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Context: Recent employment data from collegiate athletic
training settings have demonstrated departure trends among
men and women. These trends have been hypothesized to be
related to work-life balance. However, work-life balance is only 1
aspect of a myriad of factors. Due to the complex nature of the
work-life interface, a multilevel examination is needed to better
understand the precipitators of departure.

Objective: To quantitatively examine factors that may
influence collegiate athletic trainers’ (ATs’) job satisfaction and
career intentions via a multilevel examination of the work-life
interface.

Design: Cross-sectional study.
Setting: Web-based questionnaire.
Patients or Other Participants: Athletic trainers employed

in National Collegiate Athletic Association Division I, II, or III or
National Association of Intercollegiate Athletics colleges or
universities (N¼ 299: 56.5% female, 43.5% male). The average
age of participants was 33.6 6 8.3 years, and their average
experience was 10.3 6 7.6 years.

Data Collection and Analysis: Participants responded to
an online questionnaire consisting of demographic questions, 9
Likert-scale surveys, and open-ended questions. Job-satisfac-
tion Scores (JSSs) and intention-to-leave scores (ITLSs) served
as the dependent variables and factors from individual,
organizational, and sociocultural levels were the independent
variables. Hierarchical regression analysis was run to determine
the predictability of factors.

Results: No sex differences in ITLS or JSS were found in
our sample. Independent variables explained 68.5% of the
variance in JSS and 28.8% of the variance in ITLS. Additions of
factor levels increased the percentage of explained variance in
both scores.

Conclusions: A combination of individual-, organizational-,
and sociocultural-level factors was able to best predict JSS and
ITLS among collegiate ATs.
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Key Points

� In the collegiate clinical setting, no sex differences were present regarding job satisfaction or intention to leave.
� Job satisfaction and intention to leave can be better understood by examining factors at multiple levels.
� Individual-level factors alone did not fully explain job satisfaction or intention to leave.

E
mployee turnover is a normal and unavoidable
occurrence within the American workforce; none-
theless, a high rate of voluntary employee with-

drawal becomes problematic, as it can negatively influence
many aspects of an organization.1 Within allied health care,
professional turnover has the potential to negatively affect
patient care and organizational effectiveness.1 Within the
athletic training profession, Capel2 reported on athletic
trainer (AT) retention in 1990, and since then, attrition and
retention have become objectively well-researched topics,3–6

particularly because a decline in professionals overlaps with
a time when clinicians are seriously needed.6 Kahanov and
Eberman6 identified a decline in both male and female ATs
in their late 20s and early 30s in the athletic training labor
force. Women composed the majority of the athletic training
population between the ages of 22 and 28 years, but their
proportion declined drastically between the ages of 28 and
35 years. Also, the males in their sample shifted employment

from the clinical and collegiate settings to the secondary
school setting in their middle to late 40s.

Researchers7 have recognized the need for a multilevel
examination of the work-life interface. Because of the
complex nature of the work-life interface and its relation to
job satisfaction and career intentions, a multilevel exam-
ination is necessary to better understand these phenomena
within the athletic training profession. A failure to
investigate multilevel systems through a multidimensional
lens may end in several critical problems. Ecological
fallacy occurs when relationships observed in groups are
assumed to hold true for individuals.8 Atomistic fallacy
occurs when interpretations about groups are inaccurately
concluded from individual-level information.9 These types
of fallacies occur when relationships at 1 particular level
are inappropriately assumed to occur in the same fashion at
other levels. It is therefore essential to examine the work-
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life interface through a multilevel lens to account for
individual-, organizational-, and sociocultural-level factors.

The primary purpose of our study was to quantitatively
examine and develop a better understanding of the factors
that may influence collegiate ATs’ job satisfaction and
career intentions via a multilevel assessment of the work-
life interface. We specifically targeted collegiate ATs
because they represent the largest population of National
Athletic Trainers’ Association (NATA) members10 and
because the organizational demands of the setting have
been reported in the literature.11–14 We hypothesized that a
combination of individual-, organizational-, and sociocul-
tural-level factors would be a better predictor of job
satisfaction and career intentions than any single unilevel
examination. Additionally, we proposed that women would
have greater departure intentions than their male counter-
parts, years of certification would negatively correlate with
the intention to depart the profession, and ATs who worked

more than 60 hours per week would have greater intentions
to leave than those who worked 60 hours per week or less.

