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Abstract: Work–Family Integration (WFI) is the decision-making process that enables an individual
to effectively balance work, family, and personal responsibilities, generating a level of personal
satisfaction aligned with the management of these demands. This research aims to explore the
potential links between personal competencies facilitating work and family integration (WFI Compe-
tencies), employer-provided support (WFI Support), perceived satisfaction in role integration (WFI
Satisfaction), and their association with organizational performance indicators and the overall health
of professionals in dependent employment. Data were obtained via an online questionnaire adminis-
tered to 270 professionals possessing a university education or higher, employed in public or private
organizations spanning various sectors in Venezuela. The data were subsequently analyzed utilizing
Structural Equation Modeling (SEM). The study was divided into two main parts: the factorial analy-
sis (both exploratory and confirmatory) of measurement models and the analysis of the relationships
and modeling inherent to the structural model. Initially, two diagnostic instruments were developed,
one for WFI Competencies and another for WFI Indicators; though applied simultaneously, their
structuring and validation were conducted separately. In the subsequent phase, conceptual models
for structural analysis were defined. A positive relationship was observed between WFI Support
and WFI Satisfaction, corroborating findings from previous research. The relationships between WFI
Competencies and Satisfaction led to insights into the necessity of training to strengthen the personal
decision-making process under the dual pressures of work and family roles. Future longitudinal
studies could elucidate the effects of relationships within such programs on WFI Satisfaction. Con-
cerning organizational indicators, this study found that WFI Satisfaction positively correlates with
organizational commitment, enhancing work productivity and mitigating negative health effects.
This research presents a model that could be replicated in other countries and with various sample
types, facilitating comparative analyses that enrich the body of knowledge on this subject.

Keywords: work–family integration; WFI competencies; WFI support; WFI satisfaction; WFI indicators;
productivity; health; organizational commitment

1. Introduction

Studies on the relationship between work and family have two main branches. The
first one began in the late 1970s, focusing on the analysis of the conflict experienced by the
individual, defined by [1] as a form of role conflict, in which the pressures resulting from
work and family responsibilities are mutually incompatible in some aspect. The second,
coexisting with the former but gaining strength in the late 1980s and early 1990s, expanded
the field of study. The literature review conducted by [2,3] demonstrates that, following the
introduction of analyzing the individual dimension of conflict as proposed by [1], studies
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shifted their focus towards the organizational domain to understand the corporate and
social experience better. In other words, they examined the actions that organizations could
develop, both public and private, to reduce conflicts between work and family among
their employees.

Other theoretical review studies, such as those by [4–6], demonstrate how, over the
years, various terms have been used to characterize the relationship between work and
family interaction: “conciliation”, “balance”, “integration”, “enrichment”, etc. With each
term, there has been an effort to conceptualize the relationship between these domains
from an increasingly positive perspective. Despite the variations, small or large, in the
concepts proposed over the years, these terms ultimately lead to policies or actions that both
organizations and governments should adopt to help individuals minimize work–family
conflicts. This, in turn, contributes to reducing the negative perceptions associated with
such conflicts.

In this context, studies such as those by [2,7] have addressed the relevance of imple-
menting work–family reconciliation policies at the corporate level. Other researchers have
highlighted the importance and described best practices but from a social perspective, as
is the case with the work of [8]. However, studies such as those by [7] or [9] (p.16) argue
that these company-driven policies are not always sufficient. Some workers struggle to
integrate their work and family demands effectively, experiencing greater conflict between
these domains than others, even with lower work or personal demands. In this context, it is
suggested that personal resources play a crucial role in reducing the work–family conflict,
enabling a more effective utilization of the assistance received.

Therefore, it is essential that the organization’s efforts to adopt reconciliation policies
are accompanied by the willingness and ability of the worker to integrate their responsibili-
ties. This way, they can better take advantage of the facilities or opportunities offered by the
organization and/or the state. Faced with the specific pressures of the work–family conflict,
individuals respond in a highly personalized manner. Studies such as those by [10–13]
have examined the effects of personal attitudes on the relationships between work and
family; their contributions have helped define what in this study is termed Work–Family
Integration Competencies (WFI Competencies). WFI Competencies can be seen as potential
resources that may assist an employee in making better decisions to reconcile work and
family, thus functioning as coping tools. An individual can decide whether or not to take
advantage of the facilities provided by the company to achieve integration between both
domains. It is suggested that, if the individual possesses WFI Competencies, they can
leverage these resources more effectively. In this study, these WFI competencies were
analyzed not from a psychological perspective, but from individuals’ perception of how
important they consider them in their process of reconciling work and family.

This research aims to analyze the relationships between the WFI Competencies,
WFI Support, WFI Satisfaction, and their associations with organizational performance
indicators and the overall health of professionals with dependent employment in the
Venezuelan context.

To achieve this objective, two diagnostic instruments were developed, one to inquire
about WFI Competencies and the other for WFI Indicators. This represents a significant
contribution, as these can be used or adapted for application in other contexts or countries,
thereby facilitating comparisons that enrich the findings. Then, based on the theoretical
review, hypotheses, and conceptual models were established, through which the relation-
ships between the variables of interest in this research were analyzed (using structural
equation analysis), followed by an examination of the results and a description of the
conclusions and contributions of the research. This study collected data from a stratum
of the Venezuelan population, a country with unique characteristics and limited research
evidence of this kind.

There is no specific law or regulation regarding work–family reconciliation policies in
Venezuela. However, the Organic Law of Labor, Workers, and Workers (LOTTT) establishes
a prenatal rest period of six weeks and a postnatal period of 20 weeks (Article 336). Similarly,
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there is paid paternity leave for 14 days (Article 339), and mothers enjoy job stability
following pregnancy until two years after childbirth [14], making these measures the
longest-lasting in the region. Regarding research on work–family reconciliation, evidence
is scarce. Nonetheless, noteworthy studies include those conducted by [15,16], which
focus on developing and measuring work–family reconciliation. In Ref. [17] analyzed the
flexibility of relationships as a key element of work–family reconciliation, while others
have concentrated on analyzing existing and proposed laws [18,19]. These precedents have
served as the foundation for this research, emphasizing the importance of continuing to
promote studies like this one.

