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Abstract 
The current research examined the effects of psychological contract breach on employees’ work to family 
conflict and their partners’ family-work conflict. This study also investigated the buffering effect of employee 
spirituality on the employees’ emotional exhaustion caused by such conflicts. Analysis of a sample of 235 
employee-partner dyads (188 men, 47 women, M age = 44 yr.) from a plastics corporation in Taiwan found as 
positive relationship between psychological contract breach and family issues, through employee’s emotional 
exhaustion. Employees with high spirituality were discovered to weaken the relationships between psychological 
contract breach and employees’ emotional exhaustion and both family issues. This study highlighted the value of 
psychological contract breach on family issues from work to family in further research. 
Keywords: psychological contract breach, emotional exhaustion, work to family conflict, family to work 
conflict, spirituality at work  
1. Introduction 
1.1 Introduce the Problem 

Psychological contract or fulfilled expectation has been defined as an employment relationship that employees 
have about what they owe their employers and what their employers owe them in return (Rousseau, 1995). 
However, when employees perceive that the psychological contract has been breached-that is, if they feel their 
employer might not fulfill these expectations or promises, or that their employer may terminate them for an 
unknown reason-these employees might harbor unpleasant feelings toward their employer, which may cause 
them to behave negatively in the workplace (Morrison & Robinson, 1997). Previous studies have focused on the 
effects of psychological contract breach (hereafter PCB) in the workplace to better understand the dynamics of 
current employment relationships (Conway, Guest, & Trenberth, 2011; Montes & Irving, 2008). For example, the 
breach of psychological contract often results in negative attitudes and behaviors, such as job dissatisfaction, 
turnover intention, and workplace deviance (Bal & Kooij, 2011; Proost, van Ruysseveldt, & van Dijke, 2012; 
Zhao, Wayne, Glibkowski, & Bravo, 2007).  However, research has not focused on the likelihood that such a 
negative workplace event is also likely to have an influence on employees’ family life (Culbertson, Mills, & 
Fullagar, 2012).  

Andrews and Withey (1976) showed that employees’ work and family are two of the most essential fields of 
their life. Employees’ family issues may be influenced by a negative workplace event. Indeed, other studies have 
shown that work in general exerts a clear impact on family life (Culbertson, Mills, & Fullagar, 2012). For 
example, Schwab, Jackson, and Schuler (1986) indicated that when employees’ impressions fall short of 
expectations, the resulting emotional exhaustion affected their family lives. Therefore, this study addressed the 
issue mentioned above by intending the mediating individual role of emotional exhaustion on the relationship 
between PCB and family life. Emotional exhaustion, which is a primary component of burnout, refers to a 
psychological reaction to work-related pressure (Maslach, Schaufeli, & Leiter, 2001). Based on conservation of 
resources (COR) theory (Hobfoll, 1989), emotional exhaustion is likely to be influenced by contextual factors in 
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the workplace, and results in employees’ behaviors, such as job performance (Halbesleben & Bowler, 2007). 
However, this study argues that emotional exhaustion is mediated by the relationship between PCB and family 
issues, particularly work-family conflict.  

1.2 Explore Importance of the Problem 

Work-family conflict has frequently been studied as a source of stress that develops when work and family 
priorities become mutually incompatible (Greenhaus & Beutell, 1985). When employees perceive that their 
organizational agents have failed to meet expectations, they frequently experience high levels of burnout 
(Chambel & Oliveira-Cruz, 2010), and may entertain thoughts of leaving their employment (Dulac, 
Coye-Shapiro, Henderson, & Wayne, 2008). Although studies have demonstrated that job stressors significantly 
relate to work-family conflict (hereafter, WFC) and family-work conflict (hereafter FWC) (e.g., Frone, Russell, 
& Cooper, 1992), this research has focused on the possible relationships that connect employees’ perception of 
PCB to negative family outcomes. A part model of this study incorporates the relationships between not only 
PCB and employees’ WFC, but also extends employees’ negative work environment to family partners’ 
non-work experiences (Hoobler & Hu, 2013). 

Thus, this study examines PCB experienced by employees at work. More specifically, this study aims to examine 
whether employees and their partners at home would be affected by employees’ perception of PCB at the 
workplace. Prior studies investigated the approaches that religious beliefs impact and workplace behaviors (e.g., 
organizational citizenship behavior and job satisfaction) (Kutcher, Bragger, Rodriguez-Srednicki, & Masco, 
2010). However, a limited amount of research has focused on the ways that employees cope with the negative 
outcomes of PCB. Ashmos and Duchon (2000) suggested that, to mitigate such outcomes, employees should 
utilize positive thoughts grounded in traditional religious imagery, and should engage in activities such as 
self-rediscovery, renewal, and the cultivation of utopian visions. Additionally, Fox (1994) revealed that people 
who maintain positive inner thoughts can often lead more meaningful and productive outer lives. The current 
study also examined the effects of spirituality as a buffer against the negative outcomes of PCB by specifically 
examining employees who see the workplace as no longer merely a place for earning a living but also one that 
provides opportunities for self-discovery, meaning and purpose (Laabs, 1995).  