METHODS

Participants

All participants in this study (N¼299) were certified ATs
employed in National Collegiate Athletic Association
(NCAA) Division I, II, or III or National Association of
Intercollegiate Athletics (NAIA) colleges or universities
and were NATA members. Athletic trainers employed in
the collegiate/university setting were purposefully chosen
because they represent the largest population of NATA
members.10 The inclusion criterion was employment in the
collegiate or university setting. Participants were excluded
from the study if they were graduate assistants or intern
ATs. Demographic information is found in Table 1.

Procedures

This study was part of a larger investigation aimed at
examining the career intentions of collegiate ATs from a
multilevel perspective.15 A cross-sectional, Web-based
survey design was used to collect data. We uploaded the
survey instruments to Qualtrics (Provo, UT) to collect data
from participants. After receiving institutional review board
approval for the study, we contacted the NATA to obtain
the names and e-mail addresses of ATs currently working
in the collegiate or university setting. The NATA provided
a list of 2000 e-mail addresses; 1653 were viable (for
others, either e-mail addresses were inactive or individuals
responded to let us know they did not meet the inclusion
criteria). Initial recruitment e-mails consisted of an
overview of the study as well as a link to the online
survey. Two e-mail reminders were sent to all participants
prompting them to complete the survey if they had not yet
done so. To maintain the confidentiality of our participants,
we were not able to link responses to e-mail addresses;
thus, all participants were e-mailed. Reminder e-mails were
sent 2 and 4 weeks after the initial recruitment e-mail. The
online survey included demographic questions, 9 Likert-
scale surveys, and open-ended questions.

Questionnaires

To examine factors at multiple levels, we carefully
selected previously validated surveys in order to ensure a
multilevel assessment. Additionally, for a study in athletic
training, it was important to select surveys that measured
specific factors at the individual level of analysis as
opposed to the departmental level of analysis. The original
Cronbach a for each questionnaire is shown in Table 2. We
briefly describe each scale used in this study.

Work-Time Control. Ala-Mursula et al16 created a
work-time control survey in 2005 as a way of determining
if absence due to work stress or sickness is related to the
amount of control employees have over their working time.
Providing employees with control over their work time is
likely to save organizations considerable financial resources
through fewer sickness absences.

Professional Identity and Values Scale. The Profes-
sional Identity and Values Scale was developed as a
measure of counselor professional identity development.17

Table 1. Participant Demographic Information

Characteristic

Current Study

Demographics,

No. (%)

Sex (N ¼ 299)

Female 169 (56.5)

Male 130 (43.5)

Highest level of education (N ¼ 294)

Bachelor’s 21 (7)

Master’s 256 (85.6)

Doctorate 17 (5.7)

Position (N ¼ 299)

Assistant AT 189 (63.2)

Head AT 26 (8.7)

Associate AT 29 (9.7)

Director of sports medicine 12 (4)

Other 43 (14.4)

Organizational structure (N ¼ 299)

Academics 16 (5.4)

Athletics 236 (78.39)

Medical 39 (13)

Other 8 (2.7)

Contract length, mo (N ¼ 299)

9 22 (7.4)

10 62 (20.7)

11 19 (6.4)

12 183 (61.2)

Other 13 (4.3)

Relationship status (N ¼ 299)

Married 124 (41.5)

Single 161 (53.8)

Divorced 4 (1.3)

Other 10 (3.3)

Family status (N ¼ 299)

No children 204 (68.2)

Children 95 (31.8)

College/university setting (N ¼ 299)

National Collegiate Athletic Association division

I 154 (51.5)

II 48 (16.1)

III 73 (24.4)

National Association of Intercollegiate Athletics 24 (8)

Abbreviation: AT, athletic trainer.

Journal of Athletic Training 81



The original 32-item Healey17 Professional Identity and
Values Scale contained 2 subscales, Professional Orienta-
tion and Values (18 questions) and Professional Develop-
ment (14 questions).

