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To what extent is work reflected in the broader arena of life? How

individuals relate work to life away from work--or indeed whether they do--is

a question not yet answered, despite extensive study and debate. Reviews of

research on the relation between work and life away from work (Champoux, 1981;

Babanoff & O'Brien, 1980; Rice & Hunt, 1980; Staines, 1980) have interpreted

results of studies in terms of three hypothesized mechanisms for relating work

to nonwork: spillover, compensation, and segmentation.

Formulation of these hypotheses is generally credited to Wilensky (1960)

but other researchers have discussed similar ideas. The spillover hypothesis

proposes that experiences and /or feelings associated with work directly color

or "spill over" to life outside of work and vice versa. The compensation

hypothesis suggests an inverse relationship between work and life away from

work. From this view, the individual compensates for disappointments in one

domain (e.g., work that receives little recognition) by seeking rewards in the

other (e.g., a satisfying family life). Finally, the segmentation hypothesis

proposes that the domains of work and life away from work are separate.

Seeman (1967) suggests that individuals actively attempt to keep the domains

of their lives strictly segmented, while Dubin (1956,1973) proposes that the

structure of society separates various institutions that touch peoples' lives,

such as work, family, and community.

Unfortunately, survey research using the usual methods of representi.tive

(i.e., random) sampling of the general population has failed to provide a

clear answer to the question of what mechanism best explains the relation

between work and life outside of work. Although it is often assumed that work

affects leisure time, family relations, and basic self-worth, some of the
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in a small isolated Canadian town (Meissner, 1971). Such research has not

focused on academics or other professionals. Still, studies on faculty work,

family life and leisure activities suggest that academic work and life away

from work are coterminous. Faculty members are likely to spend large amounts

of time working at home. They tie vacations to their work (scheduling

vacations to coincide with leaves, conferences), voraciously read within and

outside their discipline, and tend to socialize with other academics

(Finkelstein, 1984). Work, family, and community life all contribute to or

constrain career development (Sorcinelli, 1985). Put simply, academic work

appears to shape rnd be shaped by the nature of family life and leisure

activity.

If spillover is not found in such a unique sample, then we might wonder

Whether it exists at a:L. If spillover does appear, then we may be able to

determine conditions under Which it is likely to arise.

Hypotheses

The present study examines the lives of university faculty in a small

college town; as noted , if spillover were not found in such a sample, where

work and life outside of work appear inextricably bound, then one might

question its occurrence in the general population. Thus, the first hypothesis:

H1 Spillover will be greater for a sample whose work lives and lives
away from work are more closely entwined than in the general
populatioli.

Beyond this, research has suggested that spillover may be somewhat lower

among women. A review of literature on the relation between work and life

satisfaction indicates that the only moderator variable consistently found to

affect the relationship is gender (Rice et al., 1980). Studies conclude that
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research on workers has not supported this view. In fact, one method for

examining the spillover mechanism, based on the correlation between job

satisfaction and life satisfaction, has consistently indicated that ten

percent or less of the variance in life satisfaction is explained by job

satisfaction (Rice, Neer & Hunt, 1980). That is, job satisfaction seems not

to be an important source of life satisfaction. Although a more recent review

has indicated a slightly higher univariate association (Baldwin, Tate & Youtz,

1985), the multivariate relationship between the two variables is even weaker

when the effects of other variables are controlled (Rice et al., 1980). The

implications of this finding are enormous. If, in fact, work and life away

from work are not strongly related for the general population, then efforts to

improve the quality of work life may be of limited value, since they will have

little effect on the overall quality of life. Likewise, if life away from

work has little influence on work, then this would call for a rethinking of

the design of jobs and organizations, and expectations associated with them.

One possible explanation of these results is that earlier research has

focused primarily on a broad cross-section of the population. By aggregating

scores from dissimilar subgroups this research may have failed to identify

cases of spillover. If spillover can be found in some subsamples, then the

variables that influence its development might be specified.

