated for this study are available on request to the corresponding author.



ETHICS STATEMENT

The study was reviewed and approved by the Comité Institutionnel d’Éthique de la Recherche Avec des Êtres Humains from Université du Québec à Montréal and by Wilfrid Laurier University’s Research Ethics Board. The patients/participants provided their written informed consent to participate in this study.



AUTHOR CONTRIBUTIONS

TP wrote most parts of the manuscript, based on his original research idea. SC supervised manuscript writing, conducted the analysis with TP, and wrote the Results section. SM co-developed the study with SC, supervised data collection/cleaning, and helped to develop the knowledge mobilization plan. All authors contributed to the article and approved the submitted version.



REFERENCES

Ali, F., Malik, A., Pereira, V., and Al Ariss, A. (2017). A relational understanding of work-life balance of Muslim migrant women in the west: future research agenda. Int. J. Hum. Resour. Manag. 28, 1163–1181. doi: 10.1080/09585192.2016.1166784

Archimi, C. S., Reynaud, E., Yasin, H. M., and Bhatti, Z. A. (2018). How perceived corporate social responsibility affects employee cynicism: the mediating role of organizational trust. J. Bus. Ethics 151, 907–921. doi: 10.1007/s10551-018-3882-6

Aslam, R., Shumaila, S., Azhar, M., and Sadaqat, S. (2011). Work-family conflicts: relationship between work-life conflict and employee retention – a comparative study of public and private sector employees. Interdiscip. J. Res. Bus. 1, 18–29.

Bansal, N., and Agarwal, U. A. (2020). Examining the relationships among work–life constructs: a review. Bus. Perspect. Res. 8, 257–271. doi: 10.1177/2278533719887456

Barnett, R. C. (1998). Toward a review and reconceptualization of the work/family literature. Genet. Soc. Gen. Psychol. Monogr. 124, 125–182.

Bartels, A. L., Peterson, S. J., and Reina, C. S. (2019). Understanding well-being at work: development and validation of the eudaimonic workplace well-being scale. PLoS One 14:e0215957. doi: 10.1371/journal.pone.0215957

Borgmann, L., Rattay, P., and Lampert, T. (2019). Health-related consequences of work-family conflict from a European perspective: results of scoping review. Front. Public Health 7:189. doi: 10.3389/fpubh.2019.00189

Bowen, P., and Zhang, R. P. (2020). Cross-boundary contact, work-family conflict, antecedents, and consequences: testing an integrated model for construction professionals. J. Constr. Eng. Manage. 146:04020005.

Briggs, S. R., and Cheek, J. M. (1986). The role of factor analysis in the development and evaluation of personality scales. J. Pers. 54, 106–158. doi: 10.1111/j.1467-6494.1986.tb00391.x

Brown, K. W., and Ryan, R. M. (2003). The benefits of being present: mindfulness and its role in psychological well-being. J. Pers. Soc. Psychol. 84, 822–848. doi: 10.1037/0022-3514.84.4.822

Butler, J., and Kern, M. L. (2016). The PERMA-Profiler: a brief multidimensional measure of flourishing. Int. J. Wellbeing 6, 1–48. doi: 10.5502/ijw.v6i3.526

Canadian Centre for Occupational Health and Safety (2016). Mental Health. Available online at: https://www.ccohs.ca/topics/wellness/mentalhealth/ (accessed February 20, 2020).

Carlson, D. S., Kacmar, K. M., and Williams, L. J. (2000). Construction and initial validation of a multidimensional measure of work-family conflict. J. Vocat. Behav. 56, 249–276. doi: 10.1006/jvbe.1999.1713

Catak, P. D. (2012). The Turkish version of mindful attention awareness scale: preliminary findings. Mindfulness 3, 1–9. doi: 10.1007/s12671-011-0072-3

Centre for Addiction and Mental Health (n.d.). Mental Illness and Addiction: Facts and Statistics. Available online at: https://www.camh.ca/en/driving-change/the-crisis-is-real/mental-health-statistics (accessed October 20, 2019).