Extensive research has demonstrated a correlation between negative work events and undesirable employee 
reactions to these events (Rousseau, 1989). PCB can be associated with increased work dissatisfaction and 
intention to leave, mediated by emotional exhaustion (Proost et al., 2012). The breach can also negatively impact 
affective wellbeing, increase psychological distress, and decrease job satisfaction and career success (Conway, 
Guest, & Trenberth, 2011; Restubog, P. Bordia, & S. Bordia, 2011). Employees who perceive that their 
psychological contracts have been breached may struggle to set aside the negative emotions (e.g., anger) they 
experience at work upon their return home (Rousseau, 1989).  

In light of the potentially far-reaching effects of this phenomenon, breached contracts can negatively affect 
employees across various roles in multiple domains. Specifically, spillover results when the transmission of 
emotions from work to family causes one domain to impact the other domains (Edwards & Rothbard, 2000; 
Staines, 1980). As the employee-employer relationship involves the exchange of employees’ time and effort for 
the socio-emotional benefits provided by organizations (Aselage & Eisenberger, 2003), employees whose 
expectations are unmet are more likely to carry negative stress into the family domain in ways that affect their 
interactions in their homes. WFC is a form of inter-role conflict that the role demands from work make it more 
difficult for people to play family roles (Greenhaus & Beutell, 1985). 

1.3 State Hypotheses and Their Correspondence to Research Design 

Previous studies have shown that PCB can cause a number of adjustment issues, including decreased affective 
commitment (Cassar & Briner, 2011) and decreased trust (Dulac et al., 2008). Some research has shown that 
PCB can be associated with emotional exhaustion (e.g., Lee & Ashorth, 1996) and negative employee behaviors 
toward the organization (cf. Bal, Lange, Jansen, & Van Der Velde, 2008). Based on conservation of resources 
theory (Hobfoll, 1989), the depletion of employee resources to cope with employer’s relationships may lead to 
emotional exhaustion. Exhausted employees may feel less able to take care of family demands, such as childcare. 
In turn, when job-related issues negatively affect employees’ social relationships with their children (Repetti, 
1994), workers may lack the energy to undertake extra family responsibilities, such as carrying sick children. 
Therefore, this study hypothesized that the effects of PCB will transfer from the professional domain to the 
family domain (in the form of WFC) due to emotional exhaustion. Therefore: 

Hypothesis 1: The relationship between PCB and employees’ work-family conflict is mediated by employees’ 
emotional exhaustion. 
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1.3.1 Crossover Mechanism of PCB and Family-Work Conflict 

Work-family researchers have emphasized that a more realistic analysis of organizational events should include 
the employee’s home-life (e.g., Bakker, Demerouti, & Dollard, 2008; Ferguson, 2012; Gooke & Rousseau, 1984; 
Westman, Vinokur, Hamilton, & Roziner, 2004). However, the crossover effect of PCB in family domain has 
been not attended. Additionally, Westman (2001) had focused on a better understanding of factors that is likely to 
affect the crossover process in this scenario. 

When PCB occurs, employees may manifest frustration and anger, the key constituents of emotional exhaustion 
(Maslach & Jackson, 1981; Proost et al., 2012; Robinson & Morrison, 2000). These negative reactions associate 
with Weiss and Cropanzano’s (1996) affective events theory (AET) that states that a negative event in the 
workplace will result in negative reactions, and then increase the negative emotions and motivations over time 
(Morrison & Robinson, 1997). These negative emotions may leave employees ill-armed to manage needs in the 
family domain, potentially placing additional demands on partners and increasing FWC (Schwab, Jackson, & 
Schuler, 1986). Indeed, Westmen and Etzion (1995) found that burnout can transfer between spouses. FWC is a 
form of interrole conflict that the role demands from families make it more difficult for people to play work roles 
(Greenhaus & Beutell, 1985).  