2. Theoretical Model

Given that the objective of this study is to analyze the relationships between WFI
Competencies, WFI Support, WFI Satisfaction, and their association with organizational
performance indicators and the overall health of professionals with dependent employment,
it is necessary to start from a theoretical model in which the structural relationships and
research hypotheses are formulated. These are defined through measurement models and
the first- and second-order structural models, which are explained below.

2.1. Measurement Model for the WFI Competencies

This study is based on the Work–Family Integration Model developed by [16], in
which one of the personal variables facilitating integration between these domains is the
individual competencies of employees to address such demands, referred to in this research
as WFI Competencies.

As a result of empirical and exploratory analysis, six WFI Competencies were identi-
fied: Attitude toward Conflicts (AC), Good Treatment (GT), Communication in Conflicts
(CC), Teamwork (TW), Acceptance and Respect (AR), and Time Planning (TP) [16].

The theoretical model aims to analyze the relationships between WFI Competencies
and WFI Support policies on WFI Satisfaction. In this sense, the initial hypotheses posed in
this study are:

H1: WFI Competencies are significantly related to WFI Satisfaction.

In other words, employees are aware of the importance of WFI Competencies in
achieving greater satisfaction in work-family integration.

H2: WFI Support provided by companies is significantly related to WFI Satisfaction.

2.2. Measurement Model for WFI Indicators

Regarding the effects of Work–Family Integration on work-related and organizational
aspects, authors such as [2,6,10] agree on the difficulty of measuring these effects since
Work–Family Integration has multifactorial implications, making it challenging to establish
its specific influence on them. For instance, the intention to stay in the company, as stated
by [8], depends on elements like salary and professional growth expectations, not solely
on the facilities to integrate work and family life; perhaps this is one of the reasons why
there are not many studies detailing these relationships. Other studies have found positive
effects on indicators related to psychosocial risk factors like Dual Presence [4] and health
effects [6,7], and all agree that the main consequence is observed in the organizational
commitment experienced by employees benefiting from Work–Family Integration policies.

In this study, the effect of WFI Satisfaction was analyzed from the employee’s perspec-
tive; that is, from the subject’s perception of how their management of work and family
indicators associated with their personal job performance and health.

The study conducted by [15] explains the process for establishing indicators to measure
WFI Support, WFI Satisfaction, and organizational performance indicators. The four main
indicators related to the effects of WFI Satisfaction are: Commitment (CO), Dual Presence
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(DP), Effects on Health (EH), and Personal Productivity (PP). Certain aspects concerning
health effects were updated, taking into account the contributions from the work of [20].

The theoretical model links together employees’ perceptions of how WFI Satisfaction
influences organizational performance indicators. Therefore, the hypothesis formulated is

H3: WFI Satisfaction has a positive relationship with WFI indicators.

In other words, as WFI Satisfaction increases, so does commitment to the organiza-
tion and the willingness to remain within it. The need to be simultaneously present in
both realms (work and home) diminishes, reducing adverse health effects and thereby
anticipating an augmentation in labor productivity.

2.3. Initial Structural Model

This document examines the structural relationships among WFI Competencies, WFI
Support, WFI Satisfaction, and WFI Indicators, as illustrated in Figure 1.

Figure 1. Conceptual diagram of the initial structural model. Note: WFI Competencies—personal
competencies that facilitate the integration of work and family; WFI Support—support provided by
employers; WFI Satisfaction—perceived satisfaction in role integration; WFI Indicators—work-family
integration indicators that include the Commitment Indicators (CO), Personal Productivity (PP), and
Effects on Health (EH).

The conceptual model was configured based on the following premises. The first-order
structural model consisted of competencies and WFI Support, serving as exogenous latent
variables with a direct relationship to WFI Satisfaction. The theoretical relationship estab-
lished between these variables should not change, as it underlies the rationale of the model.
While the model aims to measure the importance of competencies on WFI Satisfaction, the
effect of initiatives adopted by the company to facilitate work–family integration (identified
as WFI Support in the model) cannot be overlooked. This is supported by multiple studies
that confirm such assessment [6,11].

The second-order structural model represents the relationship between WFI Satisfaction
and its influence on organizational indicators that may affect employees’ job performance.

3. Materials and Methods
3.1. Participants

The analyzed population consisted of professionals (with a university education or
higher in any field) with stable or dependent employment in public or private organizations
from any sector (manufacturing, services, or commerce) within the Venezuelan national
territory. The reason for working with this stratum of the population is primarily due
to the researchers’ interest, as conflicts between work and family are mainly observed in
individuals with dependent employment. In other words, individuals without employment
or who are entrepreneurs have different characteristics that are not comparable with the
conditions of an employed person. Additionally, the research focused on professional
collaborators because their characteristics (salary, working hours, and other benefits) differ
from those of workers without a university education. Data were collected in Venezuela
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because the principal investigator was in this country, and studies in this area are scarce,
making it a significant contribution to knowledge.

Upon applying the instruments, participants were informed that the data would be
used solely for research purposes. The responses were entirely anonymous, and participants
were given the option to provide their email address in case they wished to participate
in future investigations. The data were collected between November 2022 and January
2023. Participation was entirely voluntary. The study was conducted in accordance with
the ethical standards set by the Declaration of Helsinki and was approved by the Ethical
Committee of the Universidad Panamericana (UPCE-2023-AGS-004). Data processing was
conducted using the statistical package SPSS 25.

The final sample included 270 individuals who validly responded to questionnaires
delivered via email. The distribution of respondents by age was as follows: 40% were aged
between 20 and 30, 34% between 31 and 40, 17% between 41 and 50, and 9% were over
51 years old, with an average age of 35 years. The gender distribution was 61% women and
39% men. The sample was evenly divided between individuals with and without children
(51% had children, while 49% did not). Among the 137 workers with children, 82% had one
or two children, and 18% had three or more children. In terms of marital status, 40% of the
respondents were married, 45% were single, 11% were divorced, 24% were in a partnership,
and 4% were widowed. Educational levels were as follows: 70% held a bachelor’s degree,
25% a master’s degree, and 5% a doctorate. Work hours per day were distributed with
37% working more than 8 h, 57% working between 5 and 7 h, and 6% working less than
5 h. Regarding employment sector, 54% were employed in the public sector and 46% in the
private sector. Detailed descriptive statistics of the sample are presented in Table 1.

Table 1. Characteristics of the sample.

