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Context: Previous researchers have shown that work-family
conflict (WFC) affects the level of a person’s job satisfaction, life
satisfaction, and job burnout and intentions to leave the
profession. However, WFC and its consequences have not yet
been fully investigated among certified athletic trainers.

Objective: To investigate the relationship between WFC and
various outcome variables among certified athletic trainers
working in National Collegiate Athletic Association Division I-A
settings.

Design: A mixed-methods design using a 53-item survey
questionnaire and follow-up in-depth interviews was used to
examine the prevalence of WFC.

Setting: Division I-A universities sponsoring football.
Patients or Other Participants: A total of 587 athletic

trainers (324 men, 263 women) responded to the questionnaire,
and 12 (6 men, 6 women) participated in the qualitative portion
of the mixed-methods study.

Data Collection and Analysis: We calculated Pearson
correlations to determine the relationship between WFC and
job satisfaction, life satisfaction, and job burnout. Regression

analyses were run to determine whether WFC was a predictor of
job satisfaction, job burnout, or intention to leave the profession.
Interviews were transcribed verbatim and then analyzed using
the computer program N6 as well as member checks and peer
debriefing.

Results: Negative relationships were found between WFC
and job satisfaction (r 5 2.52, P , .001). Positive were noted
between WFC and job burnout (r 5 .63, P , .001) and intention
to leave the profession (r 5 .46, P , .001). Regression analyses
revealed that WFC directly contributed to job satisfaction (P ,
.001), job burnout (P , .001), and intention to leave the
profession (P , .001).

Conclusions: Overall, our findings concur with those of
previous researchers on WFC and its negative relationships to
job satisfaction and life satisfaction and positive relationship to
job burnout and intention to leave an organization. Sources of
WFC, such as time, inflexible work schedules, and inadequate
staffing, were also related to job burnout and job dissatisfaction
in this population.
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Key Points

N In these Division I-A athletic trainers, work-family conflict was inversely related to job satisfaction. Positive correlations
were noted between work-family conflict and job burnout and work-family conflict and intention to leave the profession.

N Our findings are similar to those of other researchers studying work-family conflict in a variety of populations.
N Future investigators should focus on identifying successful strategies for mitigating the occurrence of work-family conflict

and its negative consequences.

R
ecently, we have seen an influx of empirical and
anecdotal literature regarding the topic of quality of
life for certified athletic trainers (ATs).1–9 Over-

whelmingly, the long work hours necessary to meet the AT’s
job-related responsibilities permeate the discussions regard-
ing the overall quality of life for an AT.1,2,4,5,7–9 Work time
has consistently been cited as the foundation for the
occurrence of work-family conflict (WFC),10–16 a construct
that may influence the quality of life for an individual. The
WFC occurs when individuals experience difficulties man-
aging responsibilities in their personal lives due to profes-
sional work demands.17 Other sources of WFC include work
overload,18 time spent away from home,10–16 and lack of
work schedule flexibility.19,20 Scholars, in addition to
examining the antecedents of WFC, have begun to
investigate its effect on such constructs as job satisfaction,
life satisfaction, job burnout, and intentions to leave a

profession. As indicated by separate meta-analyses conduct-
ed by Kossek and Ozeki21 and Allen et al,22 WFC is
consistently associated with job dissatisfaction,6,14,17,21–24

burnout,6,14,17,21–23 turnover or intentions to leave the
organization, 6,14,17,21–24 and marital and life dissatisfac-
tion.6,17,21,22,24,25

Although WFC has been exhaustively studied, the
construct has only recently gained more attention for
those professionals working in the sport industry, partic-
ularly coaches15,16,26 and ATs.2–6 Building upon the work
of Milazzo et al,6, in which the researchers used
quantitative methods to examine the effect of WFC on a
variety of outcome variables among a small number of
National Collegiate Athletic Association Division I ATs,
we used a mixed-methods approach to investigate the
occurrence of WFC, sources of WFC, and the effect of
WFC upon several outcome variables. In order to
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accurately depict and discuss the concept of WFC among
Division I-A ATs, we chose to present the findings in 2
papers. In the first,4 we discussed the sources of WFC for
Division I-A ATs, which included the time commitment
needed to meet job-related responsibilities, inflexible work
schedules, and work overload. Furthermore, as indicated
by previous researchers, we discovered that regardless of
marital or family status, WFC was occurring within the
profession of athletic training, particularly at the Division
I level.

In this second paper, we intend to discuss the effect of
WFC on several variables, including job satisfaction, life
satisfaction, job burnout, and intention to leave the
profession. Moreover, we were interested in comparing
the effect of WFC upon those previously listed variables to
other working professionals21,22 as well as the findings of
Milazzo et al.6 The following research questions guided our
manuscript development: (1) Does WFC negatively affect
job and life satisfaction among Division I-A ATs? and (2)
Does WFC lead to job burnout and thoughts of leaving the
profession for Division I-A ATs?