Perceived Organizational Family Support. All the
work-family policies and practices offered by an organiza-
tion would be considered organizational family support.
However, simply offering work-life programs does not
necessarily mean that employees within the organization
find the programs supportive of their work-life needs.18

Therefore, it is essential to measure employees’ perceptions
of organizational support. Jahn et al19 developed a survey
that measures the tangible and intangible support employ-
ees perceive.

Perceived Supervisory Family Support. Although an
organization may offer numerous family-friendly policies
and programs, a supervisor must convey that information to
employees and create an environment in which employees
feel as though they can take advantage of the offered
programs. Allen18 demonstrated that supervisor support had
both direct and indirect effects on employee attitudes
regarding work-family conflict, organizational commit-
ment, job satisfaction, and turnover intention. As originally
formulated, this survey asked parents to indicate the degree
to which supervisors were willing to be flexible and
understanding when work-family conflicts arose.

Work-Family Conflict. Work-family conflict is a form of
inter-role conflict in which the demands of functioning in
the 2 domains of work and family are incompatible in some
aspect.20 The majority of measures used currently recognize
the bidirectional nature of the conflict.

Work-Family Enrichment. It is important to examine as
an individual factor the potentially positive experiences one
may encounter as a result of work and life crossover. A
short, valid survey of work-life enrichment was created by
Kacmar et al21 to measure work-family enrichment.

Attitudes Toward Women Scale. The Attitudes Toward
Women Scale is the most widely used instrument to assess
attitudes about women’s rights and roles in society.22 The
Attitudes Toward Women Scale places individuals ‘‘on a
continuum of attitudes ranging from traditional to egalitar-
ian.’’23 The Attitudes Toward Women Scale was included
to add a macro-level sociocultural factor to this analysis.

Job Satisfaction. Job satisfaction has been shown to be
the main predictor of intention to leave a profession or
organization.24,25 A person with greater job satisfaction is
less likely to leave a profession than an individual with less

job satisfaction.25 The Job Satisfaction Survey consists of 2
subscales: Intrinsic Satisfaction and Extrinsic Satisfaction.
A higher job satisfaction score (JSS) represents a higher
level of general job satisfaction.

Career Intentions. Investigating career intentions offers
an indication of whether an employee will continue in his
or her current position, look for another position in the
same profession, or depart the profession entirely. It is
important to remember that career intentions examine
potential future behavior and do not represent actual
turnover or attrition. For this study, we used the Intention
to Leave Survey created by Terranova and Henning,26

which comprises 7 questions to determine the respondent’s
intention to leave the athletic training profession. The
results of the career-intentions scale provided us with our
intention-to-leave score (ITLS) dependent variable.

Statistical Analysis

The Cronbach a was used to determine each instrument’s
internal consistency. Participant demographics consisted of
the following variables: individual (age, sex, race or
ethnicity, highest level of education, years of experience,
years in current position, marital status, and family status)
and organizational (NCAA or NAIA division of employ-
ment, organizational reporting structure, average number of
hours worked per week, contract length, and NATA district
of employment). The independent variables derived from
survey responses were individual (work-family conflict,
work-family enrichment, and professional identity and
values), organizational (work-time control, perceived
organizational family support, and perceived supervisory
family support), and sociocultural (attitudes toward wom-
en). Our dependent variables were JSSs and ITLSs. Data
were downloaded from Qualtrics into an Excel (Microsoft
Corp, Redmond, WA) spreadsheet, which we converted to
an SPSS (version 22.0; IBM Corp, Armonk, NY) work-
sheet. Descriptive statistics and significance testing were
calculated using SPSS.

A Kolmogorov-Smirnov test was used to test for
normality of the main dependent variables, job satisfaction
and career intentions. Separate independent t tests were
conducted to determine if there was a difference in job
satisfaction or career intentions based on sex, years of
experience (dichotomized to ,10 or �10 years of
experience), or average number of hours worked per week
in season (dichotomized to �60 or .60 h/wk). A 1-way
analysis of variance (ANOVA) was performed to determine
if NCAA or NAIA division of employment affected job
satisfaction or career intentions.