Characteristic Category Percentage

Gender Female 61%
Male 39%

Marital Status Single 45%
Married 40%
Divorced 11%

Serious Relationship 24%
Widow 4%

Children Yes 51%
No 49%

Education Doctorate 5%
Masters 25%

Higher Education 70%

Age (Years) 20 to 30 40%
31 to 40 34%
41 to 50 17%
Over 51 9%

No. of Children 1 to 2 82%
More than 2 18%

Working Day (H) More than 8 37%
Between 5 and 8 57%

Less than 5 6%

Company Department Public 54%
Private 46%

Age Average 35 years
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3.2. Procedure

Relational analysis through Structural Equation Modeling (SEM) originates from a
non-experimental study technique with processes previously unknown for hypothesis
testing. The modeling approach of this technique represents the association between
multiple relationships and unobservable constructs [21,22], aligning with the characteristics
of this study. The stages proposed by [23] were followed in this research, consisting of two
main steps: the factorial analysis (exploratory and confirmatory) of measurement models
and the second step, the causal analysis and modeling inherent to the structural model
(Figure 2).

Figure 2. Steps for causal analysis with structural equations. Adapted from [23].

3.3. Measurements

Two diagnostic instruments were developed, one for WFI Competencies and another
for WFI Indicators; although their application was simultaneous, their structuring and
validation were conducted separately. The design of these scales followed the stages
proposed by [23], as illustrated in Figure 3.

Figure 3. Stages for the scale design from Source [23].
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For the final configuration of the instrument, each element was adjusted to the scale’s
objective, providing that their content fell within the defined scope and that the respondents’
response process was appropriate. Sufficient elements were incorporated and drafted so
that, after subjecting them to quality criteria, the result was ultimately a valid and reliable
instrument. In this phase, the principles and suggestions of [24] were taken into account.

WFI Competencies were measured through a scale consisting of sixty (60) elements. No
evidence of specific scales measuring competencies associated with work–family integration
was found, so a custom scale was designed. The definition of competencies for work–family
integration was achieved through the theoretical identification of personal competencies
associated with WF integration. Subsequently, a validation by experts was conducted to
describe the competencies and associated criteria.

In this validation phase, seven experts participated: three specialized in work–family
integration issues, one was an expert in family counseling, and three specialized in edu-
cation and competency assessment. A questionnaire was designed to gather the experts’
opinions on two aspects: the wording of competencies and their criteria and their im-
portance in the work–family integration process. Based on the theoretical review, ten
competencies were initially proposed, but with expert consultation, six were identified as
the most relevant. Additionally, adjustments were made to various competency statements,
taking into account the observations provided by the experts.

The description and standardization of each selected competency followed the princi-
ples proposed by [25–27]. This allowed for the establishment of criteria for measuring each
competency. The works of [28] and the elements of the ISTAS21 questionnaire [29] were
also crucial in this process. Each of the six WFI Competencies was evaluated with ten items.
For example, for the Time Planning competency, some items comprising the scale include:
“List the activities I need to perform in the coming days”, “Establish priorities among the
activities I must perform each day”, and “Accomplish what I plan”. Items were assessed
on a Likert scale from 1 to 5.

In the instrument, the WFI Indicators consisted of 34 items with a Likert-type response
format (1 to 5). Many variables were adapted from existing scale elements, such as the
organizational commitment scale by [30]. Additionally, works like [15,29,31] were consulted
(Appendix A shows the designed instrument).

3.4. Validation of Measurement Instruments

For the analysis of the elements, a preliminary application of the instrument was con-
ducted on 127 individuals who were representative of the target population: professionals
from any field, employed in both public and private organizations. The sample was then
randomly divided into two parts for an independent analysis of item characteristics. Fac-
tors with very similar characteristics were identified (internal consistency, with Cronbach’s
Alpha ranging from 0.7 to 0.9), suggesting that the results are primarily sample dependent.
The relevance, representativeness, and precision of the item wording led to consistent
outcomes [23].

Concerning internal consistency, the individual contributions of each variable to the
overall coefficient were examined. Some variables exhibited non-significant contributions
and low correlations with other variables. Through this analysis, irrelevant and ambiguous
items were identified and removed. The assessment of internal consistency and structure
facilitated the refinement of the number of variables to an appropriate level for Factor
Analysis, using the SPSS 25 statistical package. The verification of psychometric properties
is the final step in scale construction, ensuring its validity and reliability for accurately
measuring the intended attribute.

The reliability of the WFI Competencies and WFI Indicators instruments was deter-
mined through internal consistency analysis, reflecting the degree of interrelation among
the items in the scale. The Cronbach’s Alpha coefficient, the most widely used metric for
this purpose, was utilized. For the proposed scales, the Cronbach’s Alpha for each factor
exceeded 0.64, indicating regular homogeneity, though slightly lower than the preferred
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threshold of 0.7. Nonetheless, the internal consistency is considered a valid indicator
that the scale effectively measures the Work-Family Integration characteristic, serving as
evidence of the instruments’ reliability.

3.5. Statistical Structural Analysis

For the analysis, SPSS Version 25 was used to review the frequency distributions of
each item for missing data and univariate outliers, as well as to conduct reliability studies
on the scales and exploratory factor analysis.

The Structural Equation Modeling (SEM) was performed using the SPSS add-on,
AMOS Version 24, chosen for its covariance-based approach, which imposes minimal
restrictions on measurement scales [32]. Its application is recommended for samples larger
than 200, fitting this study’s sample size of 270 participants [33,34]. AMOS is particularly
suited for models with well-defined theoretical underpinnings, as in this study where the
relationships to be analyzed are clearly established. The requirement that constructs be
measured by a minimum of four items per latent variable, as suggested in the literature [35],
was also met. Furthermore, the graphical interface of AMOS was found to be highly user
friendly, facilitating its use by the researchers.

4. Results

The outcomes of the causal analysis conducted through Structural Equation Modeling
(SEM) are presented in accordance with the two-step approach proposed by [23] and
detailed in the procedure. To establish the structural model, measurement models were
initially defined.

4.1. Step 1: Factorial Analysis: Measurements Models

Initially, the applicability of factor analysis to the instrument’s data was evaluated,
confirming the suitability of the chosen factor model for interpreting the behavior of the
analyzed data. Through the Principal Component Extraction method, correlated variables
were identified and grouped into factors, accounting for the majority of the total variance.
This process verified that Exploratory Factor Analysis (EFA) could be effectively conducted
with the sample data.