METHODS

The methods used in this manuscript are substantially
the same as those previously described in Part I. However,
in part I,4 only those items pertaining to WFC and sources
of WFC were discussed. For this manuscript, we include
the remaining items on the 53-item questionnaire as well as
those questions on the interview guide. Table 1 provides a
comparison of a coefficients from Netemeyer et al17 and
our study. Following is a discussion of those constructs not
discussed in the previous manuscript. See Appendix for the
interview guide.

Work-Family Conflict

Work-family conflict was measured on a 5-item scale,
which was scored by a 7-point Likert scale ranging from 1
(strongly disagree) to 7 (strongly agree). Sample items
included ‘‘The demands of my work interfere with my
home and family life,’’ ‘‘I often have to miss important
family activities because of my job,’’ and ‘‘There is conflict
between my job and the commitment and responsibilities I
have to my family.’’

Job Satisfaction

Job satisfaction (JS) was measured by 8 items, which
were modified from Netemeyer el al.17 Modifications and
additions made to the 8-item scale used by Netemeyer el

al17 reflected those job satisfaction items found to be
important to athletic trainers in studies conducted by
Barrett et al27 and Capel.28 The 8-item scale was scored by
a 7 point Likert scale ranging from 1 (strongly disagree) to
7 (strongly agree). Sample items included ‘‘I am satisfied
with my pay,’’ ‘‘I work a reasonable number of hours,’’ ‘‘I
have flexibility in my work schedule,’’ and ‘‘Overall, I am
satisfied with my job.’’

Life Satisfaction

Life satisfaction (LS) was measured by a 5-item scale,
which was adapted by Netemeyer et al17 from a scale
measuring general happiness with life. The scale was scored
on a 7-point Likert scale ranging from 1 (strongly disagree)
to 7 (strongly agree). Sample items included ‘‘In most ways
my life is close to my ideal,’’ ‘‘The conditions of my life are
excellent,’’ and ‘‘So far I have gotten the important things I
want in life.’’

Burnout

Items utilized to assess job burnout (JB), which were
initially adapted by Netemeyer et al17 from the Maslach
Burnout Inventory (BMI), were assessed by a 7-point
Likert scale ranging from 1 (never) to 7 (always). Sample
items from the 6-question section included ‘‘I feel
emotionally drained from my work,’’ ‘‘At the end of the
day I feel used up,’’ ‘‘I feel burned out from my work,’’ and
‘‘I am working too hard on my job.’’

Intention to Leave

Intention to leave (ITL)17 or search for another position
was measured by 5 questions on a 7-point Likert scale that
ranged from 1 (never) to 7 ( frequently) and examined a D-
IA ATC’s propensity to leave the job. Questions were
modified from the 7-item scale of Netemeyer et al17 to
reflect the sample population. Sample items from this
section included ‘‘I have searched for an alternative job
setting within the profession of athletic training,’’ ‘‘I am
actively searching for a job within the profession of athletic
training,’’ ‘‘I have searched for a job outside the profession
of athletic training,’’ and ‘‘I am actively searching for a job
outside the profession of athletic training.’’

Interview Guide

The interview guide was constructed to further evaluate
the topic of WFC and was developed using current WFC
literature and results generated by the survey. The
interview guide, which was developed by us and then

Table 1. Comparison of a Coefficients From Netemeyer et al17 and the Current Study

Measure

Netemeyer et al Mazerolle et al

Teachers (n 5 182) Small Business Owners (n 5 162) Salespersons (n 5 186) Athletic Trainers (n 5 587)

Work-family conflict 0.88 0.89 0.88 0.90

Job satisfaction 0.94 0.93 0.97 0.57

Job burnout 0.82 0.86 N/A 0.89

Life satisfaction 0.87 0.87 0.89 0.80

Intention to leave 0.98 0.94 0.94 0.82

Abbreviation: N/A, data not available.
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reviewed by our peer debriefer (an individual with
knowledge of the topic and profession of athletic training)
for clarity and content, included a background question-
naire similar to the survey (eg, hours worked, marital and
family status) and asked participants if they experienced
WFC and, if so, how they managed those conflicts. See
Appendix 1 for the Interview Guide.

Procedures

The survey instrument developed and validated by
Netemyer et al17 was given to a panel of experts (n 5
6) to review before survey distribution. The panel of
experts included ATs and professors of athletic training
who reviewed the document for specific content related
to athletic training. Additionally, sport management
researchers with previous mixed-methods, qualitative
research experience and knowledge of the profession of
athletic training reviewed the document for clarity,
content, and methodologic procedures. After receiving
approval from the institutional review board, we sent
packets directly to the head ATs at 116 of the 117 (1
school participated in a pilot study) universities spon-
soring football. See Figure 1 for survey respondents
across National Athletic Trainers’ Association (NATA)
districts. Included within the packet was (1) a cover
letter to the head AT explaining the study and directions
for distribution to the staff, (2) consent letter for each of
the potential respondents assuring confidentiality and
anonymity, (3) the survey instrument, and (4) a self-
addressed, stamped envelope for direct mailing back to
the researchers. Questionnaires were coded to identify
the university only, and confidentiality of each partic-
ipant was assured in individual letters to the partici-
pants. Approximately 3 weeks after the mailing, in an
attempt to increase the response rate, an e-mail message
was sent to all head ATs reminding them to distribute
the surveys.

