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Abstract
Dual-earner couples with adolescent children face increased challenges to manage 
work and family roles. This study aims to analyse the effect of two sources of sup-
port (organisational and supervisor support) on work-family conflict (WFC) and 
psychological detachment from work, according to a couple-dyadic model. More 
specifically, we propose a model in which WFC acts as a mediator for the relation-
ship between organisational and supervisor support, and psychological detach-
ment. A sample of 198 dual-earner couples with at least one adolescent child (aged 
13–18  years) participated. We analysed actor, partner and gender effects using the 
Actor–partner interdependence mediation modeling and found that the association 
between supervisor support and WFC is stronger for women, while the association 
between organisational support and WFC manifests with the same intensity for men 
and women. In the case of men, it is organisational support (i.e., broad source of sup-
port) that is associated with psychological detachment through WFC, while in the 
case of women, it is supervisor support (i.e., specific source of support) that is asso-
ciated with psychological detachment, also through WFC. No partner effects were 
found. Our results highlight the need for organisations to implement work-family bal-
ance measures that take dyadic interactions and gender differences into account.

Keywords  Dual-earner couples · Organisational support · Supervisor support · 
Psychological detachment from work · Work-family conflict

The increase in women’s participation in the labor market contributed to the grow-
ing number of dual-earner couples (Wall, 2005). These couples face particular 
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challenges when managing work and family domains, which can be linked to a more 
conservative view of gender roles in most societies (Lucas-Thompson et al., 2010; 
Matias, 2019; Matias et al., 2022). Work-family conflict (WFC), that occurs when 
multiple roles played by the individual compete with each other in terms of time or 
energy, is one of the most studied constructs capturing these difficulties in managing 
different life roles (Greenhaus & Beutell, 1985). These may interfere with the ability 
to recover after work (Sonnentag et al., 2017), including the ability to distance from 
work during non-work time (i.e., to psychologically detach), which is essential for 
the recovery of energy and for workers’ well-being (Bakker, 2011; Fritz et al., 2010; 
Sonnentag et al., 2012). In addition, different sources of social support within the 
work context (e.g., organisational or supervisor support) are key to prevent WFC 
(Cohen & Wills, 1985) and may be an important asset to help workers to psycholog-
ically detach from work-related activities during non-work time. Although supervi-
sor and organisational support may have a positive effect on an individual recovery 
experience, the crossover effects on couples with children are still not clear. With 
few exceptions (e.g., Lawson et al., 2014; Matias & Recharte, 2020), the major bulk 
of research has focused on the work-family interface of families with younger chil-
dren. However, families with adolescents face the need for an interactional reorgani-
zation and a readjustment of the relationship between parent and child (Carter & 
McGoldrick, 2005). These specificities call for the need to find a new equilibrium 
and can also pose heightened challenges for parents. Nonetheless, no studies have 
applied a dyadic approach with these families when analysing the role played by the 
perception of a supportive supervisor and organisational support in workers’ WFC 
and their subsequent ability to psychologically detach from work.

Psychological Detachment from Work

The importance of recovering from work stressors is consensual. It has an influence 
in psychological well-being and health, work engagement and exhaustion (Bakker, 
2011; Fritz et al., 2010; Sonnentag et al., 2012, 2017). Psychological detachment (i.e., 
the experience in which the individual disconnects from work-related thoughts dur-
ing off-job time), is one of the most studied recovery dimensions and can be of major 
relevance to allow the individual to effectively engage with the family role (Sonnentag 
& Fritz, 2007). Psychological detachment and WFC are negatively related (Demsky 
et al., 2014) and psychological detachment has been found to moderate the negative 
effect that WFC poses on the worker’s well-being (Moreno-Jiménez et al., 2009). Con-
sidering a longitudinal approach, WFC and psychological detachment were found to 
be both linked to the workers’ extended availability to work during off-job time, lead-
ing to a continuous depletion of resources (Dettmers, 2017).

While most research on recovery and psychological detachment has focused on the 
role of work stressors in reducing the individual’s ability to detach from work, there is 
also evidence that job resources (such as organisational support) may facilitate recovery 
(see Sonnentag et al., 2017 review). Indeed, if the supervisor and/or the organisational 
context are supportive of individuals’ investments in other roles and work-family bal-
ance, this may promote higher psychological detachment from work. As Sonnentag 
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et  al. (2017) claim, when supervisors expect their subordinates to work while being 
at home, employees are more likely to worry about their work during non-work time. 
However, the association between organisational support and psychological detachment 
via WFC has not been studied in a dyadic approach. We expect that more organisational 
support (i.e., more resources), will lead to fewer difficulties in conciliation, less WFC 
and, in turn, greater psychological detachment from work.