Before running a hierarchical multiple regression, we
tested relevant assumptions. Because the independent
variables were not combinations of other independent
variables, the assumption of singularity was met. Correla-
tions of the independent variables (Table 3) revealed that
no variables were highly correlated except for perception of
organizational family support and perception of supervisory
family support scores. However, the assumption of multi-
collinearity was met because tolerance and the variance
inflation factor (collinearity statistics) were within accepted
limits.27 Mahalanobis distance scores revealed no multi-
variate outliers, and residual and scatter plots indicated that
assumptions of linearity, normality, and homoscedasticity

Table 2. Reliability Scores of Validated Survey Instruments

(a Values)

Questionnaire Component

Reliability

Previous

Studies

Current

Study

Work-time control scale 0.86 0.82

Professional Identity and Values Scale 0.80 0.80

Perceived organizational family support scale 0.94 0.92

Perceived supervisory family support scale 0.63–0.93 0.96

Work-family conflict survey 0.85 0.69

Work-family enrichment scale 0.64–0.86 0.78

Attitudes Toward Women Scale 0.81 0.83

Job Satisfaction Survey 0.77–0.91 0.90

Intention to Leave Survey 0.86 0.83
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were satisfied.27 Two 4-stage hierarchical multiple regres-
sions were conducted, one with JSS as the dependent
variable and the other with ITLS as the dependent variable.
Participant demographics (age, sex, marital status, family
status, and average number of hours worked per week in
season) were entered as stage 1 of the regression as a
control. We specifically wanted to include these variables
to remove their effects from the regression equation. The
individual-level factors (work-time control, professional
identity and values, and work-family enrichment) were
entered at stage 2, organizational-level factors (work-time
control, perception of organizational family support, and
perception of supervisory family support) at stage 3, and
the sociocultural-level factor (attitudes toward women) at
stage 4. The relationship variables were entered in this
manner to examine the factor-level effect on the fit of the
regression model.

RESULTS

The internal consistencies for all instruments used in this
study can be seen in Table 2. We found the Cronbach a for
all surveys to be �0.69, indicating moderate to strong
internal consistency. A Spearman correlation demonstrated
a moderate negative correlation between job satisfaction
and career intentions (r ¼�0.408, P , .001).

Demographics

Of the 1653 e-mails that were sent to participants who
met the inclusion criterion, 487 surveys were started and
299 were completed (39% dropout rate), resulting in an
18.1% response rate. Our participants were 33.6 6 8.3
years old (range¼ 22–61 years), with 10.3 6 7.6 (range¼
0.5–37) years of experience working as an AT. They
worked 60 6 12.1 (range ¼ 10–100) hours a week during
their in season, 45.8 6 10.6 (range ¼ 5–85) hours a week
during their off season, and 21.3 6 16.1 (range ¼ 0–70)
hours a week during the summer. Participants reported their
racial or ethnic identity as white, not of Hispanic origin (n
¼ 258, 86.3%); Hispanic (n ¼ 11, 3.7%); black, not of
Hispanic origin (n¼ 9, 3%); Asian or Pacific Islander (n¼
9, 3%); multiethnic (n¼ 8, 2.7%); or other, not specified (n
¼ 4, 1.3%). All participants who reported having children
also reported being married. Additional demographic
information can be found in Table 1.

Participants’ overall scores on the survey are shown in
Table 4. The JSS did not differ between men (73.0 6
11.7) and women (73.8 6 10.1; t291 ¼�.609, P ¼ .543;
95% confidence interval [CI]¼�3.3, 1.7) or between ATs
with ,10 years of experience (72.8 6 10.5) and those
with �10 years of experience (74.5 6 11.2; t291¼�1.370,
P ¼ .172; 95% CI ¼ �4.29, 0.77). We noted no JSS
differences among NCAA or NAIA divisions (Division I¼
73.4, Division II¼72.7, Division III¼73.6, NAIA¼75.1)
as determined by 1-way ANOVA (F3,289 ¼ 0.261, P ¼
.853). However, a difference was present in the JSS
between ATs who worked �60 h/wk (74.8 6 10.5) and
those who worked .60 h/wk (71.4 6 11.1; t284¼ 2.630, P
¼ .009; 95% CI ¼ 0.86, 6.01).