Upon completion of data collection and analysis, one-
on-one follow-up interviews were conducted with ATs in
various positions within the collegiate setting. We used a
convenience sample to identify potential participants and
then a snowball sample to recruit the remaining partic-
ipants. In the end, 12 ATs representing the 3 Division I-A
schools with football and the position and sex breakdown
previously mentioned participated in the in-person
interviews.

During each of the 12 individual interview sessions,
demographic information was gathered subsequent to
gaining the participant’s consent. The semistructured
interview sessions were organized as follows: (1) daily
routine, (2) JS, (3) WFC, (4) family satisfaction, (5) LS, (6)
JB, and (7) ITL. In order to limit the potential for
researcher bias to affect the qualitative portion of the
study, member checks, peer debriefing, and triangulation
of data collection methods were used. The interviews were
documented through field notes and tape recorded. After
completion of each interview, a member of the research
team transcribed the interview, using pseudonyms to
identify participants. Completed transcripts were electron-
ically sent to each of the participants as a form of member
checking. Interview transcripts, coding sheets, and theme
interpretations were then shared with the peer debriefer, an
AT with previous research experience in WFC. Triangu-

lation of methods was accomplished via a background
questionnaire, field notes, and the individual interviews as
well as interviewing individuals holding different positions
(ie, head AT, assistant AT, graduate assistant AT, program
director) within athletic training.

Data Analysis

We analyzed the quantitative data using SPSS (version
10.5; SPSS Inc, Chicago, IL). Demographic data, WFC,
and outcome variable scores were calculated using per-
centages, means, and frequencies. Pearson correlations
were conducted to evaluate the relationships between WFC
and JS, LS, JB, and ITL. Regression analyses were
calculated to determine whether WFC was a predictor of
JS, JB, and ITL for this group of ATs.

The themes from the interviews were initially cate-
gorized based upon the research questions developed
before we conducted the research. Then, after tran-
scription was completed, we independently hand coded
the data with multiple colored pens to match the emerging
themes. Next, the data and emerging theme structure were
loaded into the software program N6 (QSR Intl, Cam-
bridge, MA) to aid in connecting emerging ideas and
themes in the data.

RESULTS

Descriptive Analyses

Our response rate was calculated by utilizing data
generated by NATA membership statistics,29 which re-
vealed 2132 certified members employed at the Division I
level. Of those 2132 members, according to ATs’ self-
reports of their current positions, an estimated 66% were
practicing clinically.29 Therefore, the overall n was 1407. Of
those 1407, 587 responded and provided usable data for
analysis, yielding a response rate of 42%. Of this sample,
55.2% (n 5 324) were male and 44.8% (n 5 263) were
female. Most of the respondents were assistant ATs
(46.9%, n 5 275); 34.8% (n 5 204) were graduate assistant
ATs, and 18.3% (n 5 108) were head or associate ATs
(head AT, 12.6%, n 5 74; associate AT, 5.7%, n 5 34). In
addition to their athletic training duties, 27.4% (n 5 159)
were Approved Clinical Instructors, and 26% (n 5 151)
were responsible for classroom instruction within athletic
training education programs. Of the female respondents,
76.8% (n 5 202) were single, 16.7% (n 5 44) were married,
5.7% (n 5 15) were living with their significant other, and
0.8% (n 5 3) were divorced. Of the male respondents,
36.4% (n 5 118) were single, 53.7% (n 5 174) were
married, 7.4% (n 5 22) were living with their significant
other, 2.2% (n 5 7) were divorced, and 0.3% (n 5 1) were
separated. A total of 24.2% (n 5 142) of respondents had
children. Of those respondents, only 7.6% (n 5 20) of the
females had children, compared with 37.7% (n 5 122) of
the males. Table 2 presents the background information
regarding the interview participants.

Work-Family Conflict and Job Satisfaction

Quantitative Results. Pearson correlations revealed that
ATs at the Division I-A level who experienced higher
perceived levels of WFC tended to have lower levels of job
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satisfaction (r 5 2.52, P , .001). Table 3 provides a
comparison between our results and a meta-analysis
conducted by Allen et al.22 Work-family conflict provided
a statistically significant explanation of the variance in JS:
R2 5 .162, R2

adj 5 .160, F1,579 5 111.69, P , .001.
Qualitative Results. Three major themes were identified

as sources of job dissatisfaction for this group of Division
I-A ATs: work time, flexibility of work schedules, and
staffing patterns. Six ATs said that time constraints related
to their positions were the least satisfying factors. While
discussing his job-related responsibilities, John bluntly
stated, ‘‘[I would most like to change] the hours [associated
with completing job-related responsibilities].’’ Additional-
ly, Mark, when asked what he did not like about his job,
stated, ‘‘If I could just shorten the [work] day.’’ Davis did
not hesitate when describing what he would change about
his job: ‘‘I would definitely change the travel and the time
constraints [of my position].’’