For WFI Competencies, six components emerged, explaining 64.13% of the total
variance; while for WFI Indicators, five factors were identified, explaining 66.19% of the total
variance. These percentages are considered acceptable, following the guidelines of [23,24],
particularly in studies related to human behavior where data precision is comparatively
lower, and a solution accounting for at least 60% of the total variance is deemed normal.
For the purpose of data interpretation, an orthogonal rotation using the Varimax method
was applied to the components, focusing on variables with loadings above 0.5.

The six components identified for WFI Competencies include: Attitude toward Con-
flicts (AC), Good Treatment (GT), Communication in Conflicts (CC), Teamwork (TW),
Acceptance and Respect (AR), and Time Planning (TP), with each component being repre-
sented by four observable variables, except TP, which is represented by three. The internal
consistency of each component was evaluated using Cronbach’s Alpha, resulting in values
above 0.73 (see Appendix B.1 for details).

The components identified for WFI Indicators include: Satisfaction in Work–Family
Integration (WFI Satisfaction), Commitment (CO), Support for Work–Family Integration
(WFI Support), Double Presence (DP), and Effects on Health (EH). The analysis of internal
consistency produced Cronbach’s Alpha values greater than 0.64. Notably, the Personal
Productivity (PP) component was excluded due to its low internal consistency (α = 0.511)
in comparison to the other components. Nevertheless, considering the significance of
the variables it comprises and the ability of structural equation modeling to incorporate
exogenous latent variables, it is possible to include it in the structural model analysis to
evaluate its influence on the anticipated outcomes (see Appendix B.2 for details).
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Following the Exploratory Factor Analysis (EFA), Confirmatory Factor Analysis (CFA)
was executed for both WFI Competencies and WFI Indicators, acting as a bridge between
EFA and the Structural Equation Model (SEM). The aim of CFA is to assess the fit of the
measurement models for competencies and WFI Indicators under SEM analysis condi-
tions, examining the consistency between measurable and latent variables, and facilitating
adjustments to improve model fit.

CFA proceeded through the stages proposed for the structural model, adhering to the
guidelines set forth by [23,24,36]. The stages are outlined as follows:

• Stage 1: Model Specification: A relationship diagram was constructed to depict causal
links between constructs, adhering to the notation typical of Structural Equation
Modeling (SEM). In this notation, manifest variables are represented by rectangles
and latent variables by circles or ovals. WFI Competencies and WFI Indicators, as
latent variables, were correlated, indicated by double-headed curved arrows.

• Stage 2: Model Identification: The model’s order conditions were verified through de-
grees of freedom analysis. The model was over-identified, having degrees of freedom
greater than zero, which permitted the estimation of the model. The rank conditions
were also met. Consequently, a scale for common factors was defined to ensure the
identifiability of the model section that describes the relationship between observed
variables and factors, with the error regression coefficient set to one arbitrarily.

• Stage 3: Parameter Estimation: Considering the data collected from a sample size
of 270 individuals, the Unweighted Least Squares (ULS) method was selected for
parameter estimation. This method was chosen for its flexibility and robustness,
making it particularly suitable for the data at hand, aiming to provide reliable and
efficient estimates for analyzing the relationships between the investigated variables.

• Stage 4: Model Fit: The estimations were examined to confirm the absence of prob-
lematic issues, such as negative error variances, non-significant error variances for
any construct, standardized coefficients outside the [−1, +1] range, or excessively
high standard errors associated with any estimated coefficient. No such problematic
estimations were found. For acceptable model fit, the values of four indices had to
surpass the minimum reference value of 0.9.

• Stage 5: Model Interpretation: In this stage, the significance of the model estima-
tors for the study was assessed. Any non-significant relationships between latent
variables were removed, ensuring that this process did not compromise the model’s
logical integrity.

• Stage 6: Model Optimization: Optimization was pursued with the goal of enhancing
the model fit indices while preserving the study’s objectives and the model’s structural
integrity. This approach facilitated the development of a meaningful model that is in
line with the research goal.

In Figure 4, the relationship diagram for the optimized measurement model for WFI
Competencies is presented.

It is noteworthy that, from the initial set of six competencies, only four remained in
the final model, as components such as Conflict Communication (CC) and Acceptance
and Respect (AR) demonstrated high correlation with other variables, resulting in their
integration with other latent variables. This refinement of the model led to an enhanced
significance, as indicated by improved fit indices: Normed Fit Index (NFI), Goodness of Fit
Index (GFI), Root Mean Square Residual (RMR), Adjusted Goodness of Fit Index (AGFI),
and Relative Fit Index (RFI) [24,32] (Refer to Table 2). These adjustments contributed to
a more coherent and statistically robust model, reflecting a better understanding of the
relationships between the competencies and their relationships to Work–Family Integration
(WFI) outcomes.

The same procedure of CFA was carried out with the WFI Indicators. In Figure 5, the
relationship diagram for the measurement model of the WFI Indicators is presented.
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Figure 4. Relations diagram of the adjusted measurement model of WFI competencies (AMOS
24 Output).

Figure 5. Relations diagram of the measurement model of WFI Indicators (AMOS 24 Output).
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Table 2. Model fit values for WFI Competencies.

Model Fit GFI AGFI NFI RFI RMR

Values 0.983 0.974 0.967 0.957 0.035
Reference values ≥0.9 ≥0.9 ≥0.9 ≥0.9 ≤0.08

When analyzing the measurement model encompassing the five latent variables, it
was found that there were no significant correlations requiring further model adjustments.
The fit indices, as detailed in Table 3, demonstrated significance, suggesting that the model
was adequately specified without the need for modifications. Following the completion
of Confirmatory Factor Analysis (CFA) for both sets of measurement models, the study
advanced to the examination of the structural model, focusing on the relationships and
causal links between the latent variables. This step is critical in understanding how the
identified factors interact within the framework of Work–Family Integration (WFI) and
their influence on the overall model outcomes.

Table 3. Model fit of WFI Indicators.