The ITLS did not differ between men (10.9 6 3.6) and
women (11.6 6 3.7; t297¼�1.46, P¼ .144; 95% CI¼�1.5,
0.22), between ATs with ,10 years of experience (11.5 6
3.9) and those with �10 years of experience (11 6 3.6; t297T
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¼ 1.095, P¼ .275; 95% CI¼�0.39, 1.36), or between ATs
who worked �60 h/wk (11.3 6 3.7) and those who worked
.60 h/wk (11.2 6 3.7; t290 ¼ 0.195, P ¼ .784; 95% CI ¼
�0.79, 0.97). No significant ITLS differences were evident
among NCAA or NAIA divisions (Division I ¼ 10.9,
Division II ¼ 11.2, Division III ¼ 11.5, NAIA ¼ 11.9) as
determined by 1-way ANOVA (F3,295 ¼ .490, P ¼ .690).

Regression

Summaries of the hierarchical regression analyses for
variables predicting JSS can be found in Table 5 and for
variables predicting ITLS in Table 6 (which depicts block 4
[all variables included in the equation]). We included the
squared semipartial (sr2) value in both tables. The sr2

indicates the unique contribution of an independent
variable: specifically, how much the R2 will decrease if
that variable is removed from the regression equation.
When all independent variables were included in stage 4 of
the regression model, they accounted for 28.8% of the
variance in ITLS. The hierarchical multiple regression with
JSS as the dependent variable revealed that at stage 1, the
demographic variables contributed significantly to the
regression model (F7,237 ¼ 2.22, P ¼ .033) and accounted
for 6.2% of the variation in JSS. Introducing the individual-

level factor variables explained an additional 37.7% of
variation in JSS, and this change in R2 was significant
(F3,234¼ 18.29, P , .001). Adding the organizational-level
factor variables to the regression model explained an
additional 24.6% of the variation in JSS, and this change in
R2 was significant (F3,231 ¼ 38.58, P , .001). Lastly, the
addition of the sociocultural-level factor variable did not
explain any additional variation in JSS, and this change in
R2 was not significant (F1,230¼ 35.75, P¼ .559). The most
important predictor of JSS was perception of supervisory
family support, which uniquely explained 8% of the
variance in JSS. When all independent variables were
included in stage 4 of the regression model, they accounted
for 68.5% of the variance in JSS.

The hierarchical multiple regression with ITLS as the
dependent variable revealed that at stage 1, the demo-
graphic variables did not contribute to the regression model
(F7,243 ¼ .662, P ¼ .704) and accounted for 1.9% of the
variation in ITLS. Introducing the independent-level factor
variables explained an additional 19.6% of variation in
ITLS, and this change in R2 was significant (F3,240¼6.56, P
, .001). Adding the organizational-level factor variables to
the regression model explained an additional 5.2% of the
variation in ITLS, and this change in R2 was significant
(F3,237 ¼ 6.63, P ¼ .001). Lastly, the addition of the

Table 4. Participant Scores on Survey Scales

Questionnaire Component Scale Range Meaning of Score

Participants’ Scores,

Mean 6 SD (Range)

Work-time control scale 1–6 Higher score indicates greater perception of control 2.9 6 0.8 (1–5)

Professional Identity and Values Scale 20–120 Higher score indicates greater PIVS 92.9 6 9.1 (51–117)

Perceived organizational family support scale 10–50 Higher score indicates greater perceived support 30.1 6 7.3 (10–46)

Perceived supervisory family support scale 14–70 Higher score indicates greater perceived support 47.0 6 12.4 (14–70)

Work-family conflict survey 5–30 Higher score indicates greater conflict 15.7 6 3.8 (6–30)

Work-family enrichment scale 5–30 Higher score indicates greater enrichment 21.3 6 3.6 (7–30)

Attitudes Toward Women Scale 0–75 Continuum with 0 ¼ traditional, 75 ¼ egalitarian gender

ideologies

59.7 6 9.2 (22–75)

Job Satisfaction Survey 20–100 Higher score indicates greater job satisfaction 73.5 6 10.8 (36–100)

Intention to Leave Survey 7–28 Higher score indicates greater desire to depart the profession 11.3 6 3.8 (7�28)