Cheung, G. W., and Lau, R. S. (2008). Testing mediation and suppression effects of latent variables: bootstrapping with structural equation models. Organ. Res. Methods 11, 296–325. doi: 10.1177/1094428107300343

Coulombe, S., Radziszewski, S., Meunier, S., Provencher, H., Hudon, C., Roberge, P., et al. (2016). Profiles of recovery from mood and anxiety disorders: a person-centered exploration of people’s engagement in self-management. Front. Psychol. 7:584. doi: 10.3389/fpsyg.2016.00584

Crosswell, A. D., Coccia, M., and Epel, E. S. (2019). Mind wandering and stress: when you don’t like the present moment. Emotion 20, 403–412. doi: 10.1037/emo0000548

Dagenais-Desmarais, V., and Savoie, A. (2012). What is psychological well-being, really? A grassroots approach from the organizational sciences. J. Happiness Stud. 13, 659–684. doi: 10.1007/s10902-011-9285-3

Dane, E., and Brummel, B. J. (2014). Examining workplace mindfulness and its relations to job performance and turnover intention. Hum. Relat. 67, 105–128. doi: 10.1177/0018726713487753

Davis, K. D., Gere, J., and Sliwinski, M. J. (2017). Investigating the work-family conflict and health link: repetitive thought as a mechanism. Stress Health 33, 330–338. doi: 10.1002/smi.2711

du Prel, J. B., and Peter, R. (2015). Work-family conflict as a mediator in the association between work stress and depressive symptoms: cross-sectional evidence from the German lidA-cohort study. Int. Arch. Occup. Environ. Health 88, 359–368. doi: 10.1007/s00420-014-0967-0

Enders, C. K. (2010). Applied Missing Data Analysis. New York, NY: Guilford Press.

Fan, J. K., Mustard, C., and Smith, P. M. (2019). Psychosocial work conditions and mental health: examining differences across mental illness and well-being outcomes. Ann. Work Expo. Health 63, 546–559. doi: 10.1093/annweh/wxz028

Gilmour, H. (2014). Positive Mental Health and Mental Illness. Ottawa, ON: Statistics Canada.

Gisler, S., Omansky, R., Alenick, P. R., Tumminia, A. M., Eatough, E. M., and Johnson, R. C. (2018). Work-life conflict and employee health: a review. J. Appl. Biobehav. Res. 23, 1–46. doi: 10.1111/jabr.12157

Glomb, T. M., Duffy, M. K., Bono, J. E., and Yang, T. (2011). “Mindfulness at work,” in Research in Personnel and Human Resources Management, Vol 30, eds A. Joshi, H. Liao, and J. J. Martocchio (Bingley: Emerald Group Publishing Limited), 115–157. doi: 10.1108/S0742-730120110000030005

Good, D. J., Lyddy, C. J., Glomb, T. M., Bono, J. E., Brown, K. W., Duffy, M. K., et al. (2016). Contemplating mindfulness at work: an integrative review. J. Manag. 42, 114–142. doi: 10.1177/0149206315617003

Gosling, S. D., Rentfrow, P. J., and Swann, W. B. Jr. (2003). A very brief measure of the big five personality domains. J. Res. Pers. 37, 504–528. doi: 10.1016/S0092-6566(03)00046-1

Grawitch, M. J., Maloney, P. W., Barber, L. K., and Yost, C. (2011). Moving toward a better understanding of the work and nonwork interface. Ind. Organ. Psychol. 4, 385–388. doi: 10.1111/j.1754-9434.2011.01357.x

Greenhaus, J. H., and Beutell, N. J. (1985). Sources of conflict between work and family roles. Acad. Manag. Rev. 10, 76–88. doi: 10.2307/258214

Grégoire, S., and Lachance, L. (2015). Evaluation of a brief mindfulness-based intervention to reduce psychological distress in the workplace. Mindfulness 6, 836–847. doi: 10.1007/s12671-014-0328-9

Guendelman, S., Medeiros, S., and Rampes, H. (2017). Mindfulness and emotion regulation: insights from neurobiological, psychological, and clinical studies. Front. Psychol. 8:220. doi: 10.3389/fpsyg.2017.00220

Haar, J. M., Russo, M., Suñe, A., and Ollier-Malaterre, A. (2014). Outcomes of work-life balance on job satisfaction, life satisfaction and mental health: a study across seven cultures. J. Vocat. Behav. 85, 361–373. doi: 10.1016/j.jvb.2014.08.010

Haggag, A. K., and Geser, W. (2012). Relation of work family conflict and role quality on depressive symptoms in mothers. J. Public Health 20, 661–671. doi: 10.1007/s10389-012-0497-8

Halama, P. (2014). “Meaning in life and coping: sense of meaning as a buffer against stress,” in Meaning in Positive and Existential Psychology, eds A. Batthyany and P. Russo-Netzer (New York, NY: Springer).