However, such findings have not been framed within the specific context of studies on PCB. Although 
researchers have directly investigated the consequences of PCB (e.g., Conway, Guest, & Trenberth, 2011), and 
have indirectly examined some mediating effects that may influence these consequences (e.g., Proost et al., 
2012), the manner in which PCB may indirectly affect employees’ partners has remained largely unexplored. 
One distinct exception is a study by Schwab, Jackson, and Schuler (1986), which found that employees’ family 
issues are likely to be affected by emotional exhaustion resulting from discrepancies between employee 
expectations and organizational practices-a finding which deserves further examination. Thus: 

Hypothesis 2: The relationship between PCB and partners’ family-work conflict is mediated by employees’ 
emotional exhaustion. 

1.3.2 Spirituality as a Moderator of Emotional Exhaustion, Work-Family Conflict, and Family-Work Conflict 

This study examined the effects of spirituality as a moderator of emotional exhaustion in the workplace and, 
consequently, WFC and FWC-a relationship that has not been empirically examined. In particular, this study 
argues that spirituality can help employees combat the negative effects of PCB, particularly employees’ 
emotional exhaustion related employees’ WFC and partners’ FWC. 

Spirituality, in the context of this study, is not a concept specific to any religion, or to religious expression or 
imagery. Rather, this study defines spirituality as a method by which employees’ souls can be nourished at 
workplace (Rego & Cunha, 2008), and employees find spiritual meaning in their lives beyond simple task 
performance (Fox, 1994). PCB studies in recent decades have transformed many workplaces into unhealthy 
environments that produce depressed employees (e.g. Zhao et al., 2007); however, an increasing, body of 
evidence suggests that organizations can encourage employees to pursue spirituality to nourish their inner lives 
and create meaningful outer lives (Vaill, 1998).  

Based on Grzywacz and Marks’ (2000) positive spillover model, spirituality is a psychological resource that can 
be used to pursue personal transformation and self-discovery (Ashmos & Duchon, 2000), and may help 
employees derive additional benefits from job-related resources that may in turn positively affect job 
performance and family interactions. In addition, spirituality may help foster a sense of connection between 
employees and organizations (Ashmos & Duchon, 2000; Hackman & Oldham, 1975). Therefore, it is possible 
that employees who rely on strong positive spirituality at work might be less likely to react negatively to adverse 
events (i.e., PCB). Therefore: 

Hypothesis 3: The relationship between PCB and employees’ emotional exhaustion is moderated by employees’ 
spirituality at work such that the link between these two factors is weaker for individuals who possess strong 
spirituality at work than for individuals who possess weak spirituality at work. 

Research has suggested that spirituality at work is positively linked to professional dignity, a sense of meaning, 
and devotion to one’s work (Wheatley, 1992). These factors allow employees to adjust their goals so they can 
adequately cope with the psychological demands they may encounter during negative events that occur in their 
workplaces (Bakker & Demerouti, 2007) or elsewhere. Indeed, Fox (1994) found spirituality to be a source of 
strongly positive emotions in both home and work domains. Based on this logic, as well as the previously 
established understanding of the link between PCB, employees’ emotional exhaustion, and employees’ 
WFC/partners’ FWC, this study suggests a mediated moderation model in which spirituality at work moderates 
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the mediated negative outcomes of PCB (see Figure 1). Thus: 

Hypothesis 4a: The effect of PCB on employees’ work-family conflict, mediated by employees’ emotional 
exhaustion, is moderated by employees’ spirituality.  

Hypothesis 4b: The effect of PCB on partners’ family-work conflict, mediated by employees’ emotional 
exhaustion, is moderated by employees’ spirituality. 

2. Method 
2.1 Procedures and Participants 

The current study employed two data collection approaches: surveys completed by participants and their spouses. 
A total of 300 full-time employees from a plastics corporation in Taiwan participated in this study. These 
voluntary employees were asked to complete the surveys after an employee training. This study used two survey 
periods for employees and one period for their partners. A total of 265 usable surveys were returned at Time 1.  

One month after Time 1 (Time 2), 265 employees completed the second surveys in their workplaces and each 
had used their partners who completed surveys. Employees’ partners completed and returned separate surveys in 
sealed, postage-paid envelopes provided furnished by the study. To facilitate response matching, all participants 
were asked to include their partners’ personal information, including ID numbers and birthdates. At Time 2, 250 
employee-spouse dyads (500 individuals) returned usable questionnaires, a return rate of 94%. After excluding 
surveys containing missing and unavailable data, the final 235 dyads (470 individuals) comprised 188 (80%) of 
the male employees, ranging in age from 28 to 68 years (M = 45.6 years), and 47 (20%) female employees, 
ranging in age from 27 to 62 years (M = 42.3 years). Participants worked an average of 42 hours per week (SD = 
13.60) and had a maximum of five children and a minimum of zero children.  