Four ATs mentioned that the irregularities or lack of
flexibility contributed to their dissatisfaction with their
positions. Madison mentioned the importance of the
coaching staff with regard to the flexibility and control
over work schedules: ‘‘ultimately, the head coach has the
control over the schedule and the hope is the coach
involves you.’’ Harold echoed Madison’s concerns by
stating, ‘‘yes, [I would like to have a] more flexible
schedule.’’ Ashley, when asked what she would change

about her current position, similarly stated, ‘‘Not knowing
ahead of time your [work schedule].’’

Eleven ATs discussed the lack of staffing, which
increased work time, as a problematic element to their
positions. Overall, many discussed staffing patterns
throughout the interviews and felt the staffing patterns
were a catalyst to WFC and increasing levels of job
dissatisfaction. Jamie discussed needing and wanting more
full-time staff members at her institution in order to help
manage the demands. When asked what she would like to
change about her current work situation, she reflected by
saying, ‘‘I do not think I would personally want to change
anything about my position, but as far as the job in
general, we would like to add more positions.’’

John, when asked what can be done to improve the
overall quality of an athletic training position, stated, ‘‘It is
not so much the profession thing, but a staffing issue at
each of the universities. The more staff the fewer hours [we
have to work].’’

The 3 sources of job dissatisfaction discussed by the
interview participants help explain the relationship we
found with the Pearson correlations and regression
analysis. Time, flexibility, and staffing patterns were all
cited by this group of participants as sources of WFC in
addition to sources of job dissatisfaction.

Work-Family Conflict and Life Satisfaction

Quantitative Results. Life satisfaction was negatively
influenced by WFC among this group of ATs. However,
the relationship was not significant (r 5 2.11, P 5 .070).
Table 3 provides a comparison between our results and a
meta-analysis conducted by Allen et al.22

Qualitative Results. All the interview participants dis-
cussed maintaining balance between work and personal life
as a way to assess their LS. John stated, ‘‘Being happy at
work and being able to balance that with some type of a
social life.’’ Consistently, the participants discussed want-
ing more personal time or time with family when discussing
what they would change about their current life situation.
Mark affirmed, ‘‘More time with my family.’’ Phil echoed
the same thoughts when asked about his personal life,
‘‘Spend time with my family [spouse and parents].’’

Comparable with the demographic make-up of the survey
respondents, many of the interview participants were single
and did not have families of their own (7 of 12). See Table 2
for the demographic characteristics of the interview

Table 2. Participants’ Demographic Information

Participant Sex Years of Experience Family Status Current Position

Mark Male 15–20 Married with children Head athletic trainer

Jamie Female 15–20 Single Head athletic trainer

Davis Male 20–25 Married with children Assistant athletic trainer

Phil Male 0–5 Married Assistant athletic trainer

Madison Female 10–15 Married Assistant athletic trainer

Samantha Female 5–10 Single Assistant athletic trainer

John Male 0–5 Single Graduate assistant athletic trainer

Harold Male 0–5 Single Graduate assistant athletic trainer

Harrietta Female 0–5 Single Graduate assistant athletic trainer

Ashley Female 0–5 Single Graduate assistant athletic trainer

Allison Female 15–20 Single Program director

Jeffrey Male 10–15 Married with children Program director

Figure. Survey respondents by National Athletic Trainers’
Association district.
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participants. Many of the younger interview participants
discussed wanting to have more time to see their families but
did not feel as though they were as greatly affected by their
current positions as if they would be if they were married
with children. Samantha stated,

I do not think not having as much time to spend with my
parents [due to my work schedule] really impacts with
level of satisfaction as much as it would if I had a
significant other. If I did, then not seeing them would be
a different story.

The 3 previous quotes support the idea that a decrease in
time available to be involved with personal or home life
activities (experiences of WFC) can negatively affect an
AT’s level of LS.

Work-Family Conflict and Job Burnout

Quantitative Results. Pearson correlations revealed that
those ATs who had higher WFC scores also had higher
scores for JB (r 5 .63, P , .001). See Table 3 for a
comparison between our results and a meta-analysis
conducted by Allen et al.22 Work-family conflict provided
a statistically significant explanation of the variance
in JB(R2 5 .389, R2

adj 5 .386, F1,256 5 162.805,
P , .001.

Qualitative Results. The interview participants discussed
during the interview session at some point during their
careers having feelings of JB or concerns for the potential
for burnout. Mark described his feelings of JB as his in
season continued on:

Yes, I have felt burned out. For example: In the month
of September, we played 5 games in 4 weeks. Prior to
that, we had just come off of training camp and were
going every single day since the first of August. Now you
are pressing into October, and you do not know what
day of the week it is. That is when I know I am
absolutely exhausted.