Table 5. Summary of Hierarchical Regression Analysis for Variables Predicting Job Satisfaction Scorea

Variable b t sr 2 R R 2 DR 2

Step 1 0.248 0.062 0.062

Step 2 0.662 0.439 0.377

Step 3 0.827 0.685 0.246

Step 4 0.828 0.685 0.000

Age 0.019 0.319 0.00

Sex �0.243 �0.262 0.00

Marital status �1.069 �1.763 0.00

Family status �1.085 �0.995 0.00

National Collegiate Athletic Association or

National Association of Intercollegiate Athletics division �0.342 �0.826 0.00

Work h/wk �0.062 �1.766 0.00

Organizational structure 0.596 0.729 0.00

Work-family conflict �0.183 �10.498 0.00

Work-family enrichment 0.683 4.953b 0.03

Professional Identity and Values Scale 0.239 4.753b 0.03

Work-time control 1.974 3.328c 0.02

Perceived organizational family support 0.168 1.949 0.00

Perceived supervisory family support 0.356 7.558b 0.08

Attitudes Toward Women Scale �0.029 �0.586 0.00

a N ¼ 251.
b P , .001.
c P , .05.
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sociocultural-level factor variable explained an additional
2.1% of the variation in ITLS, and this change in R2 was
also significant (F1,236 ¼ 6.81, P ¼ .009).

DISCUSSION

This study was unique as we believe we are the first to
quantitatively examine the work-life interface of collegiate
ATs and its effect on job satisfaction and career intentions.
Our most important finding was that a combination of
individual, organizational, and sociocultural factors pre-
dicted the JSS of collegiate ATs. All surveys used in this
study demonstrated adequate levels of internal consistency.
These results suggest that a failure to examine the work-life
interface from a multilevel perspective will result in an
incomplete understanding of the concept.

Analysis of our participant demographics revealed that
our sample exhibited a high JSS and a low ITLS. Also, we
found that an increased JSS corresponded with a lower
ITLS, which is similar to the findings of previous
researchers in athletic training26 and other profes-
sions.25,28,29 Examining career intentions offers only an
indication of whether an employee will persist in his or her
current position, look for a different position within the
same profession, or depart the profession entirely, though
intention to leave has been identified as a major predictor of
the terminal action of turnover.25

Demographic Results

Our participants had low levels of work-family conflict,
little control over their work schedules, and high levels of
work-family enrichment, perceived supervisory family
support, and professional identity. Our participants scored
closer to the egalitarian edge of the gender ideology
spectrum. Their overall lower levels of work-family conflict
may represent a selection bias in that only individuals with
low levels of work-family conflict may have felt that they
had the time to complete our survey, whereas individuals
who had higher levels of work-family conflict did not

choose to either start or finish this survey. This could
explain our high survey-dropout rate.

No sex differences in JSS or ITLS were seen in our
sample. This is consistent with athletic training litera-
ture4,30–32 that showed men and woman used similar work-
life balance strategies and cited comparable antecedents of
work-life conflict. Mazerolle et al33 reported that men and
women had similar feelings regarding willingness to leave
the profession. Furthermore, we determined that NCAA
level of employment did not influence JSS or ITLS. We
dichotomized the participants’ years of experiences (,10
or �10) based on reports that employees with less than 10
years of experience had greater intentions to leave29;
however, years of experience did not affect our partici-
pants’ JSS or ITLS. The average number of hours worked
per week in season did not influence our participants’ ITLS
score, but ATs who worked more than 60 hours on average
during their in season were less satisfied with their jobs.
Previous investigators4 in athletic training demonstrated
that long work hours created sources of conflict in regard to
work-life balance. Similarly, Pitney34 observed that the
number of hours worked was a contributing factor to role
strain.