Organisational Support, Supervisor Support and WFC

According to the Social Support theory, perceptions of support are strongly related 
to WFC (Cohen & Wills, 1985). Sources of support may be at the organisational-
level (e.g., supportive organisational perceptions) as they may also derive from indi-
viduals in the work context (e.g., supervisors) (French et al., 2018).

The concept of organisational support for work-family balance is based on per-
ceptions that the employer: (a) cares about the employee’s ability to effectively per-
form family and work-related roles and (b) promotes a supportive social environ-
ment by providing resources towards work-family balance (Kossek et  al., 2011b). 
Since policies alone are insufficient to promote a better balance, Allen (2001) intro-
duced the concept of family-supportive organization perception, that refers to the 
individual’s perceptions of the organization as being sensitive and supportive of the 
employee’s efforts to balance work and family commitments and responsibilities. 
This perception is associated with greater job satisfaction, sense of commitment to 
the organization, and reduced WFC (O’Driscoll et  al., 2003). When workers have 
support aimed at managing family and work-related issues, they can transfer this 
positive experience to the family role (spillover), which also reduces WFC (Frone 
et al., 1992). Organisational support not only buffers the stress of work demands, but 
also helps conserve resources in both the family and work domains (Allen, 2001), as 
it provides support to manage the demands of both (Hammer et al., 2009).

Importantly, and although family-friendly measures provide employees with more 
options to manage work and family roles, if supervisors do not value them or do not 
support a family-friendly environment at the workplace, the efficacy of these measures 
is threatened (Allen, 2001; Allen & Finkelstein, 2014). Employees who perceive their 
organization and their supervisors as family-supportive feel more comfortable utilizing 
the available benefits, while employees who perceive their work environment as not 
family-supportive may fear criticism and a negative impact on their career if they use 
such benefits (Allen, 2001; Thompson et al., 1999). In this regard, Allen (2001) pro-
vided evidence that emotional, practical, and social support from supervisors reduces 
WFC, alongside working in an environment perceived as more family-supportive; both 
factors add to the decrease in work to family conflict (Allen, 2001).

Support received at the work context may have a differential impact on WFC 
depending on whether it is broader (i.e., organisational) or more specific (i.e., super-
visor support). Given the inconsistency of findings from research comparing both 
sources of support (French et  al., 2018), the present study aims at introducing a 
dyadic lens that may contribute to this analysis.
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Based on this theoretical framework, we propose that supervisor support and 
organisational support are expected to be directly and positively associated with 
psychological detachment from work (H1a; H1b). The relationship between super-
visor’s support and organisational support and psychological detachment is also 
expected to be mediated by the own’s WFC (H2a; H2b). This mediation will be sup-
ported by the direct and negative effect of supervisor’s support and organisational 
support on WFC (H3a; H3b) and by the direct and negative effect of WFC on psy-
chological detachment (H4).

Crossover Processes and Gender

In the case of dual-earner couples, the issue of work-family interface has an addi-
tional layer that is important to consider. Besides the spillover effect (i.e., the intra-
individual transference of experiences, resources and strains from one domain to the 
other), it is also important to analyse how each partner’s experience may influence 
the other partner’s work-family conciliation, in a logic of reciprocal influence—
crossover processes (Bakker & Demerouti, 2013). In fact, the negative emotions 
and stress experienced by a partner may be caused not only by their own work and 
family demands, but also by the transmission of their partner’s experience (Bakker 
et al., 2008; Demerouti et al., 2005; ten Bremelhuis et al., 2010).

In dual-earner couples, as these individuals meet their significant other after 
work, there is a unique context for research on recovery processes. In these couples, 
there is a greater need for coordination so that both can recover physically and psy-
chologically after work (Saxbe et al., 2011). For example, the fact that one of the 
members of the couple experiences more demands at work may limit the time that 
they can spend together which, in turn, may cause negative feelings such as pressure, 
stress and emotional exhaustion (Demerouti et al., 2005). Indeed, the spouse’s abil-
ity of psychologically detaching from work impacts affective well-being outcomes 
of the other member of the couple (Rodríguez-Muñoz et al., 2018). However, this 
effect may depend on whether couples have children (Hahn et al., 2014). Different 
sources of support, such as organisational or suppervisor’s have shown to be key at 
promoting employees’ recovery experiences (Sonnentag et  al., 2022), so it is now 
relevant to further investigate how these sources of support may have a differential 
effect within a couple.