It appears that the problem requires different research strategies. The

present study explores the possible ways in which work and life away from work

are related in a subsample of the general population--university faculty

members--in Which spillover would be most likely. One previous study examined

the spillover hypothesis by focusing on a unique sample: blue collar workers

6
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work satisfaction is more strongly related to life satisfaction for men. It

is generally assumed that the reason for the difference is that work is less

important for wooer, therefore, the correlation between work and life

satisfaction would be expected to be lower for women (Rice, McFarlin, Hunt, &

Near, in press), suggesting less spillover. Studies of job satisfaction of

women academics show a related pattern. Women scholars are significantly less

satisfied with their jobs than male academics (Finkelstein, 1984).

Unfortunately, gender may be confounded with other variables. The effects

of job level were not controlled in most gender studies; a study of men and

women holding comparable professional status or rank might be expected to

produce different results. Results from more recent studies are less likely

to show a gender effect than earlier research, suggesting that satisfaction

with work has become as important to women gs it traditionally has been for

men (Baldwin et al., 1985). The finding of gender effect mey also have been

an artifact of the methodology used. With discriminant analysis of different

spillover and compensation patterns, ICabanoff & O'Brien (1980) found that

supplementary compensation (a pattern of low job enrichment combined with high

leisure enrichment) was more likely among women taan men; furthermorc, active

spillover (highly enriched job and leisure activities) was also more common

among women. In light of conflicting results, we predict that:

H2 Gender will be un^elated to the incidence of spillover between work
and aspects of life away from work.

Finally, one might argue that the additional pressures and stresses

experienced by junior faculty compared to senior colleagues might produce

greater--albeit negativespillover within this group. Sarason (1977) has

suggested that commitment to a single professional career for the course of
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one's life can create a sense that life without that career would be

unimaginable. To young faculty, who have invested time, effort and ego in

developing skills not easily transferable to other camera, the threat of

failure (e.g., failure to obtain tenure) may seem severe. Conflicts between

career aspirations and family or personal considerations (dual careers, small

children, civic interests) seem likely. Coupled with an economy that sakes

the chances for success less than at any time in recent decades, the stress

especially on junior faculty- -and the corresponding negative spillovermust

be important. As a result, we predict that rank will be inversely related to

spillover; as faculty become more senior it is expected that they will feel

both the freedom and pressure to engage in compensation or segregation.

Therefore:

H3 Rank will be inversely related to the incidence of spillover between
work and aspects of life away from work.

Methods

!Mit

To address the issues posed above, we obtained data from a sample of 112

faculty. Four academie units were selected to provide a variety of academic

career experiences. Faculty were randomly sampled from within one department

in the humanities, one in the natural sciences, and two professional schools.

The sample was stratified by academic rank and sex, with approximately six

women and six men from each of four categories per department: assistant

professors, associate professors, full professors under age 50 and full

professors as 50 and over. In two departments, the entire population

qualified for participation; in the other two, a random stratified sample was
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selected. In some instances, an insufficient number of cases was available in

the population (e.g., female full professors). Twenty-one percent of the

sample were assistant professors, 30% were associate professors, and 49% were

full professors, percentages that approximate the full-time faculty population

at the university studied. Th- ranks of lectvre:, instructor, and

administrator were removed from consideration. Seventy-two percent of the

sample was male and 28% female. Because of limited information on women

faculty (Mathis, 1979) the sample was purposely larger than the 16% female

faculty population.

Data Collection

The study employed two types of data: in-depth interviews followed by

questionnaires. The interview guide consisted of ten open-ended questions

that supplied a frame of reference for respondents, but put a minimum of

restraint on their answers; average time required for each interview was two

hours. The interviews provided information on career choice, strengths and

weaknesses, opportunities and constraints, transitions and aspirations, and

the effect of life away from work on an academic career. The questionnaires

were completed after the interview ard provided more information on interests,

preferences, and incentives, as well as work and nonwork satisfactions. While

the strength of the interview was the opportunity it provided faculty members

for qualitative, in-depth discussion and formulation of individual

perspectives, the questionnaire data permitted quantitative comparisons.

