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Claphan, Amanda N. Alternative Work Schedules: Are They the Key to Reducing Work-life 

Conflict and Improving Mental Health?  

Abstract 

Work-life conflict is a widely studied topic in psychology today (Gragnano, Miglioretti, Frings-

Dresen, de Boer, 2017; Jijena-Michel & Jijena Michel, 2012).  It can have a strong impact on an 

individual’s life, including mental health (Lunau, Bambra, Eikemo, Wel, & Dragano, 2014).  

Using work/family border theory, this study includes multiple hypotheses predicting the 

relationship between work-life conflict, mental health, and alternative work schedules.  It is 

predicted that introducing an alternative work schedule into an employee’s life has the potential 

to reduce the conflict that the work and life domains have on mental health. One hundred and 

fifty-eight participants were recruited via Facebook, LinkedIn, and the CESNET Listserv.  

Participants completed a survey that determined schedule flexibility, and levels of work-life 

conflict and mental health.  Results showed that work-life conflict and mental health were 

negatively related, and alternative work schedules and mental health are partially significantly 

positively correlated.  Alternative work schedules were not significantly related to work-life 

conflict.  Additionally, results showed that alternative work schedules did not moderate the 

relationship between work-life conflict and mental health. 
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Chapter I: Literature Review 

With the growing demands of work, it is becoming harder for employees to balance the 

domains of work and life.  When these two domains are in conflict, employees are more likely to 

have poor mental health (Oshio, Inoue, & Tsutsumi, 2017).  Introducing an alternative work 

schedule may allow employees the ability to manage the demands of work and life, and, in turn, 

may improve mental health.  While previous research has explained connections among all three 

of these factors, there remains a gap in how having an alternative work schedule could help 

reduce work-life conflict and lead to increased mental health. 

 This review of literature aims to explore and argue for how different types of alternative 

work schedules and schedule flexibility might act as a moderating variable between work-life 

conflict and mental health.  Figure 1 below illustrates the relationships that this literature review 

will cover.  First, work/family border theory will be described as the foundation for this project 

(Clark, 2000). The relationships between work-life conflict and mental health, alternative work 

schedules and how they relate to work-life conflict and mental health respectively, are reviewed, 

and finally, how a flexible schedule could be a moderator between work-life conflict and mental 

health is discussed.  The primary contribution of this project will be to explore this topic further 

to gain insight on how an alternative work schedule might change the relationship between work-

life conflict and employee mental health of U.S. workers.   
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Figure 1. Hypothesized model. 

Work/Family Border Theory 

 Clark’s (2000) work/family border theory explains the interactions between work and 

family.  This theory aims to predict when conflict between work and family will occur, and how 

to better achieve balance between them (Clark, 2000).  It examines “border crossing” and how 

people are constantly crossing between the “domains” of work and family (Clark, 2000).  These 

transitions from one to another need to be balanced so that there is not conflict between them.   

Clark (2000) describes work/family border theory in terms of the work and family domains, 

borders, border-crossers, and border-keepers. The borders of this theory can be described as the 

points between each domain where one domain ends and another begins.  There are three types 

of possible borders: physical, temporal, and psychological.  The physical borders are used when 

an individual crosses one of the domains from one physical place to another.  For example, when 

an individual leaves the physicality of home, this individual is then crossing over and entering 
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the physical workplace.  Temporal borders, on the other hand, are time-related (Clark, 2000).  

When the workday is over, for instance, a person crosses from the work domain into the home 

domain.  Finally, psychological borders are the rules that individuals create for themselves that 

are specific to one domain over another (Clark, 2000).  For example, a person can decide for 

himself when he wants to cross over from the workplace mindset to the home mindset. 

There are four characteristics that Clark (2000) gives to borders: permeability, flexibility, 

blending, and strength.  Borders are first characterized by their permeability. This is a measure of 

the extent to which the life domain can enter the work domain, and vice versa.  For example, 

working from home could create a situation where home life could interfere with work because 

of the physical location of an individual’s office space.  Border flexibility is described as how 

much a domain can expand or contract depending on the demands of another domain.  For 

example, if an individual must leave work late because she is finishing up a large project, the 

work domain is expanding due to the demands of this project. Some employees experience 

blending, where there are no clear lines of when one domain ends and another starts (Clark, 

2000).  For example, working from home could result in the blending of domains if an individual 

must devote time to both work and family throughout parts of the day.  The final characterization 

is border strength.  Some domains are strong and do not allow for permeability, flexibility, and 

blending, while others are weak and allow for them (Clark, 2000).   

Border theory suggests, given the characteristics of borders, that there are two resulting 

types of people: border crossers and border keepers.  These categories refer to how the individual 

prefers to balance domains, as well as people in the individual’s life that can affect this balance.  

Each has the opportunity to be beneficial or detrimental to the individual’s balance of work and 

life domains.  Managers, supervisors, spouses, and children are examples of border crossers and 
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border keepers in an individual’s life.  When people go between the work and family domains 

frequently, they are referred to as “border crossers” (Clark, 2000).  For example, individuals may 

have children at home that require extra border-crossing due to the demands of caring for these 

children.  Clark (2000) characterizes border crossers into two categories: influence and 

identification.  Influence is important because other people in each domain have influence over 

one another and this could influence the domain’s borders (Clark, 2000).  Identification is 

important because people tend to identify with the roles of each domain, and this influences how 

they interact and balance these domains (Clark, 2000).   

Clark (2000) states that when individuals identify highly with one domain, they have 

more trouble balancing the other domain.  Glavin and Schieman (2012) used work/family border 

theory to study the blurring of roles such as work and family.  Role blurring is described as 

“[t]he experience of confusion or difficulty in distinguishing one’s work from one’s family roles 

in a given setting which these roles are seen as highly integrated, such as doing paid work at 

home” (Desrochers & Sargent, 2004, p. 41).  They suggest that role blurring, or, border crossing, 

is associated with higher levels of work-family conflict.  They found that employees with higher 

work pressures were more likely to experience work-family conflict, as well as employees 

experiencing more role blurring (Glavin & Schieman, 2012).  The work/family border theory 

helped support the authors’ idea that borders between work and family can be blurred and hard to 

distinguish between, which emphasizing the earlier mentioned, “border crossers” (Glavin & 

Schieman, 2012).  Similar to Glavin and Schieman (2012), Donald and Linington (2008) also 

used the work/family border theory to study the relationship between domains. They discovered 

that male managers who shared the roles between work and family domains were able to have 

greater control over them, thus leading to lower work-life conflict (Donald & Linington, 2008).    
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On the other hand, border-keepers are the people such as spouses or supervisors who 

influence how hard it is to maintain balance between the work and life domains.  If a border-

keeper disagrees with an individual on how much flexibility each border has, it leads to more 

conflict between domains (Clark, 2000).  These people offer restrictions in regard to borders that 

cannot be controlled.  For example, if an employee wants to take a personal day off of work to 

spend more time with his or her family, a supervisor can reject this request.  The employee does 

not have control over this border-keeper, so he or she cannot take that day off of work.  The 

theory explains the relationship between work and family domains and the different factors that 

can influence this relationship (Clark, 2000).  Research suggests that an employee will respect 

and trust a supervisor or manager as a border-keeper, when the supervisor or manager is 

respectful of the demands of the life domain (Borgen, 2001). 