Thus, we expect that the support obtained by one of the members of the dyad 
reduces the partner’s WFC (H5a; H5b) and promotes psychological detachment 
(H6a; H6b). High levels of WFC of one of the dyad members are also expected to 
reduce the partner’s psychological detachment (H7).

Studies seeking to relate crossover effects and gender differences have not been 
conclusive. Nevertheless, according to the gender role theory, the family domain, 
compared to the professional domain, is of high importance for women (ten Brum-
melhuis et al., 2010). On the other hand, men are perceived as more responsible for 
the professional domain, attributing a higher value to it themselves (ten Brummel-
huis et  al., 2010). However, as research consistently states, women combine their 
professional activities with a greater responsibility for family tasks (Matias, 2019; 
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Perista et al., 2016). This accumulation of roles leads to greater conflict, stress and 
tension (Hill, 2005; Marshall & Barnett, 1993), which may determine that men and 
women use different strategies to cope with the demands of conciliation (Matias & 
Fontaine, 2015). In fact, in a dyadic study with dual-earner couples with preschool 
aged children, workplace family support impacted women’s and men’s levels of 
WFC, while men’s workplace family support only impacted men’s levels of WFC 
(Matias et al., 2017). Despite the lack of research on crossover effects of workplace 
resources, we propose that, based on the premise that women have a more active 
participation in the family domain, involving domestic tasks and childcare, both 
organisational and supervisor support may have an effect not only on their own indi-
cators of WFC and psychological detachment, but also on their partners’.

We therefore expect that women’s attainment of supervisor’s support or organi-
sational support shows a stronger association with their own and their partners’ lev-
els of WFC (H8a; H8b) and psychological detachment (H9a; H9b; H10) than men’s 
attainment of support.

Method

Design and Data Collection

This study obtained approval by the Ethics Committee of the authors’ institution 
(Approval 5–9/2015) and received a favorable opinion from the National Data Pro-
tection Committee. A set of selection criteria were defined for the sample, such as: 
both members of the couple should live together, be engaged in a paid professional 
activity and have at least one child aged between 13 and 18 years old.

The recruitment procedure included contacting educational institutions, study sup-
port centers and sports clubs directed at youngsters. After permission was obtained 
from the directors of the respective institutions, the approach to participants was carried 
out in two main ways: through the parents themselves or through the adolescents. In 
the first contact with potential participants, the objectives and modalities of the study 
participation, alongside the confidentiality and anonymity procedures, were clarified. 
In cases where the contact was direct with the adolescents, the information on the study 
was first provided in an informative leaflet containing the contacts of the research team 
to clarify any doubts. Only after this leaflet was returned together with the parents’ 
consent form, the envelope containing the questionnaires was provided to each par-
ticipating family. Parents were instructed to fill in their questionnaires separately. All 
questionnaires were returned in a sealed envelope directly to the researcher or, in some 
cases, to the teacher/coach who subsequently handed them over to the research team. 
Another route of recruitment occurred by convenience, through a snowball procedure. 
The response rate to the questionnaire was 80.6%.

The initial pool of participants corresponded to 252 families. However, families in which 
only one of the members of the couple participated (n = 14), in which one of the members 
was unemployed (n = 13) and those in which one of the participants did not answer all the 
items of one of the measurement scales (n = 29) were disregarded. The final sample was 
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then composed of 196 dual-earner couples aged between 31 and 62  years (M = 45.71, 
SD = 5.09). The couples in the sample maintain a marital relationship over a minimum 
period of 120 months (approximately 10 years) and a maximum of 441 months (approxi-
mately 37 years) (M = 251.34 (approximately 21 years), SD = 55.90 (5 years); 14.2% of the 
sample have one child, 66.1% have two children, 19.6% have three or more children; with an 
average age of approximately 15 years (M = 14.97; SD = 3.35).

Most of the parents in the sample had only completed basic education (Men: 57.5%; 
Women: 40.4%) and there were more women than men with higher education (Men: 19.2%; 
Women: 29.0%). In terms of professional situation, one man simultaneously studies (0.5%) 
and works, and another is benefiting from sick leave (0.5%). In terms of working time, both 
men and women were mostly working full-time (Men: 93.9%; Women: 90.0%) and on 
a fixed schedule (Men: 79.7%; Women: 72.4%). Regarding the employment regime, most 
of the sample had a permanent employment contract (Men = 65.6%; Women = 70.1%), in a 
small company (up to 50 employees) (Men = 53.7%; Women = 44.9%).

Measures

Sociodemographic Characterization

Participants indicated their age, education, marital status, duration of the marital rela-
tionship, number and ages of children, professional situation of the participants, num-
ber of hours of work per week, employment regime, working hours and the size of the 
company where they work.