Hanley, R. D. (2017). Dispositional Mindfulness as a Mediator Between Teacher Perceived Stress and Teacher Burnout. Ann Arbor, MI: ProQuest Dissertations Publishing, 1–15.

Herda, D. N., Cannon, N. H., and Young, R. F. (2019). Workplace mindfulness and its effect on staff auditors’ audit quality-threatening behavior. Behav. Res. Account. 31, 55–64. doi: 10.2308/bria-52215

Higgins, C., Duxbury, L., and Lyons, S. (2008). Reducing Work-Life Conflict: What Works? What Doesn’t? Ottawa, ON: Government of Canada.

Hooper, D., Coughlan, J., and Mullen, M. (2008). Structural equation modeling: guidelines for determining model fit. Electron. J. Bus. Res. Methods 6, 53–60.

Hori, D., Oi, Y., Ohtaki, Y., Andrea, C.-S., Takahashi, T., Shiraki, N., et al. (2019). Association between flourishing mental health and occupational stress among workers of Tsukuba Science City, Japan: a cross-sectional study. Environ. Health Prev. Med. 24:64. doi: 10.1186/s12199-019-0823-7

Houlfort, N., and Sauvé, F. (2010). Santé Psychologique des Enseignants de la Fédération Autonome de L’enseignement. Québec, QC: École National d’Administration Publique.

Huang, S.-L., Li, R.-H., Huang, F.-Y., and Tang, F.-C. (2015). The potential for mindfulness-based intervention in workplace mental health promotion: results of a randomized controlled trial. PLoS One 10:e0138089. doi: 10.1371/journal.pone.0138089

Hülsheger, U. R., Walkowiak, A., and Thommes, M. S. (2018). How can mindfulness be promoted? Workload and recovery experiences as antecedents of daily fluctuations in mindfulness. J. Occup. Organ. Psychol. 91, 261–284. doi: 10.1111/joop.12206

Jermann, F., Billieux, J., Larøi, F., d’Argembeau, A., Bondolfi, G., Zermatten, A., et al. (2009). Mindful attention awareness scale (MAAS): psychometric properties of the French translation and exploration of its relations with emotion regulation strategies. Psychol. Assess. 21, 506–514. doi: 10.1037/a0017032

Julien, M., Somerville, K., and Brant, J. (2017). Indigenous perspectives on work-life enrichment and conflict in Canada. Equal. Divers. Incl. 36, 165–181. doi: 10.1108/EDI-11-2015-0096

Kabat-Zinn, J. (2003). Mindfulness-based interventions in context: past, present, and future. [Peer commentary on “Mindfulness training as a clinical intervention: a conceptual and empirical review,” by R. A. Baer]. Clin. Psychol. Sci. Pract. 10, 144–156. doi: 10.1093/clipsy/bpg016

Karademas, E. C. (2007). Positive and negative aspects of well-being: common and specific predictors. Pers. Individ. Differ. 43, 277–287. doi: 10.1016/j.paid.2006.11.031

Keeney, J., Boyd, E. M., Sinha, R., Westring, A. F., and Ryan, A. M. (2013). From “work–family” to “work–life”: broadening our conceptualization and measurement. J. Vocat. Behav. 82, 221–237. doi: 10.1016/j.jvb.2013.01.005

Kelliher, C., Richardson, J., and Boiarintseva, G. (2019). All of work? All of life? Reconceptualising work-life balance in the 21st century. Hum. Resour. Manage. J. 29, 97–112. doi: 10.1111/1748-8583.12215

Keyes, C. L. M. (2002). The mental health continuum: from languishing to flourishing in life. J. Health Soc. Behav. 43, 207–222. doi: 10.2307/3090197

Keyes, C. L. M. (2005). Mental illness and/or mental health? Investigating axioms of the complete state model of health. J. Consult. Clin. Psychol. 73, 539–548. doi: 10.1037/0022-006X.73.3.539

Keyes, C. L. M. (2009). Brief Description of the Mental Health Continuum Short Form (MHC-SF). Atlanta, GA: Author.

Keyes, C. L. M. (2013). “Promoting and protecting positive mental health: early and often throughout the lifespan,” in Mental Well-Being, ed. C. Keyes (Dordrecht: Springer).