Work-life Conflict   

 When employees do not have a balance between the domains of work and life or family, 

they can experience work-life conflict.  For consistency, the term “work-life conflict” will be 

used throughout, although earlier research often focused on work-family conflict specifically, 

whereas the newer “work-life” term captures a wider range of experiences including those 

without families.  The opposite side of the work-life conflict continuum is work-life balance (or 

work-family balance; Jijena-Michel & Jijena Michel, 2012).  Gragnano, Miglioretti, Frings-

Dresen, de Boer (2017) define work-health balance as when an employee feels that he or she has 

the ability to balance the domains of work, life, and mental health.  Three dimensions of work-

life balance include work interference with personal life, personal life interference with work, 

and work/personal life enhancement (Haymen, 2009).  Work/personal life enhancement is the 

ability for one domain to influence and better the other domain.  Achieving this balance across 
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work and life domains can be easy for some, but incredibly difficult for others (e.g., Greenhaus 

& Powell, 2006; Jijena-Michel & Jijena Michel, 2012).   

Antecedents of work-life conflict.  Previous research suggests that there are many things 

that predict work-life conflict such as social support (Ferguson, Carlson, Zivnuska, & Whitten, 

2012; Jang, 2009), facilitation (Pattusamy & Jacob, 2017; van Steenbergen, Ellemers, & 

Mooijaart, 2007), and stress (Amazue & Onyishi, 2016; Karkoulian, Srour, & Sinan, 2016), and 

the blurring of lines between work and life domains (Ferguson et al., 2012; Jang, 2009).  First, 

work-life conflict is predicted by social and organizational support given to individuals.  

Ferguson et al. (2012) and Jang (2009) studied how social support is a predictor of work-life 

conflict.  Ferguson et al. (2012) studied job incumbents and their partners and discovered that 

having support from partners and coworkers does contribute to less work-family conflict.   

Along with social support, work-life conflict is also reduced due to organizational 

support (Krys, Swidrak, Kwiatkowski, & Kosakowski-Berezecka, 2017; Gordon, Whelan-Berry, 

& Hamilton, 2007).  Krys et al. (2017) recently conducted a study to determine how 

organizational support affects couples living in their home country compared to ones living in a 

different country.  Results show that organizational support has a strong effect on minimizing 

work-life conflict for couples in their home country and has no effect on couples living in a 

different country (Krys et al., 2017). Additionally, Gordon et al. (2007) predicted that 

organizational support would lower the effects of conflict between work and life in a sample of 

older working women.  Results showed that organizational support is a main factor in lowering 

work-life conflict.  The authors suggest that organizations should find ways to improve support 

so that employees do not experiencing conflict (Gordon et al., 2007). 
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Another predictor of work-life conflict is the facilitation of one role to another in 

determining satisfaction across domains. Previous research supports that the involvement in the 

work and life domains directly effects satisfaction in the other domain.  In this context, 

facilitating is the act of shifting roles in an effect way to improve satisfaction in both roles.  

Pattusamy and Jacob (2017) and van Steenbergen et al. (2007) both studied how facilitation of 

work and life domains is a predictor of work-life conflict and overall satisfaction.  Both 

discovered that facilitation contributed substantially to their predictions of this relationship.  

Facilitation contributed to work-life conflict and satisfaction.  Pattusuamy and Jacob (2017) 

suggested that reducing conflict between domains resulted in satisfaction in life overall. 

A third predictor of work-life conflict is stress.  Karkoulian et al. (2016), for example, 

discovered that as the level of perceived stress in an employee increases, so does the conflict 

between personal life and work.  Amazue and Onyishi (2016) studied stress coping strategies and 

found that an individual’s ability to cope with stressors from the life and work domains predicts 

work-life conflict.  Additionally, McCutcheon and Morrison (2016) conducted a study in Canada 

to see how stress was related to work-life conflict in women in academia.  Results showed that 

workplace stress was significantly related to work-life conflict (McCutcheon & Morrison, 2016).  

Finally, Wierda-Boer, Gerris, and Vermulst (2009) studied Dutch dual-salary parents who had 

young children to see the effect stress has on work-life conflict.  Results showed that individuals 

with job stress were more likely to experience work-life conflict.  This suggests that stress is 

directly related to how much conflict is experienced between work and life domains. 

Outcomes of work-life conflict.  Just as there are many predictors of work-life conflict, 

there are also many outcomes such as work-family enrichment, stress, and job satisfaction.  

Jijena-Michel and Jijena Michel (2012) and Allen, Herst, Bruck, and Sutton (2000) studied the 
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relationship between work-family conflict and outcomes such as work-family enrichment and 

stress.  Jijena-Michel and Jijena Michel (2012) conducted a study involving the relationship 

between work-family conflict and work-family enrichment.  Work-family enrichment is another 

word for work/personal life enhancement defined above.  Results showed that there was a 

negative relationship between work to family conflict and work to family enrichment, and a 

negative relationship between family to work conflict and family with work enrichment (Jijena-

Michel & Jijena Michel, 2012).  Additionally, Allen et al. (2000) discovered a very strong 

connection between work-family conflict and stress-related outcomes.  The authors also 

mentioned how having poor balance between the work and family (life) domains can lead to 

problems involving employees and their families.  

Another outcome of work-life conflict is job satisfaction.  Brauchli, Bauer, and Hammig 

(2014) and Haar, Russo, Sune, and Ollier-Malaterre (2014) researched how work-life conflict 

and life-work conflict predicted organizational outcomes such as job satisfaction.  Results 

showed that work-life conflict negatively predicted job satisfaction in employees.  Haar et al. 