Support from the Supervisor

Support from the supervisor was assessed with a brief instrument composed of three items 
designed for this study based on the literature (1—My supervisor/chief shows a lot of under-
standing towards my situation (e.g., on work distribution, holiday scheduling, etc.); 2 – My 
supervisor/chief cares about my well-being; 3—My superior/chief pays little attention to 
my family situation), answered on a 5-point Likert scale from (1) Strongly Disagree to (5) 
Strongly Agree. The internal consistency was close to acceptable (α = 0.65).

Organisational Support

Organisational support was assessed with the Family Supportive Organization Percep-
tions scale (Allen, 2001; translated into portuguese by Chambel & Santos, 2009). The 
scale is composed of 14 items, rated on a 5-point Likert scale, ranging from (1) Strongly 
Disagree to (5) Strongly Agree (e.g., Expressing involvement and interest in nonwork 
matters is viewed as healthy). The internal consistency was acceptable (α = 0.68).

Work‑family Conflict

Work-family conflict was assessed with the Work Family Conflict Scale (Carlson 
et  al., 2000; Portuguese adaptation by Vieira et  al., 2014). In the present study, 
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we only considered the work to family direction, composed of 7 items (e.g., "My 
work means that I cannot be with my family as much as I would like"), ranging on a 
5-point Likert scale from Strongly Disagree (1) to Strongly Agree (5). The internal 
consistency was high (α = 0.88).

Psychological Detachment from Work

Psychological detachment was assessed with the Recovery Experience Question-
naire (REQ; Sonnentag & Fritz, 2007; Portuguese adaptation by Lobo & Pinheiro, 
2012). This dimension is composed of 4 items (e.g., "After the end of a working day, 
I forget about work") answered on a 5-point Likert scale, from Strongly Disagree (1) 
to Strongly Agree (5). The internal consistency was high (α = 0.83).

Data Analysis

Preliminary data analysis was performed using IBM SPSS (Statistical Package for 
Social Sciences), version 21. After confirming the randomness of missing data using 
Little’s test, data imputation was performed using the Expectation Maximization 
procedure. As in this study we considered the dyad as the unit of analysis of the 
different constructs addressed, Pearson’s bivariate correlations were used to address 
interrelations between the target variables of the study; across partners, a T-Test for 
paired samples was used to compare male and female partner’s means.

The AMOS (Analysis of Moment Structures), version 24, was used to test the 
hypotheses. The study hypotheses assume an Actor-Partner Interdependence Media-
tion Model (APIMeM) which allows analysing mediation in dyads by estimating both 
actor and partner effects. This model intends to test the mediating role of WFC for 
both members of the couple, in the association between the two sources of support 
(supervisor support and organisational support) and psychological detachment. Con-
sequently, in the present study, two different models were tested, as there are two dif-
ferent predictors, one model for the predictive effect of supervisor support and another 
one for organisational support. The proposed models were tested using the Maximum 
Likelihood Method (Arbuckle, 2010). The use of the structural equation method to test 
the APIMeM model allows considering the non-independence of data from the two 
members of a couple, analysing actor and partner effects in an integrated way, and also 
estimating both direct and indirect effects to verify the mediation hypotheses.

In the first stage, the adjustment of the two proposed models was tested using the 
following indicators: comparative fit index (CFI), χ2/gl ratio and root mean square 
error of approximation (RMSEA). According to Schweizer (2010), when the χ2/
gl ratio is lower than 2, there is a good fit of the model; when it is lower than 3, 
the model fit is acceptable. As for CFI values, if framed between 0.90 and 0.95, 
we should consider the adjustment acceptable, and if between 0.95 and 1.00, good. 
Finally, for RMSEA values higher than 0.08, the model fit will be considered medio-
cre, between 0.05 and 0.08, good and, below 0.05, very good. Due to the sample size 
(n = 196) and the number of parameters to be estimated, all variables were consid-
ered as observed variables.
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In a second step, and in order to test the hypotheses regarding gender-differen-
tiated relations, gender invariance between trajectories was tested by comparing 
nested models, in which the equivalent trajectories were constrained to be equal 
(i.e., the trajectory between the man’s supervisor support and the man’s WFC (actor 
effect) and the trajectory between the women’s supervisor support and the women’s 
WFC (actor effect) were constrained to be equal, and the same was done for the 
remaining actor trajectories). Similarly for partner effects, the path from the man’s 
supervisor support for the women’s WFC and the path from the women’s supervisor 
support for the man’s WFC were constrained to equality and so on for the remaining 
trajectories. Models with and without this constriction were compared using chi-
square difference test (a non-significant difference test is evidence of an equivalence 
between the models, so equivalences in the trajectories can be assumed (Gonzalez & 
Griffin, 2001).