Kiburz, K. M., Allen, T. D., and French, K. A. (2017). Work-family conflict and mindfulness: investigating the effectiveness of a brief training intervention. J. Organ. Behav. 38, 1016–1037. doi: 10.1002/job.2181

Kiken, L. G., Garland, E. L., Bluth, K., Palsson, O. S., and Gaylord, S. A. (2015). From a state to a trait: trajectories of state mindfulness in meditation during intervention predict changes in trait mindfulness. Pers. Individ. Differ. 81, 41–46. doi: 10.1016/j.paid.2014.12.044

Kirby, E. L. (2017). “Work-life balance,” in The International Encyclopedia of Organizational Communication, eds C. R. Scott and L. K. Lewis (New York, NY: Wiley), 1–21. doi: 10.1002/9781118955567.wbieoc219

Kossek, E. E., and Lee, K. H. (2017). “Work-family conflict and work-life conflict,” in Oxford Research Encyclopedia of Business and Management. Available online at: https://oxfordre.com/business/view/10.1093/acrefore/9780190224851.001.0001/acrefore-9780190224851-e-52#acrefore-9780190224851-e-52-div2-1 (accessed February 17, 2020).

Kostanski, M., and Hassed, C. (2008). Mindfulness as a concept and a process. Aust. Psychol. 43, 15–21. doi: 10.1080/00050060701593942

Lawrie, E. J., Tuckey, M. R., and Dollard, M. F. (2018). Job design for mindful work: the boosting effect of psychosocial safety climate. J. Occup. Health Psychol. 23, 483–495. doi: 10.1037/ocp0000102

Little, B., and Balsari-Palsule, S. (2020). “Personal projects,” in The Wiley Encyclopedia of Personality and Individual Differences: Models and Theories, eds B. J. Carducci, C. S. Nave, J. S. Mio, and R. E. Riggio (Hoboken, NJ: John Wiley & Sons Ltd).

Little, B. R. (1983). Personal projects: a rationale and method for investigation. Environ. Behav. 15, 273–309. doi: 10.1177/0013916583153002

Little, B. R. (1987). “Personal projects and fuzzy selves: aspects of self-identity in adolescence,” in Self and Identity: Perspectives Across the Lifespan, eds T. Honess and K. Yardley (London: Routledge), 230–245.

Little, B. R. (2014). Well-doing: personal projects and the quality of lives. Theory Res. Educ. 12, 329–346. doi: 10.1177/1477878514545847

Little, B. R. (2017). “Well-doing: personal projects and the social ecology of flourishing,” in Handbook of Eudaimonic Well-Being, ed. J. Vittersö (New York, NY: Springer), 297–305.

Little, B. R., and Coulombe, S. (2015). “Personal projects analysis,” in International Encyclopedia of Social and Behavioral Sciences, 2Edn, eds N. J. Smelser, and P. B. Baltes (Oxford: Elsevier), 757–765.

Lomas, T., Medina, J. C., Ivtzan, I., Rupprecht, S., Hart, R., and Eiroa-Orosa, F. J. (2017). The impact of mindfulness on well-being and performance in the workplace: an inclusive systematic review of the empirical literature. Eur. J. Work Organ. Psychol. 26, 492–513. doi: 10.1080/1359432X.2017.1308924

Lysova, E. I., Allan, B. A., Dik, B. J., Duffy, R. D., and Steger, M. F. (2019). Fostering meaningful work in organizations: a multi-level review and integration. J. Vocat. Behav. 110(Pt B), 374–389. doi: 10.1016/j.jvb.2018.07.004

MacKinnon, D. P., Lockwood, C. M., and Williams, J. (2004). Confidence limits for the indirect effect: distribution of the product and resampling methods. Multivariate Behav. Res. 39, 99–128. doi: 10.1207/s15327906mbr3901_4

Malhotra, N. K., Kim, S. S., and Patil, A. (2006). Common method variance in IS research: a comparison of alternative approaches and a reanalysis of past research. Manag. Sci. 52, 1865–1883. doi: 10.1287/mnsc.1060.0597

Mesmer-Magnus, J., Manapragada, A., Viswesvaran, C., and Allen, J. W. (2017). Trait mindfulness at work: a meta-analysis of the personal and professional correlates of trait mindfulness. Hum. Perform. 30, 79–98. doi: 10.1080/08959285.2017.1307842

Meunier, S., Coulombe, S., and Houle, J. (2018). Can strengths use at work reduce the deleterious effect of depressive and anxiety symptoms on work functioning? Eur. J. Appl. Posit. Psychol. 2, 2397–7116.