2.2 Measures  

Surveys were administered in Mandarin. To ensure the content equivalence of the Chinese and English versions, 
native speakers scrutinized all scales used in this study via a back-translation procedure (Brislin, 1980). 
Participants responded to all survey items by using a five-point scale, ranging from 1 = strongly disagree to 5 = 
strongly agree.  

Psychological contract breach. To assess the presence of PCB at Time 1, this study used Robinson and 
Morrison’s (2000) five-item measure (α = .91). A sample item stated, “Almost all promises made by my 
employer during recruitment have been kept so far” (reverse scored). 

Spirituality at work. This study used the 21-item subscale developed by Ashmos and Duchon (2000) for their 
“The Meaning and Purpose at Work Questionnaire” at Time 1. This measure for employees includes three 
subscales: conditions for community (nine items), meaning at work (seven items), and inner life (five items). The 
coefficient alpha value for this scale was .95. Sample items included, “When I have a concern, I bring it to the 
appropriate person,” “I experience joy in my work,” and “I feel hopeful about life.”  

Emotional exhaustion. At Time 2, this measure for employees was assessed with the burnout inventory 
developed by Schaufeli, Leiter, Maslach, and Jackson (1996). The scale includes five items (e.g., “At the end of 
a weekday, I feel exhausted”), with a coefficient alpha value of .85. 

Work-family conflict. At Time 2, this study used the nine-item scale to measure employees’ levels of WFC 
(Gutek, Searle, & Klepa, 1991). A sample item stated, “Stress at work makes me irritable at home.” The 
Cronbach’s alpha for this scale was .85. 

Family-work conflict. At Time 2, this study employd a nine-item scale developed by a study of Carlson, Kacmar, 
and Williams (2000) to assess partners’ levels of FWC. Participants used a five-point scale to show the level to 
which they agreed with each item (1 = strongly disagree, 5 = strongly agree), with a Cronbach’s alpha value 
of .96. Samples item included, “Owing to stress at home, I am often preoccupied with family matters at work.”  

Control variables. Data analyses controlled for respondents’ ages, gender, job positions, number of children, and 
work hours to minimize the effects of demographic characteristics, as these variables are frequently used in 
work-family interfaces and work stress research (Maslach, Schaufeli, & Leiter, 2001; Westman & Etzion, 2005). 
3. Results 
3.1 Preliminary Analyses 

Before assessing the hypotheses, the current research conducted confirmatory factor analyses (CFA) to examine 
the construct validity of the variables in this study. Table 1 shows that the five-factor model with PCB, employee 
spirituality at work, employees’ emotional exhaustion, employees’ WFC and partners’ FWC fitted the data better 
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(χ² (235) = 919.47; df = 179; RMSEA = .08 (p < .05); CFI = .95, and PGFI = .60) than the other four models that 
reduced the number of factors by combining some of the five-factor into one factor. Alternative models 1, 2, 3 
and 4 revealed significantly poorer fit than the baseline model of this study according to the chi-square and 
model fit index differences (see Table 1). Based on inspection of factor loading and factor covariance, this study 
conducted that the measurement of the psychological variables in this study had accomplished satisfactory 
psychometric reliability.  

Acceptable fit indices were applied to the hypothesized five-factor model (i.e., with PCB, emotional exhaustion, 
employees’ WFC, partners’ FWC, and spirituality at work each loaded onto their specific factors), yielding the 
following: χ² (235) = 919.47; df = 179; RMSEA = .08 (p < .05); CFI = .95, and PGFI = .60. These results were 
close to model fit indices, providing sufficient confidence to test the hypotheses. 

 

Table 1. Comparison of measurement models 

Model χ² df Δχ² Δdf RMSEA CFI PGFI 

1. Five-factor model 919.47 179 － － .08 .95 .60 

2. Four-factor model 1a 1197.59** 183 278.12 4 .10 .90 .53 

3. Four-factor model 2b 1386.72** 183 467.25 4 .12 .85 .51 

4. Three-factor model c 

5. Two-factor model d 

6. One-factor model 

1483.29** 186 563.82 7 

9 

10 

.12 .83 .50 

1705.80** 188 786.33 .15 .80 .48 

1988.54** 189 1069.07 .18 .77 .45 

Note. Δχ² denote differences between the five-factor model and other models. ** p < .01. 

a: Four-factor model 1 combines PCB and employee spirituality at work into one factor. 

b: Four-factor model 2 combines employees’ WFC and partners’ FWC into one factor. 

c: Three-factor model combines employees’ emotional exhaustion, employees’ WFC, and partners’ FWC into 
one factor. 

d: Two-factor model combines employee spirituality at work, employees’ emotional exhaustion, employees’ 
WFC, and partners’ FWC into one factor. 