The trajectories that were found to be equivalent between men and women were 
constructed to equality before testing the significance of the indirect effects in the 
third and final step. These effects were tested using the bootstrapping resampling 
procedure. This procedure is recommended over Sobel’s (1982) test or other con-
ventional approaches because of its statistical power (MacKinnon et  al., 2004). 
Thus, the sample was repeated 2000 times (with replacement) and 95% confidence 
intervals were calculated. An indirect effect is considered significant if the value of 
zero is not contained in the confidence interval.

Results

Descriptive Statistics

Table 1 shows the means, standard deviations and correlations between all vari-
ables of the model. There were significant differences only on organisational sup-
port, which is higher among women than men. WFC scores were around average 
and psychological detachment had low scores, indicating that couples were not 
managing to psychologically distance themselves from work.

Supervisor support and organisational support were negatively associated with 
both couple members’ WFC. Regarding actor effects, men’s WFC was negatively 
associated with their own psychological detachment. In the case of women, there 
were no significant associations between WFC and their psychological detachment. 
There were no significant associations between supervisor support and organisational 
support and psychological detachment for both members of the couple.

As for the partner effects, no significant associations were found between the 
supervisor support and organisational support and WFC, with the exception of 
women’s perception of supervisor support, which was negatively associated with 
her partner’s psychological detachment. There were also no significant associa-
tions between the WFC of one spouse and the psychological detachment of the 
other, as well as between organisational support, in its two dimensions, and psy-
chological detachment.
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Direct and Indirect Effects of Supervisor Support on WFC and Psychological 
Detachment

The model presented in Fig. 1 concerning supervisor support with all direct and indirect 
trajectories between the study variables was fitted to the data. In order to simplify the 
model, we tested for gender invariance in the equivalent trajectories of actor and partner 
effects by comparing models with free estimates with models with constraints on actor 
effects and partner effects (as explained in the data analysis procedure section).

For the model concerning supervisor support, we found that the model with con-
strictions on partner trajectories did not differ significantly from the free model (Δ χ2 
(3) = 2.411, p = 0.492), but the model with constrictions on actor trajectories differed 
significantly from the free model (Δ χ2 (3) = 8.721, p = 0.033). An analysis of which 
trajectories differed indicated that the actor trajectory between men’s supervisor sup-
port and the men’s WFC and the actor trajectory between women’s supervisor support 
and the women’s WFC differed from each other (Δ χ2 (1) = 4.344, p = 0.037). Thus, 
a final model with all remaining actor and partner trajectories constrained to equality 
was tested, showing a good fit (χ2(5) = 6.537; p = 0.257; χ2/df = 1.307; CFI = 0.979; 
RMSEA = 0.040). The model explains about 2.8% of the variance in men’s WFC indi-
cators, 11.5% of the variance in women’s WFC, 2.2% in men’s psychological detach-
ment, and 2.7% in women’s psychological detachment.

A negative association was found between supervisor support and WFC, and this 
association was higher for women (β = -0.336, p < 0.001; men—β = -0.160, p = 0.018). 
There was also a negative association between WFC and psychological detachment 
(β = -0.132, p = 0.015) for both men and women. None of the partner effects were sig-
nificant. The remaining trajectories coefficients can be found on Table 2.

Table 1   Correlation matrix and paired sample T-tests of the study variables

*  p < .05 ** p < .01

1 2 3 4 5 6 7 8

1. Men’s supervisor support -
2. Women’s supervisor support .034 -
3. Men’s organisational support .173* .053 -
4. Women’s organisational 

support
-.080 .241** .176* -

5. Men’s WFC -.145* -.091 -.214** -.096 -
6. Women’s WFC -.011 -.353** -.062 -.350** .390** -
7. Men’s Psychological detach-

ment
-.075 -.142* -.070 .002 -.143* .092 -

8. Women’s Psychological 
detachment

-.050 .053 -.122 .101 .036 -.014 .215** -

  M 3.338 3.393 3.104 3.233 3.052 3.059 2.851 2.846
  SD .693 .694 .433 .456 .889 .868 .891 .867
  t -0.790 -3.182** -.105 -.065
  df 195 195 195 195
  d -0.056 -0.227 -0.008 .005
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The analysis of indirect effects between supervisor support and psychological 
detachment, obtained using the bootstrapping resampling procedure, revealed a sig-
nificant indirect effect between supervisor support and psychological detachment 
only for women (β = 0.039; 95% CI = 0.002 to 0.089; p = 0.036).