Michel, A., Bosch, C., and Rexroth, M. (2014). Mindfulness as a cognitive-emotional segmentation strategy: an intervention promoting work-life balance. J. Occup. Organ. Psychol. 87, 733–754. doi: 10.1111/joop.12072

Minnotte, K. L. (2012). Perceived discrimintation and work-to-life conflict among workers in the United States. Sociol. Q. 53, 188–210. doi: 10.1111/j.1533-8525.2012.01231.x

Mrazek, M. D., Smallwood, J., and Schooler, J. W. (2012). Mindfulness and mind wandering: finding convergence through opposing constructs. Emotion 12, 442–448. doi: 10.1037/a0026678

Muthén, L. K., and Muthén, B. O. (1998–2011). Mplus (Version 7.2) [Software]. Los Angeles, CA: Muthén & Muthén.

Neto, M., Chambel, M. J., and Carvalho, V. S. (2018). Work-family life conflict and mental well-being. Occup. Med. 68, 364–369. doi: 10.1093/occmed/kqy079

Page, K. M., Milner, A. J., Martin, A., Turrell, G., Giles-Corti, B., and LaMontagne, A. D. (2014). Workplace stress: what is the role of positive mental health? J. Occup. Environ. Med. 56, 814–819. doi: 10.1097/JOM.0000000000000230

Passmore, J. (2019). Mindfulness in organizations (part 1): a critical literature review. Ind. Commer. Train. 51, 104–113. doi: 10.1108/ICT-07-2018-0063

Pleck, J. H., Staines, G. L., and Lang, L. (1980). Conflicts between work and family life. Mon. Labor Rev. 103, 29–32.

Provencher, H., and Keyes, C. L. M. (2011). Complete mental health recovery: bridging mental illness with positive mental health. J. Public Ment. Health 10, 57–69. doi: 10.1108/17465721111134556

Reb, J., Narayanan, J., and Ho, Z. W. (2015). Mindfulness at work: antecedents and consequences of employee awareness and absent-mindedness. Mindfulness 6, 111–122. doi: 10.1007/s12671-013-0236-4

Reichl, C., Leiter, M. P., and Spinath, F. M. (2014). Work–nonwork conflict and burnout: a meta-analysis. Hum. Relat. 67, 979–1005. doi: 10.1177/0018726713509857

Reynolds, J. (2005). In the face of conflict: work-life conflict and desired work hour adjustments. J. Marriage Fam. 67, 1313–1331. doi: 10.1111/j.1741-3737.2005.00219.x

Scheibe, S., and Zacher, H. (2013). “A lifespan perspective on emotion regulation, stress, and well-being in the workplace,” in Research in Occupational Stress and Well-Being: The Role of Emotion and Emotion Regulation in Job Stress and Well Being, Vol. 11, eds P. L. Perrewé, C. C. Rosen, and J. R. B. Halbesleben (Bingley: Emerald Group Publishing), 163–193.

Schumacker, R. E., and Lomax, R. G. (2010). A Beginner’s Guide to Structural Equation Modeling. [E-reader Version], 3rd Edn. Available online at: https://www.researchgate.net/profile/Paul_Louangrath/post/Is_it_important_to_run_Stationarity_Unit_root_test_for_Panel_data/attachment/59d637c3c49f478072ea4fcb/AS%3A273690653069317%401442264344600/download/A+Beginner%27s+Guide+to+Structural+Equation+Modeling+3rd.pdf

Selig, J. P., and Preacher, K. J. (2008). Monte Carlo Method for Assessing Mediation: An Interactive Tool for Creating Confidence Intervals for Indirect Effects [Computer software]. Available online at: http://quantpsy.org/

Selig, J. P., and Preacher, K. J. (2009). Mediation models for longitudinal data in developmental research. Res. Hum. Dev. 6, 144–164. doi: 10.1080/15427600902911247

Shen, H., Jiang, H., Jin, Y., and Sha, B.-L. (2015). Practitioners’ work-life conflict: a PRSA survey. Public Relat. Rev. 41, 415–421. doi: 10.1016/j.pubrev.2015.07.011

Shepell, M., and Mental Health Commission of Canada (2018). Canadian Employees Report Workplace Stress as Primary Cause of Mental Health Concerns. Available online at: https://www.mentalhealthcommission.ca/English/news-article/13522/canadian-employees-report-workplace-stress-primary-cause-mental-health-concerns