Samantha reflected,

I don’t think I have been burned out. I am tired, and I
am bored, but I do not think I have come close to being
burned out, well…maybe that is a part of it, so I guess I
could be headed that way.

All 12 interview participants acknowledged a time when
they were burned out from their jobs or voiced concern for
the future regarding burnout. In the end, sources of
burnout permeated from the nature of the profession (long
hours, inflexibility, and role overload/staffing). Harold,
when asked to discuss a time when he felt burned out,
voiced his frustration with many facets of the profession:

Combination of the hours, lack of personal life, coaches
always riding you, when there is an injury a coach thinks
you have magical powers and can control it, but
realistically you do not at all. Basically, your life is
affected by everyone, and most time coaches and
athletes do not realize it.

Two other ATs shared almost identical statements
regarding whether job burnout was a concern for the
future: ‘‘Yes [in the future], mainly because of the hours,
the demands, and the inflexibility of the work schedule’’
and ‘‘Yes, I can see myself becoming burned out if the low
pay continues with the number of hours.’’

Experiences of burnout were mediated by the organiza-
tional characteristics of the athletic training profession,
which were also found to be catalysts of experiences of job
dissatisfaction and WFC among Division I ATs.

Work-Family Conflict and Intention to Leave

Quantitative Results. Pearson correlations revealed that
ATs who experienced higher perceived levels of WFC had
higher levels of intention to leave an organization (r 5 .46, P
, .001). For a comparison of our results and a meta-analysis
conducted by Allen et al,22 see Table 3. Work-family conflict
also provided a statistically significant explanation for the
variance in intention to leave the profession (R2 5 .120, R2

adj

5 .118, F1,556 5 75.735, P , .001).
Qualitative Results. Organizational factors related to the

profession and family were the 2 major themes that
emerged as contributing factors to feelings of leaving the
profession among this group of ATs. Similar to those
findings of JS and JB, interview participants discussed how
the long hours, coupled with low pay or lack of overtime
pay, created the potential for attrition. Jamie had this to
say about attrition in the profession:

I think the hours are definitely an issue with a lot of
people, because as a society people are used to getting
compensated for what they work. Unfortunately, no one
is in a position to pay an athletic trainer an hourly wage
and expect them to work the hours we put in, especially
at the college setting. I think that is most often the
reason people will leave the profession.

Phil bluntly stated, ‘‘[My reason for searching is] the
hours, the pay, and the travel.’’

Another AT directly related attrition and the young
demographic make-up of the profession to staffing issues
by saying

I also think that until staffing issues are addressed and our
profession and administrators are educated on the need
for adequate staffing, we will always be seen as a young
profession.

Lack of personal and family time were also discussed as
potential reasons for ATs to seek employment outside the
Division I level or the profession. Harrietta discussed a
colleague’s struggle:

I know a lot of people who are looking to or have left
because they want to have a family…A good friend of
mine is getting ready to have a baby, and she may never
return to the profession after having the baby.

Table 3. Comparison of Correlations Between Allen et al22 and the
Current Study

Measure Allen et al Mazerolle et al

Job satisfaction and work-family conflict 2.23 2.52

Life satisfaction and work-family conflict 2.28 2.11

Job burnout and work-family conflict .42 .64

Intention to leave and work-family conflict .29 .46
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Jamie, the head AT at her institution, was upset that a
talented female AT choose to leave her position due to her
struggle balancing her career and family life.

We had an assistant athletic trainer who was married
when she took the job and was here three years and did a
great job for us. Then she decided to start a family but
struggled with it. She loved her job but ended up leaving
because regardless what we did, there was still some
travel involved and there was no way around it. For me
it was discouraging because she wanted to stay and she
was a good employee, but also she had an obligation to
her daughter and her husband. And I wish there was
something we could do about that.

Phil believed that the combination of the hours and the
lack of family time led to ATs leaving the profession.

These two things go together (hours and salary). It is a
lot of hours with low pay. It is those factors, but it really
is one in the same. If you worked long hours with a lot of
pay or less hours with low pay, it would be better. It is
hard for people to imagine successfully having a career
and a home and a family life while working all those
hours and having such low pay.

Work time, which also created a lack of time at home,
was identified as a catalyst for intention to leave the
profession of athletic training, which supported the
findings of the Pearson correlation and regression analysis.