Direct and Indirect Effects of Organisational Support on WFC and Psychological 
Detachment

The model presented in Fig. 2 concerning organisational support with all the direct and 
indirect trajectories between the variables of the study, was adjusted to the data. Again, 
to simplify the model, gender invariance in the equivalent trajectories of actor and part-
ner effects was tested. The model with constrictions on partner trajectories did not differ 
significantly from the free model (Δ χ2 (3) = 5.675, p = 0.129), but the model with con-
strictions on actor trajectories differed significantly from the free model (Δ χ2 (3) = 9.720, 
p = 0.021). Thus, the actor trajectory between WFC and men’s psychological detachment 
and the actor trajectory between WFC and women’s psychological detachment differed 
from each other (Δ χ2 (1) = 4.957, p = 0.026). The same was true for the actor trajectory 
between organisational support and men’s psychological detachment and the trajectory 
between organisational support and women’s psychological detachment, which also differ 
from each other (Δ χ2 (1) = 5.630, p = 0.018). A final model with the partner trajectories 
and the actor trajectory from organisational support and WFC constricted to equality and 
all the remaining modelled as free was fitted, showing a good fit (χ2(4) = 6.869; p = 0.143; 
χ 2/df = 1.717; CFI = 0.967; RMSEA = 0.061). This model explained about 7.5% of the 
variance in the men’s WFC, 9.2% of the variance in the women’s WFC, 3.6% in the men’s 
psychological detachment, and 2.0% of the women’s psychological detachment.

We found a negative association between organisational support and WFC of the 
same intensity between men and women (β = -0.296, p < 0.001). A negative associa-
tion was found between WFC and psychological detachment only in the case of men 
(β = -0.194, p = 0.007). None of the partner effects were significant. See Table 2 for 
details on coefficients.

Men’s 

Supervisor 

Support

WFC

WFC

Women’s 

Supervisor 

Support

Men’s

Psychological 

Detachment

H3a

H3a

H4

H4

H7

H6a

H5a
H7

Women’s

Psychological 

Detachment

H1a

H1a

H6a
H5a

Fig. 1   Conceptual Model and Hypotheses between Supervisor Support, WFC and Psychological Detach-
ment. Note. Continuous dashed arrows indicate direct effects, while dashed arrows indicate partner 
effects. The mediation hypothesis (H2) and gender hypotheses are not represented in the figure
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Indirect effects analysis between organisational support and psychological 
detachment, using the bootstrapping resampling procedure, revealed this effect was 
significant for men (β = 0.049; 95% CI = 0.009 to 0.099; p = 0.015).

Table 2   Unstandardized effect estimates

SS = Supervisor Support; OS = Organisational Support; WFC = Work-Family Conflict; (W) = Women’s 
trajectory; (M) = Men’s trajectory
Significant paths are highlighted in bold

Effect b SE p

Model with Supervisor Support as predictor
Actor effects
SS (M) ➔ WFC (M) -0.205 0.087 .018
SS (W) ➔ WFC (W) -0.419 0.080  < .001
WFC ➔ Psychological Detachment -0.130 0.054 .015
SS ➔ Psychological Detachment -0.047 0.065 .474
Partner effects
SS ➔ WFC -0.050 0.061 .414
WFC ➔ Psychological Detachment 0.093 0.054 .082
SS ➔ Psychological Detachment -0.101 0.065 .123
Model with Organisational Support as predictor
Actor effects
OS ➔ WFC -0.555 0.094  < .001
WFC (M) ➔ Psychological Detachment (M) -0.190 0.071 .007
WFC (W) ➔ Psychological Detachment (W) -0.036 0.075 .631
OS (M) ➔ Psychological Detachment (M) -0.165 0.146 .259
OS (W) ➔ Psychological Detachment (W) 0.170 0.138 .219
Partner effects
OS ➔ WFC -0.060 0.094 .523
WFC ➔ Psychological Detachment 0.098 0.054 .071
OS ➔ Psychological Detachment -0.083 0.102 .418

Men’s 

Organisational 

Support

WFC

WFC

Women’s 

Organisational 

Support

Men’s

Psychological 

Detachment

H3b

H3

H4

H4

H7
H6b

H5b
H7

Women’s

Psychological 

Detachment

H1b

H1b
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Fig. 2   Conceptual Model and Hypotheses between Organisational Support, WFC and Psychological 
Detachment. Note. Continuous dashed arrows indicate direct effects, while dashed arrows indicate part-
ner effects. The mediation hypothesis (H2) and gender hypotheses are not represented in the figure
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Discussion