Steiber, N. (2009). Reported levels of time-based and strain-based conflict between work and family roles in Europe: a multilevel approach. Soc. Indic. Res. 93, 469–488. doi: 10.1007/s11205-008-9436-z

Suelmann, H., Brouwers, A., and Snippe, E. (2018). Explaining variations in mindfulness levels in daily life. Mindfulness 9, 1895–1906. doi: 10.1007/s12671-018-0932-1

Svendsen, J. L., Kvernenes, K. V., Wiker, A. S., and Dundas, I. (2017). Mechanisms of mindfulness: rumination and self-compassion. Nord. Psychol. 69, 71–82. doi: 10.1080/19012276.2016.1171730

Tang, Y.-Y. (2017). The Neuroscience of Mindfulness Meditation. Cham: Palgrave Macmillan.

Wang, J., and Wang, X. (2019). Structural Equation Modeling: Applications using Mplus. Hoboken, NJ: John Wiley & Sons.

Westerhof, G. J., and Keyes, C. L. M. (2010). Mental illness and mental health: the two continua model across the lifespan. J. Adult Dev. 17, 110–119. doi: 10.1007/s10804-009-9082-y

Wiese, B. S., and Salmela-Aro, K. (2008). Goal conflict and facilitation as predictors of work-family satisfaction and engagement. J. Vocat. Behav. 73, 490–497. doi: 10.1016/j.jvb.2008.09.007

Wolever, R. Q., Bobinet, K. J., McCabe, K., Mackenzie, E. R., Fekete, E., Kusnick, C. A., et al. (2012). Effective and viable mind-body stress reduction in the workplace: a randomized controlled trial. J. Occup. Health Psychol. 17, 246–258. doi: 10.1037/a0027278

Xu, X., Jiang, L., Hong, P. Y., and Roche, M. (2021). Will mindful employees benefit from positive work reflection triggered by transformational leadership? A two-study examination. Int. J. Stress Manag. 28, 61–73. doi: 10.1037/str000022


Conflict of Interest: The authors declare that the research was conducted in the absence of any commercial or financial relationships that could be construed as a potential conflict of interest.

Publisher’s Note: All claims expressed in this article are solely those of the authors and do not necessarily represent those of their affiliated organizations, or those of the publisher, the editors and the reviewers. Any product that may be evaluated in this article, or claim that may be made by its manufacturer, is not guaranteed or endorsed by the publisher.

Copyright © 2021 Pacheco, Coulombe and Meunier. This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY). The use, distribution or reproduction in other forums is permitted, provided the original author(s) and the copyright owner(s) are credited and that the original publication in this journal is cited, in accordance with accepted academic practice. No use, distribution or reproduction is permitted which does not comply with these terms.


OPS/images/fpsyg-12-539582-g002.jpg
SWLCI

SWLC2

0.71 (46)*** (.30 | 31y
16

1.00
((67)***

Strain-based
work-life
conflict

. 1.63

(.92)%*x*

1.48
(.83)***

SWLC3

/

1.00
(40)***(.60)*** (L60)***(.49)***(.84)*** ( 55ysskk ( g5ykok
7 / J } \ Yy

1.94

(-.20)**

-0.32

(- 30)kAs

2.40

/|

2.09

0.57
(.30)**

2.64

2.20

PMH3 PMH4 PMHS5 PMH6 PMH?7 PMHS
s 1.08 123 1.47(.73)*** L4L(6T) 127(.61)***g9g  0.92
,‘.h\(j’])*** (75)%** ok ok (50)*** (51)*%
PMH]1 1.00
(.77)***

Positive mental

health

0.30
(41)%*

Psychological

wellbeing at work

3.04

Ml

M2

M3

M4

M5

M6

M7

PMH9

"
1.34 (.76)***
1.17 (68)***

PMH10

PMHI1

1.22

(75)+**
1.31

y

PMH]12

(.74)***
099 .l
(.62)%**

PMHI3

1.70
(.83)***

PMH14

PWBWI1

1.00

(.80)***

A
0.94

PWBW?2

0.34
(A3)*s

/

1.00
(.83)*** *

{95
(.88)***

1.09
(87)***

PWBW3

N\

PWBW4

PWBW5






OPS/images/fpsyg-12-539582-g001.jpg
sk
0.71(46)** 0.49(.31)