The interview schedule and questionnaire were pretested, revised and

piloted during December, 1983 - January, 1984. Interviews began in February,

1984 and were completed in September, 1984. One hundred of the 112

questionnaires were returned, for a response rate of 89%.
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Life satisfaction. Following Campbell, Rodgers and Converse (1976) life

satisfaction was measured on the standardized average of two scores: (1) the

standard mean score on questionnaire responses to a ten-item semantic

differential scale and (2) a general question on overall life satisfaction

rated on a five-point scale (Cronbach's alpha = .83).

Job satisfaction. The measure of job satisfaction used in these analyses

was based on the idea of facet-specific job satisfaction, or satisfactions

tied to particular aspects of the job (Quinn & Shepard, 1974). A scale of job

satisfaction was created based on questionnaire ratings of the following:

recognition within university, discipline and society; opportunity to pursue

scholarly and teaching interests; interaction with colleagues and students;

personal autonomy; opportunity to impact others; enough time to do work; and

financial rewards, including salary and fringe benefits. Each of these 12

items was rated on a five-point scale and scores were summed (Cronbach's alpha

= .77).

Nonwork satisfaction. Drawing on the work of Near, Smith, Rice and Hunt

(1983, 1984) a scale of nonwork satisfaction was created by summing

satisfaction scores on the following: community, health, neighborhood,

friends, standard of living, career opportunities for spouse, leisure time,

nonwork organizations, social interaction, house/apartment,

housework/yardwork, parents/siblings, children, marriage/current

relationships, family life and childcare options. These questionnaire items

were rated on five-point scales (Cronbach's alpha = .81).
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Spillover. cOmPensation and segmentation. The two interviewers coded the

way in which individuals related work and life away from work based on

responses to the question: "How has life outside of work made an impact on

your career (and vice versa)?" Overall coder reliability was checked across

the sample on three interview questions. The average rate of agreement was

93% for the three questions, which were randomly selected and seemed

representative of other questions on the schedule.

Previous research on spillover, compensation and segmentation has used

varying strategies. Kabanoff and O'Brien (1980) asked respondents to describe

job and leisure activities, which were then coded in terms of task attributes;

this method avoids possible percept/percept correlation between respondents'

ratings of their work and leisure activities and their feelings about these

activities. A second method focuses on feelings rather than activities and

involves interpreting the correlation between job and life satisfaction to

reflect spillover (i.e., a positive correlation), compensation (i.e., a

negative correlation), and segmentation (i.s., a correlation of zero), an

assumption that does not permit examination of the patterns of relationship

(Near, Rice & Hunt, 1978; Near al., 1983, 1984; Rice, Near & Hunt, 1979).

In the present study we employed measures that allow us to approximate

both methods and consider their similarities and differences. That is, we

have both respondents' ratings of their feelings toward work and life away

from work and the interviewers' ratings of individuals' reported work and

beyond work activities. In the latter case, it should be noted that

activities and feelings overlapped for most respondents. For example, some

experienced the "lack of sufficient time to do my work" both as an aspect of

11
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their job and a source of stress. Both the activity and feeling about work

could spill over, ripplelike, to life outside of work as respondents "stole

time" from :amily or leisure activities and experienced more stress as a

consequence.

Two assessments wer; wade for each respondent. In the first, the

interviewers classified individuals as to whether they primarily used

spillover, compensation or segmentation in relating work to family life. In

this second instance, the interviewers categorized respondents as to whether

they used spillover, compensation or segmentation in relating work to leisure

life. Thus, individuals could be classified differently on the two measures,

e.g., as spillover with regard to family-work linkage and compensation with

regard to leisure-work linkage.

For both measures the interviewers also indicated directionality

(positive, negative, ambivalent). Positive spillover suggested that feelings

(e.g., stimulation) or activities (e.g., reading) that spill over between work

and family or leisure were considered positive. Negative spillover was coded

When the feelings (e.g., disillusionment) or activities (e.g., time conflicts)

that generalized between work and family or leisure were negative.

Individuals who discussed both of positive and negative spillover were coded

as ambivalent.