(2014) studied the outcomes of work-life conflict on job satisfaction in different cultures.  The 

authors discovered that work-life conflict had an impact on job satisfaction in individualistic 

cultures when compared to collectivist cultures (Haar et al., 2014).    The authors suggest that 

this is because individualistic cultures put more importance on work-life conflict/balance in 

determining their quality of life in the workplace. 

Impact of Work-Life Conflict on Mental Health  

When an individual experiences work-life conflict, it can have an impact on his or her 

mental health as well.  Mental health is a growing concern because of the prevalence of anxiety 

and depression in today’s society, particularly in adults.  Research by the Anxiety and 
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Depression Association of America states that over 6.8 million adults suffer from anxiety 

disorders, and 16.1 million have suffered from a depressive episode in the last year (Adaa.org, 

2015).  Addressing employee mental health in the workplace is important because work-life 

conflict has an impact on mental health (Oshio et al., 2017).   

Mental health is often explored as an illness in terms of depression, anxiety, stress, or 

poor sleep quality, and researchers often define it differently.  For example, Lunau, Bambra, 

Eikemo, Wel, and Dragano (2014) discuss mental health in terms of depression.   More 

specifically, Minnotte, Gravelle, and Minnotte (2013) define feelings of depression such as lack 

of interest in normal activities, nervousness, and trouble sleeping.  Additionally, Cooklin et al. 

(2016) define mental health as the presence of psychological distress, and Voydanoff (2005) 

defines it as the opposite: lack of psychological distress.  Voydanoff (2005) describes the lack of 

psychological distress as not experiencing sleep disruptions, psychosomatic symptoms like 

headaches, insomnia, and upset stomach, and feeling nervous or stressed.   

Finally, Diener et al. (2010) define mental health as “flourishing.”  The authors define 

flourishing as an individual’s engagement and interest, pleasant and happy feelings, and feeling 

like the activities they participate in are meaningful and purposeful.  The measure uses items 

related to feeling respected by others, optimism, and having supportive relationships.  For the 

purpose of this study, mental health will be defined as flourishing, in line with Diener et al. 

(2010), and overall psychological well-being, or lack of psychological distress in line with 

Voydanoff (2005).   

Previous research suggests that there is a negative relationship between work-life conflict 

and mental health (e.g., Cooklin et al., 2016; Gragnano et al.; Oshio et al., 2017).  Lunau et al. 

(2014), Minnotte, Gravelle, and Minnotte (2013), and Oshio and colleagues (2017) researched 
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this association.  All studies suggested a negative relationship between work-life conflict and 

mental health.  When individuals are able to avoid border crossing and keep the work and life 

domains separate, their mental health is better.   Results showed that high work-family conflict 

increased the likelihood of reporting psychological distress (Gragnano et al., 2017).  Relatedly, 

Jang (2009) discovered that workplace and supervisory support contributed to lower work-life 

conflict.  When individuals have trouble achieving a balance between work and life, it can have 

an impact on other parts of life such as mental health.   

To further study the impact work-life conflict has on mental health, Cooklin et al. (2016) 

surveyed Australian parents to determine whether work-life conflict and mental health are 

related.  Results show that chronic work-life conflict has a strong negative effect on mental 

health.  The authors suggest that work-life conflict is a key factor in the decline of mental health.  

Aligned with those results, Bull and Mittelmark (2009) studied single and non-single mothers in 

Scandinavia.  They also concluded that work-life conflict has a strong impact on the effect of 

employee mental well-being.  Previous research suggests that when employees are struggling to 

balance the work and life domains, there is a strong negative effect on employee mental health.  

Given the clear pattern of research findings, Hypothesis 1 aims to replicate earlier findings. See 

Figure 1.  

Hypothesis 1: Work-life conflict is negatively related to mental health. 

Alternative Work Schedules   

Although work-life conflict and mental health are consistently negatively related, other 

variables may affect this relationship (e.g. Baltes, Briggs, Huff, Wright, & Neuman, 1999; 

Elbing, Gadon, & Gordon, 1975). Here, the focus will be to explore the possible impact of 

alternative work schedules, or schedule flexibility. Martens, Nijhuis, Van Boxtel, and Knottnerus 
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(1999) define alternative work schedules as adding flexibility to a work schedule in order to find 

balance between work and home.  There are many types of alternative work schedules, such as 

compressed workweek, telecommuting, flexitime/flextime, flexiplace, telework, job sharing.  See 

Table 1 for definitions. 

Table 1 

Alternative Work Schedules Terms and Definitions 

Schedule Type Definition  

Compressed workweek A full 40-hour workweek is compressed into four days, resulting 
in ten-hour workdays rather than the usual eight.   
 

Flexitime/flextime “Employee has no set start or finish time but an agreement to work 
a set number of hours per week or per month” (Tipping, 2012, p. 
21).   
 

Flexiplace “Involves giving people greater options on where they work, 
including possibilities to work at home part or all of the time” 
(Schiff, 1983, p. 26).   
 

Telework Similar to flexiplace where there is flexibility in the location 
where the employee works, and they can be reached by telephone. 
 

Job Sharing A full-time job is divided between two people (Tipping, 2012). 
   

Temporary work “Workers having an employment contract of limited duration, 
irrespective of their being employed through an employment 
agency” (Martens et al., 1999, p.39). 
  

Contracts for being on 
call 

“Workers who should be available for work while being at home 
and waiting for a call (usually by telephone) from their employer” 
(Martens et al., 1999, p.39).  
 

Continuous working 
hours 

“Employees working four-shift or five-shift schemes, including 
night shifts and weekend shifts” (Martens et al., 1999, p.39). 
 

Irregular working hours “Employees working in irregularly changing shifts or with 
frequently varying times for starting or ending their working days, 
while usually not being free to choose their own working hours” 
(Martens et al., 1999, p.39).  
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Although each of these alternative work schedules is different, a clear similarity among 

all of them is the schedule flexibility offered.  Abundant empirical evidence connects alternative 

work schedules (e.g., flexible work schedules, compressed workweeks) with positive 

organizational outcomes such as job satisfaction, absenteeism, satisfaction of work schedule, and 

work-life conflict (e.g. Baltes et al., 1999; Elbing et al., 1975).  Baltes et al. (1999) conducted a 

meta-analysis on the effects of alternative work schedules and compressed working weeks on job 

satisfaction, absenteeism, and satisfaction of work schedule.  Results showed that having an 

alternative work schedule positively influenced all of the above predictors (Baltes et al., 1999).  