Model Fit GFI AGFI NFI RFI RMR

Values 0.983 0.977 0.972 0.966 0.058
Reference values ≥0.9 ≥0.9 ≥0.9 ≥0.9 ≤0.08

4.2. Step 2: Relationships and Modeling: Structural Model

The approach taken to construct the structural model adhered to the model develop-
ment strategy outlined by [24,36]. This strategy initiated with a proposed model, which
was then refined through adjustments to both measurement and structural models. The
initial step involved formulating measurement models for WFI Competencies and WFI
Indicators, laying the groundwork for developing a comprehensive model detailing the
interrelationships among WFI Competencies, WFI Satisfaction, and WFI Indicators. Ad-
justments to the structural model were made with careful consideration to preserve the
integrity of the desired relationships and causal links, which are central to the objective of
relational analysis.

While the steps for SEM modeling were not explicitly delineated as in the case of CFA,
they were meticulously applied in the formulation of the structural model. This model
articulated the connections between WFI Competencies and WFI Satisfaction, focusing
specifically on the Relational Analysis of WFI Competencies.

The goal of this Relational Analysis of WFI Competencies was to assess the effects
of the relationship between WFI Competencies and WFI Support (as exogenous latent
variables) on WFI Satisfaction (an endogenous latent variable) and to subsequently evaluate
how this affects WFI Indicators (also endogenous latent variables). This analytical process
is pivotal in understanding the dynamic interplay between the competencies and support
mechanisms available to individuals and their subsequent satisfaction with Work–Family
Integration, as well as the broader implications for organizational indicators.

Parameter estimation was conducted using the Unweighted Least Squares (ULS)
method, ensuring that no construct exhibited negative or insignificant error variances.
The standardized coefficients were within the expected range of [−1, +1], and standard
errors associated with any estimated coefficient were not significantly high. Moreover,
correlations among variables did not exceed the threshold of unity. Initial model fit indices
suggested an acceptable quality for the model in three instances, although the Relative Fit
Index (RFI) fell below the desired minimum of 0.90. To address this, the model’s fit quality
was enhanced by interpreting and adjusting the Initial SEM Model.
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Adjustments were made to the second-order model, focusing on the analysis of stan-
dardized estimates between WFI Satisfaction and WFI Indicators (Double Presence, Com-
mitment, Effects on Health, and Personal Productivity). As suggested by [24], standardized
coefficients (β) are instrumental in assessing the relative importance of variables, albeit in a
sample-specific manner. These coefficients facilitate the identification of which variables
significantly contribute to explaining the constructs.

The indicator which was least associated with WFI Satisfaction was identified as
being Double Presence (DP), with a β value of 0.348. In an effort to refine the model, this
latent variable was removed. This modification did not compromise the study’s core aims,
which concentrated on examining productivity and health effects. Further adjustments
to the Initial SEM Model involved the removal of observable variables that contributed
minimally to the constructs, leading to a notable improvement in the model’s fit. This
resulted in the elimination of one variable from the WFI Satisfaction construct. The adjusted
model demonstrated a significant enhancement in terms of fit indices compared to the
initial configuration. Moreover, the inter-variable relationships (between competencies and
indicators) remained coherent and aligned with the conceptual framework being assessed,
establishing this as the final SEM Model.

Figure 6 depicts the relationship diagram with standardized estimates for the final
structural model, upon which the final analysis was conducted.

Figure 6. Final structural model with standardized estimates (output from AMOS 24).
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In the Table 4, the fit indices of the final structural model are presented, demonstrating
the model’s good fit.

Table 4. Fit Indices of the final structural model.

Model Fit GFI AGFI NFI RFI RMR

Values 0.954 0.945 0.923 0.914 0.064
Reference values ≥0.9 ≥0.9 ≥0.9 ≥0.9 ≤0.08

5. Discussion

The discussion focuses on analyzing the hypotheses posed versus the findings ob-
tained through structural equation modeling (SEM), providing an interpretation of the
relationships proposed in the initial theoretical model.

First, we will analyze the first-order relationships of the structural model, which
correspond to Hypotheses 1 and 2:

H1: WFI Competencies are significantly related to WFI Satisfaction.

H2: WFI Support provided by companies is significantly related to WFI Satisfaction.

A relevant finding of the research pertains to the first-order relationships in the struc-
tural model, where the effects of the relationships between WFI Competencies (H1) and
WFI Support (H2) on WFI Satisfaction are analyzed. According to the standardized coef-
ficients, the estimation of WFI Satisfaction obtained through SEM modeling is expressed
as follows:

WFI Satis f action = 0.82(WFI Support) + 0.24(AC) + 0.16(TP) + 0.15(TW) + 0.09(GT), (1)

For Hypothesis 1 (H1), the analysis reveals a surprising perception. Despite the
initial expectation that WFI Competencies would play a significant role in achieving WFI
Satisfaction, the data suggest a non-significant correlation between these competencies and
satisfaction levels (values ranging between β = 0.09 and β = 0.24). This result challenges
the assumption that employees inherently value these competencies in terms of enhancing
WFI Satisfaction, suggesting that other external factors may play a more determining
role in shaping their satisfaction. This finding aligns with previous research, such as that
of [9] (p.16), indicating the need to reassess the emphasis placed solely on WFI Support to
improve WFI Satisfaction.

In our study, we wanted to start with the assertion that the surveyed employees
considered WFI Competencies to be important, which is why H1 was proposed. Since indi-
viduals with a high level of education were consulted, it was thought that their professional
training might make them more aware of their responsibility as the study conducted by [9]
did not consider the level of education but only whether both partners worked outside
the home. Ultimately, it is observed that the proposed H1 in this research still needs to be
fulfilled, demonstrating that there is a gap to fill to facilitate WFI in employees.

In contrast, Hypothesis 2 (H2) receives strong support from the data, which shows
a significant positive relationship between WFI Support and Satisfaction (β = 0.82). This
underscores the critical importance of supportive policies and practices implemented by
companies for facilitating Work–Family Integration, resonating with the broader literature
that highlights the value that employees place on organizational support for balancing
their work and personal life [6,34]. The strong coefficient for WFI Support in the model
suggests that, from the employees’ perspective, their employers’ availability and quality of
support are paramount for achieving satisfaction with the Work–Family Interface.