Compensation was considered negative by definition. Segmentation was

coded as either positive--i.e., the respondent chose to segregate

activities /feelings - -vs. negative, when the respondent felt forced by outside

pressures to segregate work and family or leisure life.
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Data Analysis

In tekting the hypotheses we examined gel orde: correlations among the

variables. We compared male and f&male regpon. nts' &sponges and responses

by rank using Chi squaced.

Results

Findings supported the first two hypotheses b. iy partially surpc t. d

the third bypothosis. The Pearson correlation between job satisfaction

life satisfaction was .64 (p < .001); the correlation between job satisfac .on

and nonwork satisfaction was .45 (p < .001). Both are substantially higher

than the average correlation of .31 found in over 200 examinations of the

relationship (Rice et al., 1980). A recent study (Baldwin et al., 1985)

concluded that the national average correlation between job and life

satisfaction, corrected for attenuation, was actually .44. Quinn and Shepard

(1974), using a random stratified national sample, found a correlation between

life satisfaction and facet specific job satisfaction of .46. Thus the

apparent spillover between work and life satisfaction is higher in this unique

sample than generally would :le expected, probably reflecting the fact that,

for academics, work and 44!tt. rest of life are interrelated.

To test the second hypothesis, measures of spillover, comperoation and

segmentation were examined directly. Recall that respondents were classified

on these measures for each of two categories: family-work linkage and

leisure-work linkage. Contingency table analysis revealed no significant

differences between male and female respondents on either of these two

measures, as seen in Tables 1 and 2. It is notable that the vast majority of

both man and women were classified in the spillover estegory for family-work

linkage and leisure-work linkage.
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Insert Tables 1 & 2 About Here

Because most respondents were in the spillover category, a closer

examination of responses for that group seemed warranted. Results revealed no

significant differences associated with gender in the kind of spillover

(positive, negative, ambivalent) reported for the family-work linkage, as seen

in Table 3. While 50% of men and women faculty members reported positive

spillover between work and family or personal life, half also de3cribsd

stresses in balancing time and commitment to family with career aspirations.

There were, however, significant differences associated with gender in the

kind of spillover reported for the leisure-work linkage (See Table 4). Women

faculty were more likely to report negative spillover. Common worries were

lack of social opportunities in a small community or need to curtail social

and leisure activities (hobbies, exercise, civic activities) in order to

advance the career.

Insert Tables 3 & 4 About Here

In the third hypothesis we predicted differences in spillover associated

with rank. In fact, contingency analysis indicated no significant differences

in spillover of the work-family linkage (Table 5) by rank. There were,

however, significant differences associated with rank in spillover of work and

leisure (Table 6). Thus the support for this hypothesis was somewhat mixed.

Insert Tables 5 and 6 About Here

14
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In comparing results for these two analyses, the major difference appears

to be that fewer assistant professors report work-leisure segmentation than

work-family segmentation. Spillover is the mechanism reported in greatest

incidence by all three ranks, although the percentage of assistant professors

in this group is higher than among other ranks for the work-leisure linkage.

The only compensators appear among faculty at the associate rank, although

this is a very small group.

Again, since most respondents were in the spillover category, we examined

responses for that group. There were significant differences associated with

rank in the kind of spillover reported for both the family-work and

leisure-work linkages (see Tables 7 and 8). Assistant professors reported

more negative spillover between work and family life than did associate and

full professors. Junior faculty cited conflicts between time and energy for

work and for spouses, children, dual careers, and commuter marriages.

Assistant professors also expressed more negative spillover between work and

leisure activities than faculty at other ranks. Leek of time and energy for

reading, hobbien, social and civic activities were common concerns.

Insert Tables 7 and 8 About Here

Discussion

evidence of spillover between work and life away from work has been

debated on theoretical grounds (Dubin, 7976; ICabanoff, 1980; Near et al.,

1980, Staines, 1980) and on the basis of empirical results (Champoux, 1981;

Near et al., 1978, 1903, 1984; Rice it al., 1979, 1985). Perhaps the

15
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strongest case for spillover was made by Meissner (1971) based on his study of

workers in a small, isolated Canadian town, supported by studies that also

suggested the possibility of individual differences (Evans & Bartolome, 1980;

Xabanoff & O'Brien, 1980). Conflicting results were produced by Rice et al.