Specifically, an alternative work schedule was positively associated with employee productivity, 

job satisfaction, and satisfaction with work schedule (Baltes et al., 1999).  Through previous 

research, it can be concluded that most of the time, the outcomes of having an alternative work 

schedule are positive.  For example, having a compressed working week is found to be positively 

associated with job satisfaction and satisfaction with work schedule (Baltes et al., 1999; Elbing et 

al., 1975).  

Alternative Work Schedule and Work-life Conflict  

Alternative work schedules can aid in adding flexibility to allow employees to address 

the growing demands of the work and life domains.  Martens et al. (1999) stated that alternative 

work schedules are more favorable because they provide employees a chance to balance the 

domains of work and life more easily.  Dizaho & Salleh (2017) stated that in order to achieve 

work-life balance, flexibility in the workplace is essential.  The relationship between alternative 

work schedules and work-life conflict has been studied in great depth already and includes how 

balancing work and life demands improves quality of life (Jang, 2009).  Haymen (2009) and 

Higgins, Duxbury, and Julien (2014), for example, studied flexitime, flexiplace, and job sharing, 
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compressed workweeks, and telework and how they relate to work-life conflict.  Haymen (2009) 

studied office-based employees using a flexitime work schedule to see how they are associated 

the three dimensions of work-life balance: work interference with personal life, personal life 

interference with work, and work/personal life enhancement.  Results supported that employees 

using flextime work schedules reported higher levels or work-life balance compared to their 

coworkers that worked traditional hours (Haymen, 2009; Higgins et al., 2014). 

Researchers have also studied how employees appreciate alternative work schedules and 

can assist with handling responsibilities at home.  Galea, Houkes, and De Rijk (2014) studied the 

connection between alternative work schedules and work-life conflict in five large multinational 

organizations in Luxembourg and the Netherlands via 15 interviews.  Their findings, along with 

Hill et al. (2001), supported that alternative work schedules are appreciated by employees, and 

help with the changing life demands and family needs at each life stage. For example, if a child 

is sick, the individual has the ability to utilize his or her flexible work schedule and stay home 

with a child (Galea et al., 2014; Hill et al., 2001).  Additionally, Lingard, Townsend, Bradley, 

and Brown (2008) discovered that adding a compressed workweek for construction workers in 

Australian was seen to be favorable and appreciated by the employees.  This suggests that 

alternative work schedules benefit employees and lead to lower work-life conflict (Lingard et al., 

2008).  Finally, Shockley and Allen (2007) studied the relationship between responsibilities at 

home and how it is affected by alternative work schedules and work-life conflict.  Results 

showed that when an individual had more responsibilities at home, an alternative work schedule 

helped reduce work-life conflict (Shockley & Allen, 2007).  Previous research suggests that an 

alternative work schedule can help individuals balance the work and life domains.  In line with 
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prior research showing that alternative work schedules and work-life conflict are negatively 

related, Hypothesis 2 aims to replicate earlier findings.  See Figure 1. 

Hypothesis 2: Alternative work schedules are negatively related to work-life conflict. 

Alternative Work Schedules and Mental Health  

 Many authors have demonstrated a positive relationship between the alternative work 

schedules and mental health (Jang, Zippay, & Park, 2012; Joyce, Pabayo, Critchley, & Bambra, 

2010; Moen, Kelly, Tranby, & Huang, 2011).  Moen et al. (2011) conducted an experiment that 

asked employees to participate in a corporate initiative that allowed them a more flexible work 

schedule.  Authors predicted changes in employee well-being, which included increased sleep 

quality and self-reported health, and decreased emotional exhaustion and psychological distress 

(Moen et al., 2011).  Results supported that this flexibility improved employee mental health.  

The authors concluded that offering alternative work schedules could promote employee 

wellness and increased mental health (Moen et al., 2011).  To further this point, Joyce et al. 

(2010) also discovered how an alternative work schedule was positively related to mental health 

through a multiple trial experiment.  Their measured outcomes included mental health (tiredness, 

sleep duration, sleep quality, and alertness, and a self-reported measure of mental health).  The 

authors concluded that when employees had the ability to choose alternative working hours such 

as self-scheduling or flexitime, it had a positive effect on mental health (Jang, Zippay, & Park, 

2012; Joyce et al., 2010).  They also discovered that when individuals were unable to choose 

their working hours, they had a negative impact on mental health (Joyce et al., 2010) 

Previous research has shown support for the relationship between alternative work 

schedules and mental health.  Alternative work schedules and mental health are positively 

related, which means that when individuals have a flexible or alternative work schedule, their 
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mental health is higher.  The majority of these studies have looked at alternative work schedules 

and their relationship with multiple mental health outcomes.  Hypothesis 3 aims to replicate 

earlier findings.  See Figure 1. 

 Hypothesis 3: Alternative work schedules and mental health are positively related. 

Alternative Work Schedule as a Moderator Between Work-life Conflict and Mental Health 

 Although many researchers have linked the relationship between mental health and 

alternative work schedules to work-life conflict independently, few have studied how an 

alternative work schedule, or schedule flexibility might act as a moderator between the two 

variables.  A moderator is a third variable that changes the relationship between two other 

variables.  In this case, if an employee experiences conflict between work and life that results in 

poor mental health, it is predicted that adding an alternative work schedule, or schedule 

flexibility can help improve this relationship (i.e., make it less negative).  Anderson, Coffey, and 

Byerly (2002), for example, concluded that alternative work schedules led to a decrease in work-

life conflict, and that lower work-life conflict, in turn, was associated with lower feelings of 

stress. Thus, work-life conflict acted as a mediating variable between schedules and stress. 

However, it is also possible that alternative schedules change the relationship between 

work-life conflict and mental health (see Figure 1). Specifically, an alternative work schedule 

may lessen the effects of a negative work schedule on mental health by acting as a moderating 

variable between them.  This suggests that the relationship between work-life conflict and mental 

health will become less negative with the incorporation of an alternative work schedule.  

Hypothesis 4 aims to address this gap in our knowledge with the following prediction:  
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Hypothesis 4: Having an alternative work schedule moderates the negative relationship 

between work-life conflict and mental health such that an alternative work schedule can 

help improve mental health when work-life conflict is present. 
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Chapter II: Method 

 The following study will utilize a survey design to explore four hypotheses regarding the 

relationship between work-life conflict, mental health, and alternative work schedules, or 

schedule flexibility.  It is predicted that there are relationships among all variables, and the 

results will be used to better understand these relationships. 