DISCUSSION

Our primary focus was to investigate whether experi-
ences of WFC affected a Division I-A AT’s level of JS and
LS as well as if these experiences led to an increase in JB
and ITL. Overall, this mixed-methods study revealed that,
for an approximately 600-member sample group of
Division I-A ATs, the experiences of WFC led to lower
levels of JS and LS and stimulated feelings of JB and ITL.
Furthermore, sources of job dissatisfaction, JB, and ITL
were comparable with those of WFC for this group of
ATs.2,4

Work-Family Conflict and Job Satisfaction

Our findings support those of previous researchers
regarding JS and WFC6,14,17,21–24 and demonstrate that
increased levels of WFC were negatively related to JS for
this population. Furthermore, when compared with the
meta-analysis conducted by Allen et al,22 the results
revealed a stronger negative relationship between JS and
WFC. These findings suggest that the conflicts experienced
by ATs at the Division I-A level have a stronger effect on
an individual’s overall assessment of his or her job than
those of other working professionals. Additionally, the
relationship between JS and WFC was consistent with the
findings of a preliminary quantitative study6 of WFC
among Division I ATs.

Workplace characteristics such as work hours, work
scheduling, travel, and job stress have been documented as
organizational factors influencing the occurrence of
WFC15,16,19,20 as well as JS.20 For this sample population
of ATs, organizational factors such as the amount of time
spent working, flexibility of work schedules, and staffing
patterns were identified as sources of job dissatisfaction,

which interestingly have been documented as antecedents
of WFC among collegiate coaches15,16 as well as Division I
ATs.2,4 Although a considerable amount of research has
been conducted examining the relationship between WFC
and JS,6,14,17,21–24 no authors have examined the mediating
factors of that relationship. Boles et al19 suggested that
flexibility in the workplace, which allows professionals to
meet certain home responsibilities, can reduce the occur-
rence of WFC. Additionally, flexible work schedules,
working from home, or negotiable assignments are
examples of organizational support, which are linked to
increased levels of JS,20 as are policies that can assist
professionals in balancing their work and family
needs.15,16,26 Unfortunately, for Division I-A ATs, many
of the organizational support policies previously men-
tioned to help manage work and family are not yet
available, which in turn seemed to influence ATs’
perceptions of their level of JS. It is plausible that long
work hours can be compounded by a limited number of
full-time staff members to cover all sport assignments,
which in turn increases the workload and reduces the
flexibility available for an AT. Additionally, it has been
suggested that regardless of family status, WFC affects all
professionals at some point during their careers30; there-
fore, it is important to consider policies to create flexibility
in work schedules for all ATs. In the future, researchers
should investigate which organizational policies can be
implemented for all ATs to mitigate the occurrence of
WFC, which may in turn reduce job dissatisfaction.

Although regression and correlation analyses revealed a
relationship between WFC and JS and the 3 major sources
of job dissatisfaction were parallel to antecedents of WFC
for the same population, a connection between the 2
constructs was not made by the interview participants. One
reasonable justification for this occurrence centers on the
interview questionnaire. The questions did not ask
participants which factors caused them to experience
WFC, only if they were currently experiencing the conflict
and if work interfered with their personal time more often
than personal time interfered with work. In the future,
participants should be asked directly which factors lead to
their experiences of WFC.

Work-Family Conflict and Life Satisfaction

Although the results generated in the current study
correspond with the negative relationships between LS and
WFC found by previous researchers,6,17,21,22,24,25 the
strength of the relationship between the variables was
weak. The best explanation for the weak relationship may
be that a majority of the participants were young, single,
and without children. Although their personal time is not
seen as less valuable and it is documented that all
individuals to a certain degree experience WFC,30 parental
responsibilities may increase the experience of WFC for
working professionals.31 It is important to note that the
demographic make-up of the survey respondents was
similar to that of the interview participants. Several
interview participants, who did not feel as though they
were experiencing much WFC, attributed it to their marital
and family status, thus supporting previous findings.

The theories of separation and integration represent
another plausible explanation that warrants more investi-
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gation.32 Individuals may choose to keep their work and
home lives separate, which in turn limits the negative and
positive influences one might have over the other. An
individual with this mindset, although working long hours
and having limited time for personal obligations, may not
negatively relate the domains, therefore explaining the
correlation analysis. On the contrary, integration may also
reduce the perceptions of WFC. Those individuals who
consider work and family to be integrated often prioritize
both work and family, meaning that individuals should be
able to find satisfaction in both work and personal lives,
regardless of the actual amount of time spent in each
domain.32 So, for ATs, regardless of the hours worked, as
long as they have the ability to spend time in both domains
during the day, they feel satisfied with their lives. Thus, this
frame of mind (integration) may be one more explanation
for the lack of significance in the relationship between
WFC and family satisfaction for this population of
working professionals. Additional research is necessary to
determine whether this is a plausible explanation for the
relationship between WFC and LS.

As ATs spend more time away from home due to travel
and long work hours, they have less time to spend meeting
personal obligations, which can reduce their overall LS.
Needless to say, although having a balance was important
to the interview participants, WFC did not appear to
strongly influence LS for the ATs in this study. Perhaps
this is because a majority of Division I-A ATs who
participated in our study were young, single, and able to
balance the responsibilities associated with both work and
life or they have adopted the practice of separation or
integration.