This finding reinforces the need for companies to continue developing and strengthen-
ing these measures in their organizations, as their employees highly value them. Knowledge
and skills that facilitate decision making in the face of role pressures can help employees to
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achieve higher WFI Satisfaction in less time. Still, employees need to be aware of it. Based
on this premise, H1 was formulated; however, the results from this study show that, for the
respondents, these competencies are less crucial for WFI Satisfaction. The non-confirmation
of H1 suggests the need to raise employee awareness about the importance of personal
decisions in the Work–Family Integration process [7,9,37]. Therefore, the training and
education that the company can offer in this regard present a significant opportunity to
emphasize the need to perceive this process as a personal decision-making process. Other-
wise, WFI Satisfaction may be hindered or take longer to improve, as the support policies
implemented by the company may need to be fully utilized.

The examination of second-order relationships pertains to the connections involving
WFI Satisfaction and performance indicators, namely Commitment (CO), Health Effects
(EH), and Personal Productivity (PP). This relational assumption is explicitly stated in
Hypothesis 3:

H3: WFI Satisfaction has a positive relationship with WFI indicators.

Estimates derived from the second-order relationship analysis, based on standardized
coefficients for each WFI Indicator, are summarized below:

CO = 0.73 (WFI Satis f action), (2)

PP = 0.45 (WFI Satis f action), (3)

EH = 0.43 (WFI Satis f action), (4)

Upon examining the standardized weights, it is evident that WFI Satisfaction exhibits
a high positive relationship with the Commitment indicator (CO), registering β = 0.73
(this is a relationship demonstrated by multiple studies, among which [20,38] are cited).
This indicates that the amalgamation of work and family responsibilities markedly influ-
ences employees’ dedication to their organization, fostering emotional connections and a
commitment to enduring engagement.

This satisfaction (WFI Satisfaction) also positively influences Personal Productivity
(PP), with β = 0.45; however, this relationship is not as strong as the association between
WFI Satisfaction and CO. This can be interpreted as an expression of employees’ willingness
to fulfill assigned tasks and exceed their supervisors’ expectations to the extent that WFI
Satisfaction is perceived. Among the investigations that have addressed this effect, a
notable study was conducted on a group of nurses by [39]. They found that Job Satisfaction
achieved through WFI did not have a strong relationship with the nurses’ performance,
aligning with our study’s findings.

Similarly, WFI Satisfaction positively affects health (EH), with β = 0.43. This means
it positively influences individuals’ physical, emotional, and mental well-being, reducing
tension or stress and preventing the onset of potential psychosomatic disorders that can
affect health and individual work performance. This aspect has garnered attention in recent
research studies such as those by [11,20,40]. In conclusion, given these results, Hypothesis 3
is confirmed.

An important aspect to highlight is related to the characterization of the sample.
In the participants’ section of this study, a detailed description of the demographic and
professional characteristics of the sample was provided, emphasizing diversity in age,
gender, marital status, presence of children, educational level, and employment sector.
Despite this comprehensive characterization, we acknowledge that the discussion of the
results has yet to explicitly differentiate how these varied characteristics may influence
WFI Satisfaction, company support, and other performance indicators.

The omission of this detailed discussion was an initial methodological decision focused
on highlighting general findings and structural relationships identified in our analysis.
However, including a more detailed analysis in future research on how various sample
characteristics may affect research outcomes will enhance our understanding of the complex



Safety 2024, 10, 28 15 of 25

interactions between work and family. This approach will address a significant limitation of
our study and provide valuable guidance for future research and organizational practices
in pursuing satisfactory WFI for all employees.

6. Conclusions

This research analyzed the relationship between Work–Family Integration (WFI) Com-
petencies, WFI Support, WFI Satisfaction, and their association with work and health
performance indicators. This objective was achieved through the application of structural
equation modeling.

In the context of this research, relational analysis reveals that the development and
strengthening of WFI Competencies are areas of opportunity for employees. Employees
need to pay more attention to the importance of these WFI Competencies processes. Un-
doubtedly, this poses a challenge for organizations, which need to continue promoting WFI
Support policies and help bridge this gap among their employees. There are indications
that these skills facilitate prioritization and decision-making, enabling a more effective
utilization of highly valued WFI Support measures by the subjects. These assumptions
could be the subject of future research, possibly of a longitudinal nature, to assess the effects
of developing such competencies in employees.

WFI Competencies and WFI Support are essential elements for the Work–Family
Integration process; both are supportive and enhance integration. If the company does not
implement the necessary work–family reconciliation measures, employees will be limited
in their ability to make informed decisions in favor of Work–Family Integration, given
work constraints. On the other hand, if the company facilitates these measures but does
not encourage the strengthening and development of WFI Competencies, there is a risk
of wasting the opportunities and facilities offered by the organization, society, or the state
regarding Work–Family Integration.

Employee training plays a crucial role in two ways. Firstly, it is essential to raise
awareness among individuals about the personal nature of the Work–Family Integration
process, which is based on individual decision-making. This process becomes more efficient
when people can leverage the support policies provided by the company. However, these
benefits may lose their effectiveness if individuals are unaware that these benefits do not
work independently; active participation with clear goals for each area is required.

The positive relationships between WFI Satisfaction and the WFI Indicators confirm the
hypothesis, demonstrating that higher satisfaction with work-family integration contributes
to increased Organizational Commitment, better Health Outcomes, and enhanced Personal
Productivity. These findings provide evidence of the benefits of fostering a satisfying
Work–Family Integration for individual employees and the organization as a whole.

This study suggests future research from various perspectives, such as replicating this
study in other countries with similar population samples and establishing comparisons
with the findings of this initial approach. One limitation of this study was that partic-
ipants were not asked about the type of position or responsibility they held within the
organizations where they worked; this is a crucial aspect to consider in future research to
compare perceptions among different types of workers and analyze if this characteristic
affects their perceptions of the variables and interactions studied in this research. Another
possibility for future research is to include researchers from psychology to link perceptions
with diagnoses or psychological profiles that allow for the development of analyses with
multidisciplinary complexity.
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Appendix A. Measuring Instrument

In this appendix, the measurement instrument applied to the sample is presented.
The process of development, validation, and application is explained in Section 3 of this
document. It is important to highlight that this is an English translation, as the original
instrument was applied in Spanish.



Safety 2024, 10, 28 17 of 25
 
 

INSTRUMENT FOR WORK-FAMILY INTEGRATION 

INTRODUCTION 

The following instrument is framed within the doctoral thesis entitled "Training Model for Work-Family 
Integration," and the collected data will only be used for academic and research purposes. It is divided into three 
parts: the first corresponds to general data, the second explores the impact of the Work-Family relationship, 
and the third examines the levels of generic competencies applied both in the workplace and the family 
environment. 