(in press), however, who found no substantial evidence of moderator variables

that might account for individual differences. The present study focused on a

sample for which the spillover response was considered most likely, namely

university faculty members in a small university town. The results in fact

supported the expectation that the incidence of spillover would be

substantially higher than in the general population.

The implications of this finding are important for institutions of higher

education. Despite individual differences, the high correlaticn between work

and life satisfaction and apparent incidence of spillover between work and

life away from work among faculty is of a magnitude that should not be

ignored. The fact that academic work influences and is influenced by life

outside of work should not be surprising, but it challenges the ways in which

academic organizaUons function. Institutional structures and policies

operate as though concerns about personal, family, and community life are

separate from work life. These results show that the separation clearly is

not being maintained and suggest the need to broaden the landscape and to

consider an encompassing view of the careers of faculty. Our data do not show

that faculty are dissatisfied but many appear to suffer stress as a result of

negative spillover between their work and lives away from work. Negative

spillover of this sort has also been found to exist for business executives

(Bartolome & Evans, 1980). In both groups it seems likely to reduce

16
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performance at work end individual health, although this possibility has not

been examined empirically.

There are signs that institutions are beginning to realize that work and

life beyond work ere not isolated entities. Some faculty development centers

attempt to integrate personal and professional growth through programs on such

topics as financial, stress, and time management, intimacy, and the academic

environment and family life (Baldwin et al., 1981). But while a seminar might

assist a few individuals, more renewal would come from developing or

rethinking institutional policies. Faculty members are interested in

supportive and flexible policies on dual careers, commuter marAages, child

care services, leaves and sabbaticals (especially for pregnancy, for faculty

with working spouses or families), and retirement planning and options

(Sorcinelli, 1985).

Beyond this, the results suggest that in this sample an important

moderator variable, gender, has no significant effect on the use of

spillover. In other words, mechanisms selected for relating work and life

away from work do not appear to differ between men and women faculty members.

One explanation might be that such individuals hold similar values based on

both the socialization process of graduate school and their relatively equal

occupational status. But, studies indicate that gaps remain in pay,

promotion, opportunities for grants and administrative posts between men and

women in academia (Finkelstein, 1984).

Perhaps this finding tells more about the relative importance of work in

women faculty members' lives. It may help to dispel notions that women are

less involved with work and that it is less a central aspect of their

17
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identity. If anything, these academic women were more likely to have foregone

personal commitments and reduced leisure activities in order to advance their

careers. It may also help to dispel the stereotype that for men, investment

in work excludes commitment to personal, marriage, or family life. More male

faculty members were married and had children and they expressed considerable

concern about dual careers, commuter marriages, and childrearing. Among these

academic men, work clearly influenced life away from work and in turn,

personal issues affected the workplace.

Finally, as for differences in spillover associated with rank, most

faculty members reported spillover as the mechanism for relating work to

family and leisure life. The only faculty members who used compensation

(making up for disappointments at work with satisfactions outside of work)

were at associate rank, although this was a very small group.

Among assistant professors, however, spillover was higher (and more

negative) in the case of the work-leisure linkage. And while not reporting

significantly higher spillover between work and family life, assistant

professors reported more negative spillover. Certainly, colleges and

universities do not want to encourage an environment in which young faculty

must ignore family and civic obligations in order to advance. It would seem

that successful relations between work, family, and leisure are of benefit to

the individual, family, university, and society. If so, institutions of

higher education need to assume a role in helping junior faculty to balance

their personal and professional lives.
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Table 1

Contingency Table Analysis of

Work-Family Linkage by Gendera

Gender

Male

19

Female Total

Work-Family Linkage

Spillover 60% 28% 88%
(88%) (90%)

Compensation 3% 0 3%
( 5%)

Segmentation 5% 3% 8%
( 8%) (10%)

Chi-squared = 1.53, ns
N= 95

aThe figure on the top line represents the percentage of respondents in
relation to the total number; the figure in parentheses represents the
percentage of respondents in relation to the number in that group (e.g.,
females).