Work-Family Conflict and Job Burnout

For this group of ATs, as feelings of WFC increased, so
did the level of burnout, which is again supported by
previous research.6,14,17,21–23 In addition, the relationship
between the two was stronger for JB when compared with
those weighted correlations calculated by Allen et al22 and
analogous when compared with previous research examin-
ing WFC and job constructs among ATs.6 This correlation
suggests that for Division I-A ATs, the struggle to find a
balance between work and family can significantly affect
their level of JB. Furthermore, it appears as though the
effect was greater for the Division I-A AT than for other
working professionals.

Similar to the findings of Pitney8 and other researchers
examining burnout among collegiate ATs,33,34 the number
of hours worked was a major contributing factor to
burnout for this group of ATs. Coaching, a profession with
parallel job responsibilities to athletic training, traveling35

and long work hours,35 has been linked to JB, which in
turn has been linked to WFC.6,14,17,21–23 In addition to time
away from home and long work hours, inflexibility of work
schedules, and work overload (due to lack of staffing) were
identified as the foundation to JB for this group of ATs; all
these organizational factors related to athletic training
were previously identified as antecedents to WFC2,4 as well
as job dissatisfaction. Kalliath and Morris36 found that job
dissatisfaction was a strong predictor of burnout in nursing
professionals. It is conceivable, then, that the constant
struggle to find time to meet personal obligations due to

work-related responsibilities negatively affects ATs’ per-
ceptions regarding their current positions, and as they
continue to work in those stressful environments, they
experience burnout.34

Although WFC explained a significant portion of the
variance in JB for ATs, other variables may play a role.
One plausible explanation for the occurrence of JB in this
group, which warrants further investigation, is role
conflict. Henning and Weidner37 found that ATs were
experiencing role strain, particularly those ATs who served
as Approved Clinical Instructors. Within this population,
27.4% of respondents served as Approved Clinical
Instructors, 26% had teaching duties in addition to their
clinical responsibilities, and 34.8% were graduate assistant
athletic trainers, a population often evaluated for role
conflict. Individuals, particularly ATs, who work in
stressful situations or who are unhappy with their positions
or have a lack of understanding of their roles or are
overloaded in their roles may be more susceptible to JB.
Additionally, role-related stress could be an influential
cause of burnout among this group. In addition to their
work-related roles, ATs assume roles outside the work-
place, and as they attempt to balance both their personal
and professional roles, they may experience role conflict. It
is documented that athletic training can be a stressful
profession and can lead to burnout,33,34 and as ATs
continue to prioritize work, they are unable to be as
involved with their other roles, which could lead to WFC.
Future researchers need to investigate the relationship
among role strain, burnout, and WFC.

Work-Family Conflict and Intention to Leave

Again, comparable with the findings of Milazzo et al6

and previous researchers, WFC6,17,21,22,24,25 was positively
related to ITL for this group of ATs. Moreover, when
compared with the results gathered by Allen et al22 and
Milazzo et al,6 the relationship was much stronger between
the variables. Although the regression findings explained a
statistically significant portion of the variance in propen-
sity to leave, other factors not addressed by the survey but
noted by the interview participants contributed to an AT’s
ITL. The first was linked to the lack of flexible work
schedules and the time spent away from home. Flexible
work schedules have often been cited as an organization’s
attempt to accommodate the family needs of their
employees.19 When family responsibilities are being met
through flexible work schedules, conflicts between work
and home occur less frequently, which in turn may reduce
the prevalence of ITL among ATs. The second factor, locus
on control, has been linked to burnout among ATs33 and
cited as a prime reason for ATs to leave the profession
entirely.28 Many participants felt lack of control over their
work schedules was problematic, especially in managing
their personal responsibilities. Finally, family-related is-
sues, specifically time spent away from the family, were
discussed by many participants. For an AT to leave the
profession entirely, long work hours and locus of control
were contributing factors.28 Female ATs considered these
factors primary concerns for their futures in the profession.
Similarly, the results of a Women in Athletic Training
Committee survey conducted in 1997 revealed family/
personal time as a major concern for female ATs.38
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Further, the results are similar to the findings of Pastore39

among collegiate coaches, which linked decreased time
with family as a reason to leave the coaching profession
and demonstrated that coaches and administrators were
more likely to remain in their positions when work and
family balance was maintained.40 Again, as previously
discussed, sources of JB and job dissatisfaction (nature of
the profession) are equivalent to those sources of ITL,
which have been cited as antecedents to WFC for this
population.