This instrument should be completed based on your daily experience. It is crucial that your responses align 
closely with your reality, as the results of the doctoral research depend on them. 

The data you provide will be kept confidential. In advance, thank you very much for your collaboration. 

 

PART I: GENERAL INFORMATION 

 
Email: _____________________________________________________________________________________ 
(Not mandatory, only if you wish to participate in future research related to this topic) 
 
Gender: F ___ M___Age: __________ 
 
Marital status:  Single ___             Education level:  Middle School ___ 

Married ___       Higher Education ___ 
Widowed ___       Master's Degree ___ 
Divorced ___       Doctorate ___ 
In a formal relationship ____ 

Do you have children? Yes____ No ___              ¿How many? ____      Do they live with you?: Yes____ No ____  

Age range of your children:  0 to 10 years____ 
11 to 18 years ____ 
Over 18 years____    

How many people live with you? ____         How many are elderly adults requiring your care? ____   

Organization where you work: ______________________________  Public Sector: ____ Private Sector:____  

Years in the organization: _________  Department where you work:_________________________________ 

How many hours do you work daily?:  Less than 5 hours____ 
Between 5 and 8 hours____ 
More than 8 hours____    
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PART II: IMPACT OF WORK-FAMILY RELATIONSHIP 

INSTRUCTIONS 

Indicate with an "X" the frequency with which each of the following situations occurs, using the scale shown at 
the top of the table. 

Remember not to leave any row blank. 

  ALWAYS OFTEN SOMETIMES RARELY NEVER 

1 I miss work because I have to attend to family problems or matters      

2 When I miss work, I try in some way to fulfill my work commitments      

3 
If I have a personal or family matter, I can leave my workplace for at least 
an hour without having to request special permission 

     

4 
When I need permission to attend to a family or personal situation, I 
openly communicate it to my supervisor 

     

5 
When I am absent from work for a period to attend to personal or family 
matters, I return to work afterward 

     

6 When I am at work, I think about family matters      

7 
There are moments when I would need to be at both the company and 
at home at the same time 

     

8 Family concerns interfere with the fulfillment of my work      

9 I handle family matters while I am working      

10 I limit myself to performing the essential duties of my job      

11 I exceed the expectations that supervisors have for my work      

12 I properly complete the tasks assigned to me      

13 
I have had health problems that have prevented me from doing my work 
and household chores 

     

14 My emotional problems have limited me at work      

15 
I have experienced emotional problems (such as anxiety, depression, or 
irritability) 

     

16 I have physical pains      
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To what extent do you agree with the following statements? 
 

Completely 
agree 

Moderately 
agree 

Neither agree 
nor disagree 

Moderately 
disagree 

Completely 
disagree 

5 4 3 2 1 

 

  5 4 3 2 1 

17 I would be happy if I worked for the rest of my life in this company      

18 I am proud to tell others that I am part of this organization      

19 I would feel guilty if I resigned from my organization right now      

20 I feel no obligation to stay in this organization      

21 This company deserves all my loyalty because it cares for me and my family      

22 
I have to stay longer than the stipulated hours in my workday to demonstrate my 
commitment to the organization 

     

23 I feel emotionally attached to my organization      

24 
I think it would be better to work in another department or company where I can have 
more time for my family 

     

25 I think about quitting my job      

26 Currently, changing companies would be complicated      

27 I must stay in this company for the personal and family benefits it offers me      

 
 
Indicate your level of satisfaction in the following aspects  
 

Completely 
satisfied 

Moderately 
satisfied 

Neither satisfied 
nor dissatisfied 

Moderately 
dissatisfied 

Completely 
dissatisfied 

5 4 3 2 1 
 

  5 4 3 2 1 

28 The way you divide your time between your work and personal or family life      

29 How well your work, personal, and family life fit together and integrate      

30 Your ability to balance the needs of your work with your personal and family needs      

31 The opportunity you have to perform well in your job and also fulfill family obligations      

32 
The professional and/or personal guidance you receive from the company for 
integrating work and family 

     

33 
The support you receive from the company in family matters, such as workplace 
flexibility, subsidies, or childcare facilities, etc. 

     

34 
Seminars, workshops, or informational sessions promoted by the organization on the 
integration of work and family 
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PART III: LEVEL OF GENERIC COMPETENCIES AT WORK AND IN THE FAMILY 

The objective of this third part is to study various skills that you normally demonstrate, both at work (with 
your work team: colleagues, supervisors, and/or subordinates) and with your family, i.e., the people you live 
with (parents, siblings, spouse, children, or other relatives). 

INSTRUCTIONS: 

You must evaluate each item according to the scale shown below. 

 

 

 

Remember to evaluate each item considering your way of acting, both at work (first column) and at home with 
your family (second column). Both columns must be assessed by placing the NUMBER OF THE SCALE that best 
describes your behavior. 

BY WAY OF EXAMPLE  Work  Family 

0 I perform…  1  5 

In response to each situation presented, visualize what your most frequent actions are in each environment 
(work and family).  

Remember not to leave any item blank  

  Work  Family 

1 I know how to listen to others, even when their ideas are opposed to mine       

2 I ask others for their opinions       

3 I express myself clearly and precisely       

4 I ask for help from others when I need it       

5 I have a positive body language       

6 My way of expressing things is pleasing to others       

7 I express my opinion easily       

8 I am receptive to others' proposals, even if they are critical       

9 I can give constructive feedback       

10 I encourage honest and sincere communication from everyone       

11 I list the activities I need to do in the coming days       

12 I establish priorities among the activities I need to do each day       

13 I plan daily activities, assigning time to each one       

14 I follow through with what I plan       

15 I am organized with my personal belongings       

16 I carry out my activities calmly       

17 I fulfill my responsibilities within normal working hours     Not 
applicable 

18 I fulfill my responsibilities at home and can sleep on time  Not 
applicable 

   