 

3.2 Tests of Model Fit 

 

Table 2. Comparison of structural equation models for spillover and crossover models 

Model χ² df Δχ²  Δdf RMSEA CFI NNFI 

Theoretical model a 16.61 3 － － .08 .96 .92 

Alternative model 1 b 15.26 2 1.35 1 .12 .96 .88 

Alternative model 2 c 15.65 2 .33 1 .12 .96 .87 

Alternative model 3 d 14.69 1 1.92 2 .17 .96 .74 

Note. Δχ² denote differences between the five-factor model and other models. 

a. Theoretical model: full mediations. 

b. Alternative model 1: one full mediation (PCB －> Partner FWC); one partial mediation. 

c. Alternative model 2: one full mediation (PCB －> Employee WFC); one partial mediation. 

d. Alternative model 3: two partial mediations. 

 

This study examined the hypotheses for both the spillover and crossover models by structural equation modeling 
(SEM) with LISREL 8.8 (Jöreskog & Sörbom, 2006). The theoretical model of this study reveals full mediating 
models at Table 3. In addition, Table 3 indicates that the theoretical model showed a fair fit (χ² (235) = 16.61, df 
= 3; RMSEA = .08; CFI = .96, and NNFI = .92). In alternative models 1-3, the results provided acceptable fit to 
the data (see Table 3). Thus, these results implied that the theoretical model best fitted the data of this study 



abr.julypres

 

under the p

3.3 Hypoth

The result
significant
spillover m
see Table 
separately 
were analy
Baron and
Edwards a
(2004; 200

Table 4 su
with mean
analyses (s
emotional 
Table 3). 

 

Table 3. M

Variable 

1. Age 
2. Gender 

3. Job posi
4. Number

5. Work ho
6. PCB 
7. Employ

8. Employ

9. Employ
10. Partner

Note. Coef

* P < .05; 

 

Figure 

 

Table 4 sh
experience
As shown 
lower half 

ss.com 

principle of mo

hesis Testing 

ts in Table 3 
tly positive re
model. In addi

3) in the cro
for the two ty

yzed for poten
d Kenny (198
and Lambert’s
08) to assess m

ummarizes the
ns, standard d
see Tables 4 an
exhaustion, em

Means, standa

ition 
r of children 

ours 

yee spirituality 

yees’ emotiona

yees’ WFC 
rs’ FWC 

fficient alphas 

**P < .01. 

 

 

 

 

 

 

 

 

 

1. A mediated

hows the simp
e PCB will sub

in step 1 of T
f of Table 4 pre

odel parsimon

report the des
elationship bet
ition, this study
ssover model.

ypes of moder
ntially mediati
86), while the
 (2007) appro

moderated and 

 demographic 
deviations, Cro
nd 5) supporte
mployees’ WF

ard deviations

l exhaustion 

are in parenth

d moderation m

ple mediation a
bsequently exp
Table 4, a pos
esents the Sobe

Asian B

ny. 

scriptive statis
tween PCB an
y found that P
. Furthermore
rating effects (
ing relationshi
e moderated m
oach. This stud
indirect relatio

characteristic
onbach alpha c
ed Hypotheses 
FC (t = 6.89, p 

s, cronbach’s a

M SD 

45.66 8.70
1.20 .40 

2.88 .88 
1.42 1.01

42.64 13.60
2.96 .82 
3.31 .78 

2.90 .84 

2.84 .91 
2.92 .93 

heses on the dia

model of the int

analysis used 
perience emplo
sitive relations
el test of the m

Business Researc

47 

stics and corr
nd employees’
PCB significan
, hierarchical 

(i.e., mediation
ips (Hypothes
mediation mod
dy also used a
onships.  

s of usable sa
coefficients, a
1 and 2, sugge
< .00; see Tab

alpha, and inte

1 2 3

-.19**  

-.19** .08
.42** -.11 -.2

0 -.07 -.09 .0
.12 -.13 -.
-.08 -.06 .0

.12 -.12 -.

.17* -.06 -.

.12 -.02 -.

agonal. 

terrelationship

to examine H
oyees’ WFC, m

ship was obser
mediation analy

ch

elations for th
’ WFC (r = .4
ntly related to 

multiple regr
n and moderate
es 1 and 2) u
del (Hypothes
a Sobel test ad

ample dyads (N
and correlation
esting that PCB
ble 2), and part

ercorrelations

4 5 6

  

  
28*   

09 -.03  
16* .06 -.12 (

02 .09 .03 -

16* .12 .07 .