This study analysed the mediating role of WFC in the relationship between two sources 
of support – organisational support and supervisor support—and psychological detach-
ment from work in a sample of dual-earner couples with at least one adolescent child. 
We explored the effects of actor, partner and gender, adopting a dyadic perspective on the 
effects of support in managing work and family roles. Our results showed that there are 
differences in psychological detachment and WFC between men and women depending on 
the source of support. Specifically, the association between supervisor support and WFC is 
stronger for women, while the association between organisational support and WFC mani-
fests with the same intensity for men and women. In the case of men, it is organisational 
support that is associated with psychological detachment through WFC, while in the case 
of women, it is the supervisor’s support that is associated with psychological detachment, 
also through WFC. Thus, we may conclude that there is a gender difference underlying the 
link between the source of support and WFC. We also highlight the robustness of the actor 
effects compared to the partner effects, which were not significant in the models tested in 
this study, allowing us to conclude that the way WFC and psychological detachment are 
experienced is more affected by the idiosyncrasies of each member of the couple than by 
the interactions that may occur through crossover within the dyad.

The hypotheses advocating for direct effects between both sources of support and 
psychological detachment were not confirmed (i.e., nor organisational support, nei-
ther supervisor support were directly associated with psychological detachment (H1a; 
H1b). However, there was evidence of indirect effects. The confirmed indirect effects of 
organisational support on psychological detachment via WFC (H2a; H2b) suggest that 
the main function of organisational and supervisor support is indeed to help individu-
als achieve a better balance (i.e., less WFC). Thus, these may point that psychological 
detachment from work is related not to the source of support the individual receives, 
but to the effects of this support on work-family conciliation. As this support may be 
related to the degree to which individuals perceive that supervisors care about their well-
being at work (Kossek et al., 2011b), the major influence occurs if this support facilitates 
resources to meet the demands of a given role (work or family). It should be noted, how-
ever, that the indirect effect does not occur for men and women in an identical way. In 
the case of men, it is the organisational support, which is associated with psychological 
detachment from work, through WFC; whereas for women, it is the supervisor support, 
which is associated with psychological detachment, also through WFC.

Together, these gender differential results lead us to conclude that closer support, 
through the figure of the supervisor, is more effective in reducing WFC and promot-
ing psychological detachment from work in the case of women. Previous studies 
have already highlighted the relevance of close support for conciliation, as well as 
the fact that women tend to use more informal support, based on negotiation with 
the supervisor, to promote work-family conciliation (Guerreiro & Abrantes, 2007; 
Santos, 2010). Following the Social Support theory (Cohen & Wills, 1985), one 
may assume that broad sources of support (i.e., organisational) are more effective 
for men, while specific sources of support (i.e., supervisor support) have a stronger 
effect on women.
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The finding that the effect of having organisational support is linked to increased 
detachment from work (via WFC) for men may derive from differential availability of 
work-family measures. Typically, men are less likely to be the target of measures to 
support conciliation and less likely to receive empathy and understanding from their 
superiors in this domain (Andrade, 2013); on the contrary, men are still pressured not to 
use family-friendly benefits as they may face stigmatization (Murgia & Poggio, 2009). 
Thus, men benefit the most when this type of support is more widespread, and the 
organization climate is perceived as supportive of work-family conciliation.

In addition, we also found a direct and negative association between supervisor sup-
port and WFC (H3a), which was higher in the case of women (H8a); and an equivalent 
association for men and women between organisational support and WFC (H3b; H8b). 
These results align with past research and indicate that organisational support for work-
family conciliation, that is, perceptions that the employer cares about the employee’s abil-
ity to effectively perform family and work-related roles, reduces WFC for both genders 
(Kossek et al., 2011a, 2011b). Moreover, a more supportive supervisor also lowers the 
conflict in balancing work-family roles (Hammer et al., 2009; Thomas & Ganster, 1995). 
What is specific in our study, and aligns with the indirect effect discussed above, is the 
fact that this more intense association between the supervisor support and the WFC for 
women reinforces the role of supervisor support for them.

Other results of this study confirmed the hypothesis concerning the direct and negative 
effects of WFC on psychological detachment (H4). This result indicates that the lower the 
WFC, the greater the distance of thoughts and concerns from the work domain. According 
to Jansen et al. (2003), WFC is associated with higher levels of fatigue and, consequently, a 
greater need for recovery. In fact, WFC is negatively associated with psychological detach-
ment (Demsky et al., 2014) and, consequently, with recovery (Moreno-Jiménez et al., 2009).