Participants 

 There were 158 participants for this study that were recruited from the researcher’s 

personal Facebook and LinkedIn pages via convenience sampling.  One of the researcher’s 

committee members also sent the survey out through the CESNET Listserv that goes out to 

individuals in counselor education and supervision.  Facebook and LinkedIn allowed the 

researcher to capture a more representative sample of the variability in work schedules needed 

for this study, as opposed to gaining entry into one organization that may only offer one form of 

alternative schedule.  There were 125 females and 32 males (M = 1.20, SD = .40), with an 

average age of 38.50 (SD = 13.64).  The majority of participants were White (92%), and over 

half had a household income of $75,000 or more (55.1%).  Participants were offered an incentive 

of the chance to win a gift card in a drawing that took place after data collection.  The 

participants were asked to participate if they fit the following criteria: (1) above 18 years of age, 

and (2) had a full-time job (~40 hours/week).  Participants included individuals with regular and 

alternative work schedules so that a comparison can be made between the two groups.   

Materials  

 There were several items that were used to measure the relationship between work-life 

conflict, mental health, and alternative work schedules.  
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 Work-life conflict.  Work-life conflict was measured using a modified version of a 

work-life balance measure by Haymen (2005).  The 15-items are part of a 3-dimension scale and 

were rated on a 7-point Likert-type scale, ranging from (1) strongly disagree, to (7) strongly 

agree.  The first seven questions asked about how an employee’s work interferes with their 

personal life. An example question is, “I miss personal activities because of work.”  The internal 

consistency found for this portion was α = .92.  The next four questions asked about how an 

employee’s personal life interferes with work.  An example question is, “My personal life drains 

me of energy for work.”  The internal consistency found for this portion was α = .80.  The last 

four questions asked about work/personal life enhancement, so these questions were phrased in a 

positive way and needed to be reverse scored.  An example question is, “My job gives me energy 

to pursue personal activities.”  The internal consistency found for the last portion was α = .76.  

Item seven and items 12-15 on the scale were reversed scored.  A mean score for each dimension 

and overall was calculated, and higher numbers indicate a higher level of work-life conflict.  The 

overall internal consistency found for this measure was α = .89.  See Appendix A. 

Work schedule.  A 3-item scale by Hill et al. (2010) and an additional question were 

used to measure regular and alternative work schedules.  Regular (e.g., Monday-Friday 9-5) 

schedules was measured as well to use as a comparison.  The scale by Hill et al. (2010) consists 

of two questions asking about an individual’s flexibility in work schedule.  The first question 

asks, “Which of the following best describes where you do most of your work?, which was 

measured on a 5-point Likert-type scale ranging from (1) only at home to (5) only at work.  The 

second question asks, “How much flexibility do you have in scheduling when you work?”, which 

was measured on a 5-point Likert-type scale ranging from (1) no flexibility to (5) complete 

flexibility.  Individuals who rated themselves 1 or 2 are considered to have low flexibility and 
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people who rated themselves 4 and 5 are considered to have high flexibility.  The final question 

was open-ended and asks, “How many hours per week do you typically work?”  An additional 

question asks individuals to choose the schedule that best fits their own with the option of a 

number of regular and flexible scales.  See Appendix B for full list of items. 

 Mental health.  Mental health was measured using two scales, the first of which was an 

8-item measure by Diener, Wirtz, Tov, Kim-Prieto, Choi, Oishi, and Biswas-Diener (2010).  This 

scale measures flourishing and was used measure an individual’s feelings of success in their 

relationships, self-esteem, purpose, and optimism.  The items were rated on a 7-point Likert 

scale, ranging from (1) strongly disagree to (7) strongly agree.  An example question is, “I am 

engaged and interested in my daily activities.”  A mean was calculated for this measure, and 

higher scores indicates better mental health.  Internal consistency found for this measure was α = 

.86.  Additionally, the absence of distress was measured using a 7-item measure by Voydanoff 

(2005). The first three items were rated on a 5-point Likert-type scale ranging from (1) never to 

(5) fairly often. These questions measure psychological distress.  An example question is, “In the 

last month how often have you had trouble sleep to the point that it affected your performance on 

and off the job?”  The last two questions were rated on a 5-point Likert scale ranging from (1) 

never to (5) very often.  An example question is, “During the past month have you been bothered 

by feeling down, depressed, or hopeless?”  All items were averaged, and higher scores are an 

indication of higher levels of psychological distress.  Each item will be reversed scored to 

determine the lack of psychological distress.  Internal consistency found for this scale was α = 

.88.  See Appendix C.   

Demographics.  Participants were also asked the demographics: gender identity, 

race/ethnicity, age, relationship status, and household income. 
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Procedure 

 After IRB approval, surveys were sent out through the researcher’s personal Facebook 

and LinkedIn pages, and to the Listserv via email.  If individuals met the criteria and chose to 

participate in the study, they were shown an implied consent form.  The form included 

information about the study, explained that all responses are confidential, said that any 

participant has the right to stop taking the survey at any point, and could skip any questions they 

feel uncomfortable answering.  After consenting, the participant responded to the questions on 

the survey.  The survey took approximately 10-15 minutes to complete.  After the survey was 

completed, participants were given the opportunity to be put into a randomized drawing for a 

chance to win gift cards.  There were five $20 Visa gift cards offered. 
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Chapter III: Results 

 The data from the survey was exported from Qualtrics into IBM’s SPSS Statistical 

Software version 24.0 (SPSS).  From there, the data were organized and cleaned.  Frequencies 

were run to check for missing data, outliers, and impossible values.  There were no outliers in the 

data set, and between 0-5 missing values per question.  Additionally, necessary items were 

recoded, and composite scores were made for the work-life conflict and mental health variables. 

Next, descriptives were run on the data to look for patterns.  A correlation table including means, 

standard deviations, and reliabilities for all variables is show below.  Refer to Table 1. 
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Table 2 

Correlations for all Variables (N = 151-158) 

  M SD       1       2     3      4     5     6    7 

1. Work-life Conflict dimension 1 3.40 1.41 (.92) 
      

2. Work-life Conflict dimension 2 2.29 .97 .37** (.80) 
     

3. Work-life Conflict dimension 3 3.47 1.11 .36** .39** (.76) 
    

4. Work-life Conflict Total 3.24 .72 .82** .72** .75** (.89) 
   

5. Mental Health measure 1 (Diener et al., 2009) 5.96 .68 -.30** -.38** -.53** -.50** (.85) 
  

6. Mental Health measure 2 (Voydanoff, 2005) 3.42 .83 -.52** -.48** -.50** -.57** .53** (.88) 
 

7. Schedule Flexibility 3.05 1.07 -.15 .54 .51   -.08 .12 .18* -- 
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Additionally, frequencies were run on the type of work schedule participants reported.  Shown 

below is a table displaying these frequencies.  The final choice for this question was “Other: 

please describe.”  This choice allowed respondents to describe their own personal work schedule 

type if it not fit in with the other choices.  Some examples that were written are: “regular day 

plus after school program,” “block 12-hour schedule,” “I have a contractual position that is 

flexible in addition to my primary job,” and “outcome/output-based. Free to work whatever 

hours as long as certain tasks completed on time.” 