12 .15* .03 .
15* .05 -.10 .

ps between the 

Hypothesis 1, w
mediated by em
rved between 
ysis, which ind

he study varia
41; p < .01; s
partners’ FWC
ession analyse
ed mediation) 

using the appro
ses 4a and b)
dvocated by P

N = 235; 470 
ns. The results
B positively re
tners’ FWC (t =

s among study

6 7 

 
  

  
  

  
(.91)   
-.35** (.84)  

50** -.29** 

41** -.17** 
26** -.28** 

central variab

which states th
mployees’ em
PCB and emp

dicates that em

Vol. 1, No. 1;

ables. There w
see Table 3) in
C (r = .26; p <
es were perfo
in this study. 

oach develope
) was tested u

Preacher and H

individuals), a
s of the regre
elated to emplo
= 4.03, p < .00

y variables 

8 9 10

 
 

 
 

 
 
 

(.85)  

.74** (.85)

.43** .47** (.

bles in this stud

hat employees 
motional exhaus
ployees’ WFC.

mployees’ emot

2016 

was a 
n the 

< .01; 
rmed 
Data 

ed by 
using 

Hayes 

along 
ssion 
oyees’ 
0; see 

0 

96)

dy 

who 
stion. 
. The 
tional 



abr.julypress.com Asian Business Research Vol. 1, No. 1; 2016 

48 
 

exhaustion mediates the relationship between PCB and employees’ WFC. Step 4 of Table 4 demonstrates that the 
relationship between PCB and employees’ WFC was significant when controlling for employees’ emotional 
exhaustion (t = 1.02, p > .05), suggesting full mediation. Based on the Sobel test recommended by Preacher and 
Hayes (2004; 2008), the 95% confidence interval of the indirect effect did not include zero (from .29 to .50). 
Furthermore, the Sobel test of this mediation analysis provided that the indirect effect of employees’ emotional 
exhaustion was significant (z = 7.50, p < .01); thus, Hypotheses 1 was supported. 

 

Table 4. Mediation of employee’s emotional exhaustion analyses results for employee’s WFC 

 Coeff. s.e. t P 

Direct and total effects     

Step 1: PCB to employee’s WFC .45 .07 6.89 .00 

Step 2: PCB to employee’s emotional exhaustion .56 .06 8.90 .00 

Step 3: Employee’s emotional exhaustion to employee’s 
WFC, controlling for PCB 

.77 .05 13.99 .00 

Step 4: PCB to employee’s WFC, controlling for 
employee’s emotional exhaustion 

.57 .06 1.02 .31 

 Mean s.e. LL95CI UL95CI 

Sobel test results for the indirect effect of PCB on the 
employee’s WFC through employee’s emotional 

exhaustion 

.40 .05 .29 .50 

Note. PCB = psychological contract breach; WFC = employees’ work-family conflict. 

 

Hypothesis 2 states that employees who experience PCB will subsequently experience partners’ FWC, mediated 
by employees’ emotional exhaustion. Bootstrap results in the lower half of Table 5 indicate employees’ 
emotional exhaustion mediated the relationship between employees’ PCB and partners’ FWC. The 95% 
confidence interval around the indirect effect did not include zero (from .13 to .32). Step 4 of Table 5 indicates 
that the relationship between PCB and partners’ FWC was not significant when controlling for employees’ 
emotional exhaustion (t = .79, p > .05). Therefore, the results suggest that employees’ emotional exhaustion fully 
mediated the relationship between employees who experienced PCB and partners’ FWC, supporting Hypothesis 
2. 

 

Table 5. Mediation of employee’s emotional exhaustion analyses results for partner’s FWC 

 Coeff. s.e. t P 

Direct and total effects     

  Step 1: PCB to partner’s FWC .29 .07 4.03 .00 

  Step 2: PCB to employee’s emotional exhaustion .52 .06 8.90 .00 

  Step 3: Employee’s emotional exhaustion to partner’s 
FWC, controlling for PCB 

.44 .08 5.83 .00 

  Step 4: PCB to partner’s FWC, controlling for 
employee’s emotional exhaustion 

.06 .08 .79 .43 

 Value s.e. LL95CI UL95CI 

Sobel test results for the indirect effect of PCB on the 
partner’s FWC through employee’s emotional exhaustion 

.23 .05 .13 .32 

Note. PCB = psychological contract breach; FWC = partners’ family-work conflict. 
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Table 6. Results of a moderated hierarchical regression analyses for employee’s emotional exhaustion and 
employee’s work-family conflict 