PMH3

PMH?2

PMH4

PMH5

PMH6

—

PMHI

T1.08(.77)***

TWLCI

\

1.00
(75)*H*

TWLC2

Time-based

1.26

work-life
conflict

‘_(.98)***

1.07
(.83)***

TWLC3

/

1.00
(‘40)*** (.60)***(.59)***(.48)*** (.84)*** (.54)***(.85)***
¥ ¥ ¥ 4 y y Sy

1.00(.77)%**

i T o S 127(61) o ! -
1.23(.75)** LAT(73)*2*1.41(67)*** 127001 "6 95 50) 0.93(.51) 1.34(76)%**

L23

2.38

2.07

2.64

0.85
(L45)%*x

0.58
(.19)*

2.16

M1

M2

M3

M4

M5

M6

PMH7 PMHS PMH9 PMH10
ol LIT(68)** SR
1.22
(75)*** ~ PMHI12
131
y Jhyn
Positive mental (
health 0.98 - PMHI3
(.61 )%
1.70
(-83)*** pmp14
0.35
(A5 yFF* PWBWI1
1.00
(.79)%**
P PWBW?2
0.94
(81)***
Psychological 1.00
wellbeing at work (83)**** PWBW3
1.11
(.88)***
3.06 16 N pwBw4
(.87)***
M7 \ PWBWS5

e

0.34
(43)x
-~





OPS/images/cross.jpg
3,

i





OPS/xhtml/nav.xhtml




Contents





		Cover



		When Work Conflicts With Personal Projects: The Association of Work-Life Conflict With Worker Wellbeing and the Mediating Role of Mindfulness



		INTRODUCTION



		Work-Personal Project Conflict and Workers’ Wellbeing



		Wellbeing as More Than the Absence of Mental Health Concerns



		Mindfulness and Its Potential Mediating Role



		Objectives and Hypotheses







		MATERIALS AND METHODS



		Participants



		Procedure



		Measures



		Positive Mental Health



		Psychological Wellbeing at the Workplace



		Work-Life Conflict



		Mindfulness



		Control Variables







		Data Analysis







		RESULTS



		Descriptive Statistics and Univariate Correlations



		Main Analysis







		DISCUSSION



		Limitations



		Practical Implications







		DATA AVAILABILITY STATEMENT



		ETHICS STATEMENT



		AUTHOR CONTRIBUTIONS



		REFERENCES

















OPS/images/cover.jpg
frontiers
in Psychology

When Work Conflicts With
Personal Projects:

The Association of Work-Life
Conflict With Worker Wellbeing
and the Mediating Role
of Mindfulness






OPS/images/fpsyg-12-539582-t001.jpg
Measures N M SD Skewness Kurtosis 1 2 3 4 5 6 7 8 9 10 11 12
Core Variables
1. Psychological wellbeing at work 330 3.74 0.91 —0.88 0.61 —
2. Positive mental health 328 3.18 0.99 —0.45 —0.65 0.53* —
3. Mindfulness 321 4.37 0.99 —0.52 0.10 0.25" 0417  —
4. Time-based conflict 290 3.09 1.18 —0.16 0.96 0.23* —0.14* 0.20**
5. Strain-based conflict 291 3.22 1.14 —0.08 0.81 0.32** —0.40** -0.44*  0.50*
Control Variables
6. Gender (1 = women; 2 = men) 325 0.03 0.05 0.00 0.02 0.09
7. Age 329 33.61 11.64 0.85 —0.26 0.08 0.04 0.08 -0.07 0.07 0.19**
8. Perceived financial situation 320 2.15 0.66 0.28 0.24 -0.09 -0.22* -0.09 0.05 0.11 0.06 —0.09 —
9. Employment status (1 = full time; 321 —-0.08 —0.05 0.02 0.02 -0.08 -0.12* -044* 048" -

2 = part-time)
10. Duration (years) at current 322 5.37 6.74 219 5.66 0.12* 0.06 0.04 0.02 0.10 0.02 0.56* -0.21* -0.35"* —

employer

11. Neuroticism 330 4.06 1.50 0.02 -0.78 0.31*  0.43* 039" -0.06 -0.29* 0.22* 0.16* 0.10 0.11 0.01
12. Perceived health status 330 6.36 1.99 —0.55 0.02 0.24*  0.43* 026 -0.13" -0.39* 0.02 0.05 -0.21* -0.02 0.05 0.31**

"0 <0.05; *p < 0.01.








OPS/images/logo.jpg
’ frontiers
in Psychology