Table 2

Contingency Table Analysis of

Work-Leisure Relationship by Genders

Work-Leisure Linkage

Gender

TotalMale Female

Spillover 59% 29% 88%
(86%) (93%)

Compensation 4% 0 4%
( 6%)

Segmentation 5% 2% 6%
( 8%) ( 7%)

Chi-squared = 1.95, ns
I gm 96

aThe figure on the top line represents the percentage of respondents in
relation to the total number; the figure in parentheses represents the
percentage of respondents in relation to the number in that group (e.g.,
females).
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Table 3

Contingency Analysis of Work-Family

Spillover by Genders/

Work-Family Spillover

Gender

TotalMale Female

Positive 35% 16% 50%
(51%) (48%)

Negative 6% 2% 8%
( 9%) ( 7%)

Ambivalent 27% 14% 42%
(40%) (44%)

Chi-squared = .14, ns
N = 84

aThe figure on the top line represents the percentage of respondents in
relation to the total number; the figure in parentheses represents the
percentage of respondents in relation to the number in that group (e.g.,
females).
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Table 4

Contingency Analysis of Work-Leisure

Spillover by Genders

Work-Leisure 8Pillover

Gender
TotalHale Female

Positive 48% 17% 65%
(72%) (50%)

Negative 2% 7% 9%
( 3%) (21%)

Ambivalent 17% 9% 26%
(25%) (29%)

Chi-squared = 7.92, p < .05
N = 85

&The figure on the top line represents the percentage of respondents in
relation to the total number; the figure in parentheses represents the
percentage of respondents in relation to the number in that group (e.g.,
females).
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Table 5

Contingency Table Analysis of

Work-Family Linkage by Ranka

Rank

Asst. Assoc. Full Total
Work-Family Linkage

Spillover 23% 25% 40% 88%
(88%) (86%) (91%)

Compensation 0 3% 0 3%
(11%)

Segmentation 3% 1% 4% 8%
(12%) ( 4%) (10%)

Chi-squared = 8.45, ns
N = 95

aThe figure on the top line represents the percentage of respondents in
relation to the total number; the figure in parentheses represents the
percentage of respondents in relation to the number in that group (e.g.,
assistant professors).
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Table 6

Contingency Table Analysis of

Work-Leisure Linkage by Panka

Rank

Asst. Assoc. Full Total
Work-Leisure Linkage

Spillover 25% 23% 41% 89%
(96%) (79%) (91%)

Compensation 0 4% 0 4%
(14%)

Segmentation 1% 2% 4% 7%
( 4%) ( 7%) ( 9%)

Chi-squared = 10.82, ns
V = 96

aThe figure on the top line represents the percentage of respondents in
relation to the total number; the figure in parentheses represents the
percentage of respondents in relation to the number in that group (e.g.,
assistant professors).
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Table 7

Contingency Table Analysis of

Work-Family Spillover by Ranka

Rank

Asst. Assoc. Full Total
Work-Family Spillover

Positive 7% 16% 27% 50%
(27%) (54%) (60%)

Negative 6% 1% 5% 8%
(23%) ( 4%) ( 3%)

Ambivalent 13% 12t 17% 42%
(50%) (42%) (37%)

Chi-squared = 11.23, p < .05
N = 84

aThe figure on the top line represents the percentage of respondents in
relation to the total number; the figure in parentheses represents the
percentage of respondents in relation to the number in that group (e.g.,
assistant professors).
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Table 8

Contingency Table Analysis of

Work-Leisure Spillover by Ranka

Rank

Asst. ASSOC. Full Total
Work-Leisure Spillover

Positive 8% 19% 38% 65%
(29%) (73%) (82%)

Negative 7% 1% 1% 9%
(25%) ( 4%) ( 3%)

Ambivalent 13% 6% 7% 26%
(46%) (23%) (15%)

Chi-squared = 20.85, p < .01
N = 85

aThe figure on the top line represents the percentage of respondents in
relation to the total number; the figure in parentheses represents the
percentage of respondents in relation to the number in that group (e.g.,
assistant professors).
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