Table 3 

Work Schedule Frequencies 

 Schedule Type Frequency 

Fixed 40-hour work schedule  41 

Flexitime/flextime 38 

Flexiplace 27 

Telework 6 

Job Sharing 0 

Temporary work 1 

Contracts for being on call 0 

Continuous working hours 10 

Irregular working hours 10 

Other  22 
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Hypothesis Testing 

The first hypothesis suggested that work-life conflict and mental health would be 

negatively related. Pearson’s correlations were run between each dimension of work-life conflict 

and mental health.  The first dimension of work-life conflict, work interference with personal life 

was significantly negatively correlated with the first r(155) = -.30, p < .001, and the second 

mental health measure r(155) = -.52, p < .001. The second work-life conflict dimension, personal 

life interference with work, was significantly negatively correlated with both the first r(155) = -

.38, p < .001, and the second mental health measure r(155) = -.48, p < .001.  The third work-life 

conflict dimension, work/personal life enhancement, was significantly negatively correlated with 

both the first r(155) = -.53, p < .001 and the second mental health measures r(155) = -.50, p < 

.001.  Finally, work-life conflict overall was significantly negatively correlated both the first 

r(155) = -.50, p < .001 and the second mental health measures r(155) = -.57, p < .001.  All of 

these correlations suggest that when work-life conflict increases, mental health declines.  These 

results generally showed support for H1.  The second hypothesis predicted a positive relationship 

between schedule flexibility and work-life conflict. Here, schedule flexibility was not found to 

be significantly correlated with work-life conflict, r(155) = -.08, p =.307, so H2 was not 

supported.  The third hypothesis predicted that having alternative work schedules would have a 

positive relationship with mental health.  Results showed that the first mental health measure was 

not correlated to schedule flexibility r(155) = .12, p = .123, but the second measure was 

positively correlated r(155) = .18, p = .023, thus partially supporting H3.  See Table 1. 

Prior to exploring H4, simple one-way ANOVAs were run in order to compare work-life 

conflict and mental health means of those with different work schedule types.  The assumptions 

of normal distribution and homogeneity of variance were also tested for all ANOVAs.  Results 
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showed that the data was evenly distributed, and groups had homogeneity of variance.    First, a 

one-way ANOVA was run to explore schedule type on overall work-life conflict, (N = 131), F 

(5, 125) = 3.31, p = .008, np
2 = .12.  Post Hoc Bonferroni tests were used to determine which 

pairs of flexible schedules were different. Results showed a difference between irregular working 

hours (M = 3.71, SD = .51) and flexitime/flextime schedule (M = 3.00, SD = .74).  This means 

that individuals with irregular working hours, had significantly more overall work-life conflict 

than individuals working a flexitime/flextime schedule. 

Next, a series of one-way ANOVAs was used to explore differences in the dimensions of 

work-life conflict to work schedule types. For the first dimension, work interfering with personal 

life, a significance difference between different alternative work schedules (N = 131), F (5, 125) 

= 3.61, p = .004, np
2 = .13 was revealed.  Post Hoc Bonferroni tests showed significance 

differences between continuous working hours (M = 4.46, SD = 1.19) compared to a fixed 40-

hour work schedule (M = 3.02, SD = 1.38), and flexitime/flextime schedule (M = 3.05, SD = 

1.40).  This suggests that individuals with continuous working hours have significantly higher 

work interference with personal life when compared to fixed 40-hour work schedule and 

flexitime/flextime schedules.  The mean levels of work-life conflict dimensions for the 

dimension of personal life interfering with work, (N = 131), F (5, 125) = 1.34, p = .251, and the 

dimension of work/personal life enhancement (N = 131), F (5, 125) = 1.54, p = .183, were 

similar for all alternative work schedules.  

To test for relationships between flexible work schedules and mental health, a final one-

Way ANOVA was conducted.  It was predicted that some flexible schedules would influence 

mental health. However, findings showed a non-significant difference in mental health means 
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among alterative work schedules, for both the first measure (N = 155), F (7, 147) = 1.91, p = 

.072, and the second measure (N = 155), F (7, 147) = 1.69, p = .116. 

 The fourth hypothesis predicted that having an alternative work schedule, or schedule 

flexibility would buffer the negative impact that work-life conflict has on mental health.  To test 

H4, two moderated regressions were conducted in order to determine if schedule flexibility acts 

as a moderator between work-life conflict and both mental health dimensions.  The assumptions 

were tested for this regression, and results showed that the data were normally distributed, there 

is a linear relationship between outcome and independent variables, no multicollinearity, and 

equality of variance. 

First, to control for multicollinearity, centered variables were created for work-life 

conflict and schedule flexibility.  Schedule flexibility was measured with a mean of item 2 on the 

flexibility scale.  Using the centered variables, an interaction variable was created for work-life 

conflict and mental health. Work-life conflict and schedule flexibility were entered in the first 

step, and the interaction variable was entered in the second, with the first mental health 

dimension as the dependent variable.  Results showed that schedule flexibility did not moderate 

the relationship between work-life conflict and the first mental health dimension (β = -.13, p = 

.073).   Next, the same test was run, but with the second mental health dimension as the 

dependent variable.  Results showed that schedule flexibility also did not moderate the 

relationship between work-life conflict and the second mental health dimension (β = -.04, p = 

.510).  Table 3 shows both hierarchical multiple regressions.  Thus, adding flexibility to one’s 

schedule does not change the relationship between work-life conflict and mental health.  

Although schedule flexibility did not act as a moderator, it was found that the amount of 

flexibility did significantly predict mental health for the second dimension (β = .14, p = .041).   
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This means that when an individual has more flexibility in their work schedule, mental health 

increases.  Additionally, in line with earlier correlations, the results also showed that work-life 

conflict predicts mental health in both the first dimension (β = -.51, p < .001), and the second (β 

= -.57, p < .001).  This means that when work-life conflict increases, mental health decreases. 