Predictability of Individual, Organizational, and
Sociocultural Factors

After controlling for demographic factors, we found that
work-family enrichment, work-time control, professional
identity, and perceived supervisory family support predict-
ed JSS. A combination of individual, organizational, and
sociocultural factors accounted for 68.5% of the variance in
JSS. Perceived supervisory family support accounted for
8% of the total variance in JSS by itself. Many researchers
agreed that leaders had a reasonably significant influence on
establishing organizational culture through a top-down
perspective,35–37 and in athletic training, head ATs have
been cited as work-life balance role models and identified
as the gatekeepers for maintaining balance.38,39

Table 6. Summary of Hierarchical Regression Analysis for Variables Predicting Intention to Leavea

Variable b t sr 2 R R 2 DR 2

Step 1 0.137 0.019 0.019

Step 2 0.463 0.215 0.196

Step 3 0.516 0.267 0.052

Step 4 0.537 0.288 0.021

Age �0.033 �1.137 0.00

Sexb �0.085 �0.182 0.00

Marital statusc 0.126 0.426 0.00

Family statusd �0.193 �0.353 0.00

Work h/wk �0.012 �0.687 0.00

Work-family conflict 0.226 3.761e 0.04

Work-family enrichment �0.197 �2.910f 0.03

Professional Identity and Values Scale �0.008 �0.311 0.00

Work-time control �0.033 �0.110 0.00

Perceived organizational family support �0.065 �1.492 0.00

Perceived supervisory family support �0.042 �10.807 0.01

Attitudes Toward Women Scale 0.063 2.644f 0.02

a N ¼ 251.
b Sex: male ¼ 1, female ¼ 2.
c Marital status: married ¼ 1, single ¼ 2.
d Family status: no children ¼ 1, children ¼ 2.
e P , .001.
f P , .05.
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After controlling for demographic factors, we noted that
work-family conflict, work-family enrichment, and gender
ideologies were predictors of ITLS. As work-family
conflict scores increased, so did ITLS, and when work-
family enrichment scores increased, ITLS scores decreased.
Although these factors statistically predicted ITLS, all
individual, organizational, and sociocultural factors entered
into the model accounted for only 28.8% of the variance in
ITLS. As we stated previously, intention to leave does not
represent actual turnover. Therefore, examining job satis-
faction can further broaden our understanding of the work-
life interface.

The advantages of work-life enrichment have been
documented in the literature40 and can be categorized into
3 distinct areas: (1) work related, (2) non–work related, and
(3) health related. Greenhaus and Powell41 explained that a
parent who had strong time-management skills that were
developed through his or her role as a parent created more
positive emotions at home, which transferred to more
positive emotions at work. Thus, it was not surprising that
higher levels of work-family enrichment affected both the
JSS and the ITLS of our participants. Rhoades and
Eisenberg42 reported that when beneficial treatment was
sensed by one group, the other group reciprocated, leading
to positive outcomes for both. This notion can be applied to
the work-life interface and helps to explain the link we
observed between perceived supervisory family support and
JSS. If employees perceived that the organizations they
worked for were helping them balance their work and life
roles, they were likely to feel supported by their
organizations.42 In return, employees felt obligated to
reciprocate in the form of more favorable attitudes toward
their job and organization.43

LIMITATIONS AND FUTURE DIRECTIONS

Our response rate (18.1%) was fair, yet it was comparable
with that of other online-based surveys conducted and
published in the athletic training literature.33,44 The results
of this study may not be generalizable to all athletic training
professionals because we included only ATs employed in
the college or university setting. The job demands and
patient populations of other athletic training clinical
settings may affect professional identity. We used an
intention-to-leave survey, which assessed only the general
willingness to depart the profession or the participant’s
current position. Future authors should look at career
intentions over time and measure actual turnover to expand
our knowledge. Additionally, as recent researchers have
highlighted the influence time of year may have on
individuals’ perceptions of their work and personal lives,12

future studies examining the work-life interface should be
conducted in a longitudinal manner.

CONCLUSIONS

We found that a combination of individual-, organiza-
tional-, and sociocultural-level factors was best able to
predict JSS and ITLS among collegiate ATs. These results
give credence to the importance of examining the work-life
interface from a multilevel approach. To focus solely on
factors at any 1 level would discredit the value and effect of
factors from other levels. We established that individual-
level factors had a bottom-up effect on job satisfaction and

intention to leave but also that sociocultural- and
organizational-level factors had predictive relationships
with these outcomes. The goal of this research is to promote
the development of policies that will stimulate change in
the organization and enhance the work-life interface of
individuals to help retain ATs within all settings.
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