 Emotional exhaustion (Med) WFC (DV1) 

Predictors  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 

Gender  -1.32 -1.70 -.80 .61 .75 1.44 

Age 1.01 .42 .33 -.54 1.61 1.46 

Children  .60 1.27 1.18 1.22 1.37 .84 

Hours 1.16 1.29 2.28 2.29 1.52 .10 

Education  -1.98 -1.90 -1.16 -1.08 -.37 .72 

Spirituality at work  -4.77*** -2.33* -2.52** -2.31* .9 

PCB    7.30*** .35 -.35 -1.52 

EE      5.03*** 

PCB x Spirituality    -1.90* -2.23* -1.98* 

Spirituality x EE      -1.71† 

R² .05 .14 .30 .31 .22 .57 

Adjusted R² .03 .12 .28 .29 .19 .55 

F 2.49* 22.78*** 53.24*** 3.59* 4.97* 2.91* 

Note. PCB = psychological contract breach; EE = employees’ emotional exhaustion; WFC = employees’ 
work-family conflict; Med = mediator; DV = dependent variable. †p < .10; *p < .05; **p < .01; ***p < .001. 

 

Table 7. Results of a moderated hierarchical regression analyses for employee’s emotional exhaustion and 
partner’s family-work conflict 

 Emotional exhaustion (Med) FWC (DV2)     

Predictors  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 

Gender  -1.32 -1.70 -.80 .61 .64 .84 

Age 1.01 .42 .33 -.54 1.70† 1.52 

Children  .60 1.27 1.18 1.22 .03 -.35 

Hours 1.16 1.29 2.28 2.29 -1.04 -1.82 

Education  -1.98 -1.90 -1.16 -1.08 -1.42 -1.01 

Spirituality at work  -4.77*** -2.33* -2.52** -5.46*** -3.93*** 

PCB    7.30*** .35 -3.76*** -3.86*** 

EE      1.91* 

PCB x Spirituality    -1.90* -4.62*** -3.92*** 

Spirituality x EE      -.63 

R² .05 .14 .30 .31 .20 .29 

Adjusted R² .03 .12 .28 .29 .17 .26 

F 2.49* 22.78*** 53.24*** 3.59* 21.37*** .40* 

Note. PCB = psychological contract breach; EE = employees’ emotional exhaustion; FWC = partners’ 
family-work conflict; Med = mediator; DV = dependent variable. *p < .05; **p < .01; ***p < .001. 

 

In Table 6, the results of the hierarchical multiple regression analyses examined whether spirituality at work 
moderated the relationships between PCB and employees’ emotional exhaustion. The result of this study in Table 
6 showed that Hypothesis 3 was supported (t = -1.90, p < .05). The link between PCB and employees’ emotional 
exhaustion was still evident even when employee spirituality was high. However, when employee spirituality 
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was high, this relationship was clearly (and, by definition, significantly-see Aiken & West, 1991) weaker. The 
result shows that high level of PCB was related to increased employees’ emotional exhaustion for individuals 
with low spirituality at work. Thus, employee spirituality was found to moderate the strength of the relationship 
between PCB and employees’ emotional exhaustion. 

According to Muller, Judd, and Yzerbyt (2005) study of moderated mediation approaches, Table 6 examines the 
moderated mediation model presented in Hypotheses 4a and 4b. As indicated in Table 6, the indirect effect of 
PCB on employees’ WFC (t = 5.03, p < .01) and partners’ FWC in Table 7 (t = 1.91, p < .05) due to employees’ 
emotional exhaustion was weaker for individuals with a high level of employee spirituality. In addition, the 
results of this study reveal that the indirect effect of PCB on employees’ WFC and partners’ FWC (mediated by 
employees’ emotional exhaustion) was weaker for employees who possessed high levels of spirituality at work. 
Moreover, employees’ emotional exhaustion also mediated the moderating effect of employee spirituality at 
work on the relationships between PCB and employees’ WFC and partners’ FWC. This finding supported 
hypotheses 4a and 4b. 

4. Discussion 
The result of this study was to discover whether the consequences of PCB extended beyond the employees’ work 
domain to affect the family domain for both employees and their spouses. Many prior studies have aimed at the 
relationship between work and family domains (e.g., Culbertson, Mills, & Fullagar, 2012; Lee, Kossek, Hall, & 
Litrico, 2010), however, only a limited total of research has investigated the effects of PCB on partners’ issues, 
particularly with respect to spillover and crossover effects. This study provides the importance by investigating 
the relationships that exist between PCB, employees’ WFC, and partners’ FWC, as mediated by employees’ 
emotional exhaustion. In addition, the results revealed that the employees with PCB experienced WFC due to 
emotional exhaustion. 