19 I effectively utilize time       

20 I maintain a calm attitude in stressful situations       

21 I have clear medium and long-term goals       

22 In the face of problems, I remain calm and seek a prompt solution       

NEVER RARELY SOMETIMES OFTEN ALWAYS 

1 2 3 4 5 
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   Work  Family 

23 I actively listen, ask questions to understand the problem that arises       

24 I identify the causes that originated the problem       

25 I handle conflicts, ensuring that no one is harmed or offended       

26 I ask for other points of view to make a group decision       

27 I propose new ways of doing or solving things       

28 I accept solutions or ideas given by others       

29 I establish with the group the actions to apply the chosen solution       

30 I anticipate and overcome difficulties before they become problems       

31 I accept my share of responsibility for a problem instead of blaming others       

32 I perform tasks that correspond to me at the right moment       

33 I propose common goals within the team and commit to them       

34 I collaborate in defining, organizing, and distributing group tasks       

35 I create the need to collaborate       

36 I publicly recognize the contributions or achievements of group members       

37 I assign tasks fairly       

38 I accept and comply with the group's norms       

39 I motivate others to collaborate and help each other       

40 I foster group unity       

41 I lead successful meetings       

42 I strive to do things well consistently       

43 I am a trustworthy and loyal person because I keep my promises       

44 I understand and respect the needs of others       

45 I maintain warm and friendly relationships with others       

46 I am consistent with what I think, say, and do       

47 I always tell the truth       

48 I promote understanding and acceptance among team members       

49 I do not speak ill of anyone       

50 I am a cheerful person       

51 I respect others' material belongings       

52 I channel stressful situations that arise       

53 I accept and respect others' flaws, differences, or feelings       

54 I am willing to learn new things that make me a better person       

55 I handle my emotions appropriately and have self-control       

56 I am optimistic in difficult situations       

57 I promote a pleasant and jovial atmosphere with my attitude       

58 I handle unforeseen events that force me to adjust plans calmly       

59 I keep promises or commitments made       

60 I accept and even appreciate criticism       

61 When I have to correct someone, I do it privately, never in public or impulsively       
 

You're welcome! 
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Appendix B. Internal Consistency of Components for WFI Competencies and Indicators

Appendix B.1. Internal Consistency of Components for WFI Competencies

Table A1. Component 1: Attitude towards Conflicts (AC).

Var Variable Name Weight

C19 I maintain a calm attitude in stressful situations 0.810
C21 I remain calm in the face of problems and seek prompt solutions 0.725
C16 I carry out my activities calmly 0.679
C57 I handle unforeseen events that force me to adjust plans calmly 0.650

Cronbach’s Alpha (Component 1: Attitude towards Conflicts (AC)) 0.813

Table A2. Component 2: Good Treatment (GT).

Var Variable Name Weight

C56 I promote a pleasant and cheerful atmosphere with my attitude 0.766
C49 I am a cheerful person 0.702
C55 I am optimistic in difficult situations 0.685
C44 I maintain warm and friendly relationships with others 0.660

Cronbach’s Alpha (Component 2: Good Treatment (GT)) 0.794

Table A3. Component 3: Communication in Conflicts (CC).

Var Variable Name Weight

C24 I handle conflicts, ensuring that no one is harmed or offended 0.767
C25 I ask for other points of view to make a group decision 0.704
C09 I provide constructive feedback 0.622
C08 I am receptive to others’ proposals, even if they are critical 0.592

Cronbach’s Alpha (Component 3: Communication in Conflicts (CC)) 0.791

Table A4. Component 4: Teamwork (TW).

Var Variable Name Weight

C34 I believe in the need to collaborate 0.740
C36 I assign tasks fairly 0.732
C35 I acknowledge the contributions or achievements of group members 0.717
C33 I collaborate in defining, organizing, and distributing group tasks 0.569

Cronbach’s Alpha (Component 4: Teamwork (TW)) 0.733

Table A5. Component 5: Acceptance and Respect (AR).

Var Variable Name Weight

C50 I respect the material things of others 0.833
C53 I am willing to learn new things that make me a better person 0.768
C37 I accept and follow the group’s rules 0.608
C52 I accept and respect the defects, differences, or feelings of others 0.580

Cronbach’s Alpha (Component 5: Acceptance and Respect (AR)) 0.763
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Table A6. Component 6: Time Planning (TP).

Var Variable Name Weight

C11 I list the activities I must perform in the coming days 0.831
C13 I plan daily activities, allocating time to each 0.759
C12 I establish priorities among the activities I must perform each day 0.743

Cronbach’s Alpha (Component 6: Time Planning (TP)) 0.751

Appendix B.2. Internal Consistency of Components for WFI Indicators

Table A7. Component 1: Satisfaction in Work-Family Integration (WFI Satisfaction).

Var Variable Name Weight

V28 How you divide time between your work and personal or family life 0.838

V30 Your ability to reconcile the needs of your work with your personal and
family needs 0.837

V29 How your work, personal, and family life fit and integrate 0.827

V31 The opportunity you have to perform well at work and also fulfill family
obligations 0.774

Cronbach’s Alpha (Component 1: WFI Satisfaction) 0.895

Table A8. Component 2: Commitment (CO).

Var Variable Name Weight

V23 I feel emotionally attached to my organization 0.81
V18 I am proud to tell others that I am part of this organization 0.736
V21 This company deserves all my loyalty because it cares for me and my family 0.732
V17 I would be happy to work for the rest of my life in this company 0.688

Cronbach’s Alpha (Component 2: Commitment (CO)) 0.791

Table A9. Component 3: Support for Work-Family Integration (WFI Support).

Var Variable Name Weight

V34 Seminars, workshops, or informational sessions promoted by the organization
on the integration of work and family 0.836

V32 The professional and/or personal advice received from the company for
integrating work and family 0.785

V33 The support received from the company on family matters, such as flexible
working hours, subsidies, or childcare facilities, etc. 0.692

Cronbach’s Alpha (Component 3: Support for Work-Family Integration
(WFI Support))

0.800

Table A10. Component 4: Dual Presence (DP).

Var Variable Name Weight

V09 I handle family matters while I am working 0.836
V06 When I am at work, I think about family matters 0.769
V07 There are moments when I need to be in the company and at home 0.700

Cronbach’s Alpha (Component 4: Dual Presence (DP)) 0.727
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Table A11. Component 5: Effects on Health (EH).

Var Variable Name Weight

V14 My emotional problems have limited me at work 0.699

V13 I have had health problems that have prevented me from doing my work and
household chores 0.678

V15 I have suffered emotional problems (such as anxiety, depression, or irritability) 0.668
V16 I have physical pains 0.625

Cronbach’s Alpha (Component 5: Effects on Health (EH)) 0.644
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