Table 4 

Regression Analysis Examining the Relationship between Schedule Flexibility and Work-life 

Conflict on First Mental Health Dimension (Diener et al., 2010) 

Variable B SE B  

Step 1 
   

     Work-life Conflict -.47     .07 -.50 

     Schedule Flexibility .05  .04*   .08 

Step 2 
   

     Work-life Conflict -.49     .07 -.51 

     Schedule Flexibility .05* .04*   .08 

     Work-life Conflict * Schedule Flexibility  -.11    .06  -.13 

Note. Step 1 R2 = .26 (p = .235), adjusted R2 = .25; Step 2: R2 = .27 (p = .073), adjusted R2 = .26 

**. Correlation is significant at the .01 level (2-tailed), *. Correlation is significant at the .05 

level (2-tailed). 
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Table 5 

Regression Analysis Examining the Relationship between Schedule Flexibility and Work-life 

Conflict on Second Mental Health Dimension (Voydanoff, 2005) 

Variable B SE B  

Step 1 
   

     Work-life Conflict    -.65      .08 -.56 

     Schedule Flexibility     .11   .05*  .14 

Step 2 
   

     Work-life Conflict     -.66     .07 -.57 

     Schedule Flexibility      .10 .05*  .14 

     Work-life Conflict * Schedule Flexibility   -.04*     .07 -.04 

Note. Step 1 R2 = .35 (p = .040), adjusted R2 = .34; Step 2: R2 = .35 (p = .510), adjusted R2 = .34 

**. Correlation is significant at the .01 level (2-tailed), *. Correlation is significant at the .05 

level (2-tailed). 
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Chapter IV: Discussion 

 This study aimed to examine relationships between work-life conflict, mental health, and 

alternative work schedules.  Additionally, it examined the potential moderating effect of 

schedule flexibility.  It was found that work-life conflict and mental health were significantly 

negatively correlated, as found by Lunau et al. (2014) and Minnotte et al. (2013) as well. 

Although work-life conflict and mental health were found to be correlated in this study, work-

life conflict and schedule flexibility were not related.  This result was surprising due to the 

previous literature that supported a connection between the two variables, which informed H2 

(see Figure 1; Dizaho & Salleh, 2017; Haymen, 2009; Jang, 2009; Martens et al., 1999).  The 

results of this study revealed that work-life conflict cannot be lessened simply by adding 

flexibility to one’s schedule.   

Previous literature suggests that mental health and schedule flexibility are positively 

related (Jang et al., 2012; Joyce et al., 2010; Moen et al., 2011).  Unlike work-life conflict, 

findings of this study aligned with research and found that mental health and schedule flexibility 

were positively related, thus supporting H3 (see Figure 1).  These results suggest that adding 

flexibility to one’s work schedule can work to improve mental health. 

Finally, schedule flexibility did not act as a moderator between work-life conflict and 

mental health on either mental health dimension, as previous supported by Anderson, Coffey, 

and Byerly (2002), and as predicted in H4 (see Figure 1).  Based on the results of this study, 

allowing an employee to utilize an alternative work schedule does not help to negate the impact 

that work-life conflict has on mental health.  This lack of support could be due to the fact that 

some individuals prefer flexibility in their schedule, and some do not.  Depending on the 

individual differences of this sample, those who do not like flexibility could have outweighed 
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those who do.  Future studies should measure preference for flexibility or alternative work 

schedules.   

Practical Implications 

 This study has multiple practical implications.  First, the results of this study suggest that 

work-life conflict is related to mental health.  As conflict between the work and life domains 

increases, an individual’s mental health declines. Individuals who are feeling more conflict could 

have more mental health concerns that could affect other parts of their lives or performance in 

the workplace.  Some of these outcomes include stress, psychological distress, poor sleep 

quality, and emotional exhaustion.  This could be used in the workplace for managers and 

supervisors to understand their employees current state of mental health.  They should check in 

with their employees regarding work-life balance issues given we know conflict in this area is 

related to lower mental health.  Also, if an individual reports poor mental health, managers and 

supervisors could address work-life conflict to see if that is negatively affecting it.   

The results showed that the psychological distress measure was supported when 

comparing to schedule flexibility, but the flourishing measure was not.  This suggests that 

happiness and mental health are not the same.  This study will help managers understand that 

they may have a workforce that is happy but not mentally healthy, or vice versa.  Addressing the 

differences between happiness and mental health will help managers better understand how their 

employees may be feeling.  

Additionally, it was found that schedule flexibility is positively related to mental health.  

When an individual adds more flexibility to their work schedule, mental health improves.  This 

should be used in the workplace to address mental health in employees.  If an employee reports 

low or declining mental health, their manager or supervisor could work with the employee on 
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adding some flexibility to his or her schedule.  Adding flexibility could help improve mental 

health. 

The results of this study could also be used in the workplace to inform employers of the 

benefits of addressing work-life conflict, mental health, and schedule flexibility.  These variables 

relate to one another in multiple ways, and it would be beneficial to employers to monitor well-

being by regularly checking in with their employees.  Managers and Human Resources 

professionals should also use this information to inform decisions regarding scheduling, to 

ensure that employees can do their best work with the work schedule that they follow.  Finally, 

employers should regularly check in with employees to promote conversations about the 

relationship between work-life conflict, mental health, and schedule flexibility.   

Limitations and Future Directions 

 As with all research, this study has limitations that deserve consideration.  Participants 

for this study came primarily from the researcher’s personal Facebook and LinkedIn pages (a 

convenience sample).  Here, the majority of the participants reported being White. Additionally, 

the majority of participants were female, and over half had a household income of $75,000 or 

more.  These are limitations because this is not necessarily an accurate representation of 

everyone who has a full-time job, so it suggests limited generalizability.  Future studies that 

utilize a probability sample could get a better representation of the general population.  

Additionally, due to the majority of the sample consisting of women, future research should 

consider men, parents, or how differing home dynamics affect work-life conflict and mental 

health. 

 Another limitation is that only individuals with a full-time job were surveyed.    The 

results of this study could have been drastically different if individuals who work part-time were 



 
38  

taken into consideration.  Due to working less hours per week, the work-life conflict and mental 

health of part-time employees is likely to be different than those who work 40 or more hours per 

week.  Also, some individuals hold multiple part-time jobs, which could lead to scheduling and 

time constraints.  Future studies should combine both part-time and full-time employees in order 

to make comparisons between groups. 