The hypotheses regarding partner effects were not confirmed (H5a, H5b, H6a, H6b, H7). 
Nevertheless, it should be noted that the fact that these effects were estimated and consid-
ered in the models reinforces the results obtained by revealing a greater robustness of the 
actor effects. The process that we sought to study—how organisational support is associ-
ated with WFC and psychological detachment—seems to be more marked by the individual 
experience of organisational support than by dyadic interactions. Another explanation for 
the absence of partner effects may stem from the developmental stage of the families stud-
ied. The sample is composed of couples with adolescent children, whose parental challenges 
are quite different from the challenges faced by couples with younger children, namely as 
their children are more autonomous and do not need constant care and supervision. As 
the child’s age increases, WFC tends to decrease, since the child becomes less dependent 
and couple articulation may be less required (ten Brummelhuis et al., 2009). In fact, most 
research on the issue of conciliation focuses on families with pre-school or school aged chil-
dren, where parental strategies may be more articulated, and partner effects between the 
resources received by one element of the dyad and the spouse are potentially more evident.

Limitations

Some limitations should be considered when analysing the results of this study. 
First, regarding the sample, although this is a relevant and understudied sample 
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on work-family studies, it is not representative, which limits the generalization of 
results. Secondly, although the empirical model tested underlies a theoretical model 
based on previous literature, causal relationships cannot be established with accu-
racy given the cross-sectional nature of the data collected. Future studies are encour-
aged to test these models using longitudinal data and assuming reciprocal inter-
ferences between psychological detachment and WFC. Thirdly, as far as recovery 
experiences are concerned, other dimensions besides psychological detachment 
(control, relaxation and mastery experiences) were not considered. In order to 
enhance the contribution to the body of knowledge on recovery experiences, future 
studies should include this construct’s multidimensionality.

Our study clearly identified a differential pattern on the effects of different 
sources of support for men and women, with implications for WFC and psychologi-
cal detachment. Future studies could build on these findings and address interrela-
tions among these types of support. For instance, analyse if the effects of supervisor 
support on reducing WFC and increasing psychological detachment are magnified 
when the culture is also seen as supportive; or analyse if supervisor support does 
indeed buffer an organisational culture that is less supportive.

Implications

Despite its limitations, this study makes great contributions both theoretically and 
practically. It adds an innovative approach to the existing literature by articulating 
concepts such as organisational support, supervisor support, WFC and psycho-
logical detachment through a dyadic lens. For a better understanding of possible 
associations, the data collected was tested through a refined methodology, where 
besides actor and partner effects, indirect mediation effects and gender effects were 
considered.

Thus, this study raises awareness for organisations to provide resources to sup-
port conciliation that go beyond policies imposed by law. Additionally, as research 
indicates, the availability of measures is not enough, and it is necessary that the 
supervisor and the organisational culture support these practices by not judging 
the employees who use them, neither their commitment to the organization. Often, 
family support policies, such as the possibility of reduced working hours or greater 
flexibility, are perceived as penalizing for professional progress and stability, thus 
inhibiting employees from using them (Andrade, 2015). Particularly, our finding 
that more informal support is the most effective to promote women’s psychological 
detachment from work (and consequently well-being) by reducing their own levels 
of WFC may point out that women are in a position of greater vulnerability in their 
work context, precisely because they use a resource which relies on the quality of the 
worker-supervisor relationship, which can be quite volatile. The social and organi-
sational issues that arise should be given attention to, since they may be reflected in 
negative effects for employee’s well-being.

Finally, we believe this study promotes a greater understanding about the relation-
ship between organisational support, supervisor support, WFC and psychological 
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detachment from work, as well as about the specificities of dyadic interactions and 
gender issues. In line with what has been suggested by Sonnentag and colleagues 
(2022), supervisor and organisational norms may embody a culture of segmenting 
or integrating work and home life, thus leading to different impacts for employ-
ees’ recovery experiences. The present study adds that these norms are not only 
important for employees to be able to psychologically detach from work, but that 
this effect is different based on gender. We expect that these results raise aware-
ness to organisations and supervisors regarding the idiosyncrasies of their employ-
ees, encouraging not only the adaptation of available support measures, but also the 
improvement and fostering of resources that may reduce WFC and increase employ-
ees’ well-being. Supervisors should be supportive of their employees’ recovery (e.g., 
by not interrupting them during non-work time) and organisations should provide 
the necessary and most effective resources (i.e., ones who are designed to specific 
employee’s needs) that enable them to engage with their family role.
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