It is important to note that ITL is only a predictor of
attrition and does not account for actual attrition. In the
future, it is important to investigate whether WFC directly
influences ATs to leave the profession entirely. Additionally,
organization commitment, a construct directly linked to
WFC, has been found to decrease when WFC increases.17,22

Although it was not a focal point of our research or reported
within our results, several participants in the interview group
mentioned administrative support, which Pitney8 also noted
as affecting quality of life. Those ATs who do not feel as
though they are supported, particularly if they are over-
worked and experiencing WFC, may be less committed to
their position or profession, thus creating thoughts of
leaving or actual attrition. Future researchers should
investigate whether the role of the administrator (supervisor,
athletic director, head AT) mitigates the experiences of
WFC as well as ITL. Additionally, the development of
organizational policies that help to mitigate WFC, such as
on-site day care and flexible work schedules, should be
investigated in order to increase the level of organizational
support and reduce WFC.

Limitations

We recognize that not all the findings from our study
are transferable to other clinical settings within our
profession. Additionally, the thoughts and ideas ex-
pressed by the interview participants represent their own
personal experiences and opinions and are not meant to
be generalized to all ATs, but these personal experiences
form a foundation for understanding the concept of WFC
and its consequences among athletic training profession-
als. Finally, all the constructs of the WFC survey except
for JS had strong internal consistency. Although the
Netemeyer et al17 scale demonstrated strong internal
consistency for the JS factor, we opted to modify the scale
in order to more accurately reflect the job-related
responsibilities of athletic training. The modifications to
the JS items did result in a lower reliability coefficient
(.57); however, this did not significantly influence the
study findings, as the data for WFC and JS in this study
were similar to those from other researchers examining
WFC and JS. Regardless, in the future, a more reliable
scale for JS should be used to compare the relationship
between WFC and JS.

CONCLUSIONS

Work-family conflict is a demonstrated concern for
ATs2–6 and strongly influences JS, JB, and ITL for
Division I-A ATs. Except for LS, values for all other
variables examined within this study were much higher
than those noted in the meta-analyses conducted by
Kossek and Ozeki21 and Allen et al,22 suggesting that the

influence of WFC is much stronger for ATs than for other
working professionals. Future researchers need to continue
to explore this construct and strategies to mitigate its
occurrence and negative consequences. By doing so, the
profession may be able to reduce the occurrence of WFC
and help retain young, talented ATs, regardless of their
marital and family status. Moreover, it may be advanta-
geous for AT educators to discuss the topic of work and
family balance with senior level athletic training students in
order to help reduce its occurrence as they enter the
workforce.41

Several directions exist for future investigations. A
large portion of the empirical data on WFC,2–6 JS,27 and
JB33,34 has focused primarily on the Division I clinical
setting. Similar sources of WFC have been found to cause
lower levels of JS, increased feelings of JB, and stimulated
ITL for ATs at the Division I level; however, this may not
be the case for those employed in various other clinical
settings. Additionally, further inquiry into these clinical
settings may uncover successful strategies employed to
mitigate the occurrence of WFC and its negative
consequences. Secondly, future authors should continue
to look at WFC, JS, and JB satisfaction in ATs to provide
more data that might assist in improving work conditions
and lessening attrition resulting from any of those
constructs. Thirdly, WFC has been linked to a wide
variety of consequences; therefore, it is important for
future researchers to examine other constructs, such as
the psychological and physical consequences related to
WFC. We were only concerned with those variables
related to job (JS and JB) and off-job (family and LS)
constructs. Moreover, investigators should examine caus-
es other than family-related issues regarding thoughts of
leaving and attrition, such as ATs’ salaries and how low
salaries can influence the experience of WFC. Finally,
future researchers should examine how ITL (which can
lead to attrition) are being handled by the profession and
by universities.
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APPENDIX. INTERVIEW QUESTIONNAIRE

1. Tell me a little about yourself, your daily routine. Does
your routine change or differ from season (in versus
out)?

Job Satisfaction

1. What aspects of your job do you enjoy most?
2. What aspects of your job do you least enjoy?
3. If you could, what would you change about your

current position?

Family Satisfaction

1. Tell me more about your family. What aspects of
family are most important to you?

2. What impacts your level of family satisfaction?
3. What would you change about your family and

your role in your family if you could? Not going
after any deep-seeded family secrets here but more
about how they balance and the time they give to
family.

Work-Family Conflict/Family-Work Conflict

1. Do you feel that you experience conflicts between your
home and family life?

2. If so, how do you manage those conflicts? Does anyone
help you manage those conflicts?

3. Do you feel more conflicts between your home to work
versus work to home?
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a. Why?

b. Does that impact your feelings/conflicts at home/

work?

Life Satisfaction

1. Would you say that you are satisfied with your life
overall?

2. What impacts your level of satisfaction?
3. What would you change about your life if you could

and why?

Burnout

1. Give me an example of when you have ques-
tioned your desire to remain in athletic training

or explain a low point you have experienced in
your job. Do you consider yourself to be burned
out?

2. If so, why? If not, why?
3. How do you cope with low points at work?

Propensity to Leave the Profession

1. Have you looked for an alternate position within the
field? What are your reasons?

2. Have you looked for a position outside the profession?
Why?

3. Do you see those reasons changing in the future?
4. What can the profession do to prevent others from

leaving in the future?
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