The broad range of flexible work schedules that were addressed in this study is also a 

limitation.  First, by having nine options, it allowed for potential confusion for participants in 

choosing which one best fit their own schedule.  Some participants used the qualitative write-in 

option to write their work schedule, when what they wrote could have been categorized as one of 

the choices provided.  Second, this allowed assessment and comparison of many kinds of 

schedules against work-life conflict and mental health.  Future studies should use this to address 

specific schedules that had significant correlations in order to dive deeper into those.  On the 

other hand, there are likely more than nine flexible work schedules that exist.  Future studies 

have the opportunity to broaden or narrow the scope to gather more information regarding 

flexibility in work schedules. 

Conclusion 

 The findings of this study suggest that mental health is directly linked to both the work-

life conflict and schedule flexibility of full-time employees.  A negative relationship was found 

between work-life conflict and mental health, meaning that as work-life conflict increases, 

employee mental health decreases.  A positive relationship was found between schedule 

flexibility and mental health, meaning that employee mental health improves as more flexibility 

is added to their schedule.  Surprisingly, work-life conflict and schedule flexibility were not 

related, and schedule flexibility does not moderate the relationship between work-life conflict 
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and mental health.  Additional research on this topic will provide more information on how 

work-life conflict, mental health, and schedule flexibility are all related, and how this can be 

applied and used to improve employee well-being. 
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Appendix A: Modified Individual Work-Life Balance Measure (Haymen, 2005) 

 
Please indicate the level to which you agree with each statement on a 1-7 scale where: 
 
1- Strongly disagree 
2- Disagree 
3- Somewhat Disagree 
4- Neither Agree nor Disagree 
5- Somewhat Agree 
6- Agree 
7- Strongly Agree 

 
Statements: 

1. My personal/family life suffers because of work. 
2. My job makes personal/ family life difficult. 
3. I neglect personal/ family needs because of work. 
4. I put personal/ family life on hold for work. 
5. I miss personal/ family activities because of work. 
6. I struggle to juggle work and non-work. 
7. I am happy with the amount of time for non-work activities. 
8. My personal/ family life drains me of energy for work. 
9. I am too tired to be effective at work. 
10. My work suffers because of my personal/ family life. 
11. I find it hard to work because of personal/ family matters. 
12. My personal/ family life gives me energy for my job. 
13. My job gives me energy to pursue personal/ family activities. 
14. I am in a better mood at work because of my personal/ family life. 
15. I am in a better mood at home because of my job.  
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Appendix B: Schedule Type Items (Hill et al., 2010) and Additional Question 

 
Please indicate the level to which statement fits your work schedule: 
 
Statements: 
 

1. Which of the following best describes where you do most of your work? 
1. Only at home 
2. Mostly at home 
3. Equally at home and work 
4. Mostly at work 
5. Only at work 
 

2. How much flexibility do you have in scheduling when you work? 
1. No flexibility 
2. Little flexibility 
3. Some flexibility 
4. Mostly flexible 
5. Complete flexibility  
 

3. How many hours per week do you typically work? ________ 
 

Additional Question 
 

Please indicate which statement best fits your work schedule: 
 

1. Fixed 40 hour work schedule (e.g. Monday-Friday 9-5) 
2. Flexitime/flextime: No set start or finish time, but agrees to work a certain number of 

hours per week (e.g. 40 hours) 
3. Flexiplace: Ability to work from multiple locations, including working at home for part 

of the time 
4. Telework: Similar to flexiplace where there is flexibility in the location where the 

employee works, and they can be reached by telephone 
5. Job Sharing: A full-time job that is divided between two people 
6. Temporary work: Having an employment contract usually with an employment agency, 

that is of limited duration 
7. Contracts for being on call: available for work while at home via phone call  
8. Continuous working hours: working four or five-shifts in a row, including night shift or 

weekend shifts 
9. Irregular working hours: working changing shifts with varying start and end times.  Not 

usually free to choose own working hours.  
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Appendix C: Mental Health Measure (Diener, Wirtz, Tov, Kim-Prieto, Choi, Oishi, and 

Biswas-Diener 2010; Voydanoff, 2005) 

 
Diener et al. (2010) 
 
Please indicate the level to which you agree with each statement on a 1-7 scale where: 
 
1- Strongly Disagree 
2- Agree 
3- Slightly agree 
4- Neither agree nor disagree 
5- Disagree 
6- Strongly disagree  
 
Questions:  
 
1. I lead a purposeful and meaningful life  
2. My social relationships are supportive and rewarding   
3. I am engaged and interested in my daily activities 
4. I actively contribute to the happiness and well-being of others 
5. I am competent and capable in the activities that are important to me  
6. I am a good person and live a good life 
7. I am optimistic about my future 
8. People respect me 
 
Voydanoff (2005) 
 
Please indicate the level to which you agree with each statement on a 1-7 scale where: 
 
1- Never 
2- Almost never 
3- Sometimes 
4- Fairly often 
5- Very often 
 
Questions: 
 
In the last month how often have you… 
1. Been bothered by minor health problems such as headaches, insomnia, or stomach upsets? 
2. Had trouble sleeping to the point that it affected your performance on and off the job? 
3. Felt nervous and stressed 
4. Felt that you were unable to control the important things in your life 
5. Felt that difficulties were piling up so high that you could not overcome them? 
 
Please indicate the level to which you agree with each statement on a scale where: 
1 - Strongly Disagree 
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2 – Disagree 
3 – Neither Agree nor Disagree 
4 – Agree 
5 – Strongly Agree  
 
Questions: 
 
During the past month… 
6. Have you been bothered by feeling down, depressed, hopeless? 
7. Have you been bothered by little interest or pleasure in doing things? 
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Appendix D: Demographics 

Sex/Gender 
• Female 
• Male 
• Intersex 
• Transgender 
• Alternative identity (specify): __________________ 

 
Race 

• African American or Black 
• American Indian or Alaska Native (specify tribal affiliation):  
• Native Hawaiian/Pacific Islander 
• Cambodian 
• Hmong  
• Laotian 
• Vietnamese 

 
Ethnicity: Are you of Hispanic or Latino/a origin? 

• No 
• Yes, Cuban 
• Yes, Puerto Rican 
• Yes, Mexican American or Chicano/a 
• Yes, Other Hispanic or Latino/a: ______________ 

 
Age 

• Open ended question 
 
Relationship status 

• Never married 
• Married, heterosexual 
• Married, same-sex (please indicate state) 
• Civil union (please indicate state) 
• Domestic partner 
• Partnered 
• Divorced 
• Separated 

 
What is your household income? (Select one) 

• $14,999 or less 
• $15,000 - $29,999 
• $30,000 - $44,999 
• $45,000 - $59,999 
• $60,000 - $74,999 
• $75,000 or more 