The findings of this study also fill a gap that shows clear links between PCB, emotional exhaustion, and 
subsequent negative family outcomes (that is, employee WFC and partner FWC). According to stress 
transmission (Ferguson, 2012), emotional exhaustion spilled over into the family domain to influence employees’ 
WFC and partners’ FWC. These results suggest that employees do not leave their emotional exhaustion in 
company; rather, they bring negative emotions home with them, where the emotions may affect employees’ 
family responsibilities. 

With respect to the role of spirituality as a buffering role, this study discovered that employees with high 
spirituality were better able to cope with emotional exhaustion in their jobs, thus experiencing lower levels of 
employees’ emotional exhaustion, employees’ WFC, and partners’ FWC than employees who had relatively 
lower spirituality. These results of this study suggest that employees have to manage emotional exhaustion in the 
workplace. It might be tempting to suggest that employees with spirituality at work have both an inner and outer 
life. Fox (1994) also mentioned that the nourishment of inner life can result in a more meaningful outer life. 
Therefore, this study suggests that organizations or employers should provide employees with mental and 
emotional training. The author hopes that the results of this study can help employers better understand what 
they can offer useful supports to their employees and partners. 

4.1 Limitations and Future Research 

Some limitations of this study should be acknowledged. First, this study followed the dominant research stream 
in this field by focusing on what employees perceive employers owe them (i.e., PCB), not on what employees 
feel they owe employers (i.e., psychological contract violation, PCV). However, this discrepancy needs to be 
adopted in further research if researchers sincerely believe that the psychological contracts represent mutual 
understandings of contributions and inducements (Dulac et al., 2008; Lambert et al., 2003; Zhao et al., 2007).  

Second, the goal of this study is to understand how PCB can transmit to family domains and what a buffer can be 
against emotional exhaustion and WFC. Therefore, this study could exist in the validity issues of spirituality at 
work. Even though prior research used the spirituality at work scale as a convergent validity (Chang, Liou, & 
Huang, 2011), this study suggests that future research needs to work concerning discriminant and convergent 
validity issues of construct of spirituality at work. 

4.2 Implications  

Despite the above limitations, this study makes some main contributions to both PCB and work to family 
literature. The first theoretical contribution aims at its examination of emotional exhaustion as a mechanism by 
which the effects of PCB develop to impact employees’ partners in family domain. The current research 
observed spillover effects associating with employees’ WFC, and crossover effects of PCB on partners’ FWC. 
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Although previous research has implied a relationship between the spillover effects of job strain, such as stress 
transmission, and FWC, we focused on PCB as the specific substance of these effects. 

The results of this study also have key practical contributions for organizations and their employers. Previous 
studies have mentioned that PCB has general organizational contributions, such as lower level of job satisfaction 
(Lambert, 2011) and increases the level of turnover intentions (Proost et al., 2012). In contradiction of the effects 
of PCB on the work domain, research on the effects of PCB on the family domain is relatively growing. 
Therefore, the results of this study strongly suggest that breached employees with emotional exhaustion do not 
remain in the organization; rather, it is carried home, where it exerts influences on partners’ FWC. To reduce 
employees’ WFC and partners’ FWC, in addition, employers may also consider a work-family balance by 
organizational policy to avoid employees’ family issues and to increase a work-family support (Allen, 2001). 
Therefore, employees may focus on work demands in the workplace and leave their negative emotions before 
returning home. 

While the findings of this study may suggest that employers should try to minimize the effects of PC breaches by 
playing an active role in discouraging unmet expectations and improving reliance and expectations with respect 
to employment contracts, this study tests the moderating effect of the employee spirituality. In addition, this 
study finds that employees with higher levels of employee spirituality are less sensitive to the negative effects of 
PCB (i.e., emotional exhaustion and corresponding WFC and FWC) because they may have positivity and inner 
strength.  

5. Conclusion  
This study demonstrates that PCB leads to emotional exhaustion, and transmits to partners in the family domain. 
The author hopes that the current research stimulates further examination of the relationships between PCB and 
family issues and different types of conflict between work and family domains. In addition, this study 
encourages future studies to focus on how employees deal with the various issues of work and family and give 
more careful attention to how spiritual involvement enhances the relationship between work life and family life. 
Finally, this study suggests future studies will consider a generalizability problem for such sample. The 
generalizability is potential that different contexts may generate different consequences.  
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